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ABSTRACT 

 

Public bureaucracies are usually established to facilitate effective and efficient delivery of public 
goods and services. However, evidences have shown that most of these outfits have 
characteristically failed to meet these expectations.  Though several reasons have been 
advanced by scholars and analysts, this work has spotted manpower resourcing defects as a 
major cause of these performance failures, noting that the productivity of any institution is a 
function of the quality of its personnel. The general objective of this study was to examine the 
human resourcing procedures and their effects on manpower resource utilization in Kogi State.  
The specific objectives of this study were to:  (i) examine the extent to which the workforce 
resourcing activities in Kogi State Public Service (2004 – 2009) adhered to the relevant 
guidelines (ii) assess the effectiveness of the state’s Civil Service Commission in the 
enforcement of the stipulated guidelines for workforce recruitment, selection and placement in 
the state’s public service; and (iii) evaluate the influence of socio-political factors on staffing 
decisions in Kogi Sate Public Service and their effects on the needs/carrying capacities of the 
MDAs. Given the heterogeneity of the Nigerian public service environment, Fredrick Rigg’s 
Prismatic – Sala model was adopted as the theoretical framework of the study. This study 
adopted survey design and made use of purposive sampling technique in order to adequately 
capture respondents with pre and post - 2004 – 2009 service experiences.  The data for this 
study were drawn from primary and secondary sources.  While the former comprised of the use 
of questionnaire, interviews and personal observation of the researcher, the later were drawn 
from text books, journals, newspapers, panel reports and budget, etc. From this study 
evidences of procedural abuses in which merits were compromised for political, ethnic, religious 
and family affinities were established among the understudied MDAs between 2004 and 2009. 
This study has also established that the state’s Civil Service Commission was too weak to 
enforce effective control on the MDAs’s staff procurement activities. Consequently, the state’s 
workforce was sub-standardly procured, under-motivated and under-utilized. From the above 
findings, it was recommended that: (i) MDAs should be properly monitored and controlled to 
adhere strictly to the standard codes and procedures of personnel procurement; (ii) the capacity 
(personnel, funding, independence and logistics) of the state’s Civil Service Commission should 
be strengthened to enable it exercise full and effective control on employment matters; (iii)  the 
delegation clause of section 170 of the 1999 constitution as well as Rule 02202 of the Nigerian 
Public Service Rule (2000) should be amended to eliminate the existence of multiple centres of 
employment; (iv) stakeholders should be adequately conscientized to demand for process 
accountability and transparency from relevant personnel resourcing agencies; and (v) measures 
should be put in place to guarantee certainty of apprehension of offenders of resourcing 
procedures as well as the swiftness and severity of the sanctions. 
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CHAPTER ONE 

INTRODUCTION 

1.1 Background to the Study 

The quality of a nation’s economy is fundamentally dependent on resource 

identification, development and utilization (Okafor, 2006). Therefore, though these 

resources seem to abound, they are essentially neutral until they are given value by 

human beings.  Thus, while all the factors of production are necessary in any 

productive endeavour, the use of human mental and physical abilities has attracted 

higher premium because it is the value added by man that actually represents the 

surplus that defines the much desired returns on investment (Umaga in Udeze 

2001). 

While this fact remains incontestable in relation to the realization of 

organizational goals, the emphasis of this study is on the public sector because of 

the huge challenges of nation-building bequeathed to the post-colonial states in 

Africa (including Nigeria). Given these enormous responsibilities therefore,  

Scholars of administrative reforms have continued to emphasize on the 

development of strategies for sharpening the states’ conscience by repositioning 

the administrative systems, including the character and behaviour of its human 

resources for effective delivery of the state’s objectives (Petrick, 2005).  
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According to Barney (1995), in Onah (2003), human resource include all the 

experiences, skills, judgments, abilities, knowledge, contacts, risk taking and 

wisdom of individuals and associates within an organization. From this position, 

Human resource covers the entire gamut of human abilities and willingness that are 

available to be harnessed for the realization of an organizational goal, subject to 

effective management. As the most critical of all resources therefore, it is required 

of any purpose-driven organization to accord adequate priority to the procedures 

that sufficiently guarantees the procurement, development and utilization (Onah 

2003). In this work, Human Resource/resourcing shall be used interchangeably 

with manpower resource/resourcing in line with the common usage in most 

administrative literature.   

Manpower/Human Resourcing refers to the entire process of recruitment, 

selection and placement of employees in an organization for the purpose of 

utilizing their skills, knowledge and experiences for the realization of the purpose 

of an organization. 

According to Mohammed (2001), it includes the process and procedures of 

implementing the planned manpower programme of an organization.  This 

description underscores the fact that manpower resourcing must be defined within 

the context of the purpose and process of manpower planning. 
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The purpose of manpower planning as identified by Mohammed (2001) 

includes the following: 

(i) To attract and retaining the right number of employees with the required 

skills and competences both for the present and future use of the 

organization. 

(ii) To develop a well trained and flexible workforce to enable the organization 

adapt easily to the changing environment. 

(iii) To ensure optimum utilization of the current employees. 

(iv) To reduce the cost of wasteful engagement of personnel, frequent personnel 

turnover and personnel withdrawal attitudes. 

(v) To meet the organization’s programme of expansion and/or diversification. 

(vi) To maintain sustainable industrial peace and stability. 

In line with the above purposes, Ikeanyibe (2009:65) and Mohammed 

(2001:1-19) identified the following steps as being necessary for efficient 

resourcing programme. 

(a) Identify the organizational goals. 

(b) Determine the demand for manpower based on the current needs of the 

organization. 

(c) Assess the possible manpower supply (or available in the organization. 

(d) Match the manpower demand with the supply demand gap. 
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(e) Implement the programme of filling the identified personnel gap. 

(f) Evaluate the success and failures of the process (audit and adjustment). 

From the foregoing, while manpower resourcing is the process of providing 

the present and future manpower needs of the organization at the least possible 

cost, it must be carried out within the context of a clearly defined need of the 

organization. 

Manpower utilization refers to the process and strategies designed to make 

the best use of its employees. Codjia (2011:2) described manpower utilization as 

the percentage (%) of productive (billable) hour versus the labour paid for.  To 

him, utilization is obtained by dividing the total productive hours by the total hours 

of labour paid for.  Accordingly per unit labour output should reflect optimal return 

on investment. 

Though this may not be absolutely measurable in public service, Puke 

(2000) had identified the concept of effectiveness and efficiency of service 

delivery as instruments for measuring the return on labour investment in the public 

service.  In his view, capacity (manpower) utilization in the public service is only 

guaranteed if the procedure for personnel recruitment, selection, training, 

discipline and motivation is valid and reliable.   

Thus, while the entire process of manpower resourcing is aimed at attracting, 

engaging and maintaining the most competitive personnel in an organization, it is 
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equally capable of balancing the psychological expectations of both the 

management and the employees.  With these goals in mind, modern personnel 

management activities are centered on the development of the best method that 

maximizes fair labour practices while minimizing compromises that may 

undermine the organization’s competitive advantages. 

The accommodation of the above virtues, perhaps constituted the cutting 

edge advantage Ayida Panel of 1994 had over other attempts at public service 

reforms in Nigeria. For instance, not only did this reform recommend 

comprehensive procedural justice, through rule-bound, process-driven and people-

centered specified sphere of competence among the respective responsibility 

centres of the Public Service Sector but equally attempted a recreation of an 

integrated elimination of on and off-service frustrations for sustainable 

performance attitudes of the public servants in Nigeria. Thus, according to 

Ogunrotifa (2015), this reform recommended the following among others: 

i. Civil service should revert to the system that is guided relevant 

provisions of the constitution, the civil service rules, the Financial 

Regulation and circulars. 

ii. The minister should continue to be the head of the ministry and should 

be responsible for its general direction but he/she should not be the 

accounting officer of the ministry. 
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iii. The title of Permanent Secretary should be restored. He/she should not 

be asked to retire with the regime that appointed him/her. 

iv. The post of Head of Civil Service should be re-established as a separate 

office under the present and a career civil servant should be appointed to 

head of office. 

v. The system be restored for those professional and sub-professional 

cadres that commonly exist in Ministries/Extra Ministerial Departments. 

vi. Ministerial/Extra-Ministerial Departments should be structured 

according to their objectives, functions and sizes and not according to 

uniform patterns as prescribed by the 1988 Reforms. 

vii. Recruitment into the Federal Civil Service should be based on a 

combination of merit and federal character but further progression 

should be based on merit. 

viii. Decree 17 of 1984 which empowers government to retire civil 

servants arbitrarily should be abrogated. 

ix. Retirement age in civil service should be sixty (60) years irrespective of 

length of service. 

x. Government should harmonize the pension rates of those who retired 

before 1991 and those who retired after 1991. 
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xi. Salaries, allowances and welfare packages of civil servants should be 

substantially reviewed upward and should be adjusted annually to 

ameliorate the effects of inflation and discourage corruption.       

Though the public service institutions in Nigeria have over the years, 

expanded geometrically, the purpose of the service has continued to elude the 

Nigerians (Nwanolue and Iwuoha 2012).   In the opinions of the these 

commentators, the story of Nigerian public service is that of growth without 

development or motion without movement, as many of its employees had 

continued to render services that raised doubts on their qualifications, experiences 

and commitments.  These duo noted that even though sections of public service are 

well paid to maintain law and order or deliver quality services, everyday, 

thousands of illegal weapons are being smuggled into the country to fuel religious 

and ethnic conflicts; about half of goods (including drugs) imported into the 

country are smuggled and substandard; there are numerous cases of illegal 

bunkering of petroleum products pipe lines as well as siege of armed robbers and 

kidnappers etc. They therefore contended that the inertia of public service is not 

necessarily the absence of relevant structures or there operational rules but keeping 

to these rules by their operators. 

Aganga in Ogidan (2011), posited that the characteristic violation of critical 

rules and procedure in this sector has given rise to costly over population of the 
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service, burgeoned labour costs, recurrent industrial crises and withdrawal 

attitudes, etc, which constitute serious impediments to manpower utilization. 

According to him, just between 2009 and 2010, the personnel cost of the Federal 

Government had surged from N850 Billion to N1.3trillion and through 

implementation of just one phase of a three-phased Personnel and Payroll 

Information System (PPIS), a personnel auditing programme recently authorized 

by the Federal Government, 43,000 ghost workers with overhead cost of N2billion 

were removed from the Federal Government’s Payroll in just 7 Ministries, 

Departments and Agencies (MDAs). 

Emphasizing on the importance of the application of strong objective 

principles to the achievement of goals of public institutions, Labardi (2003) 

maintained that most organizations that have achieved the best capacity utilization, 

have most effectively maintained advance capacity for  generating and managing 

data relating to their workforce at every stage of their resourcing.  To him, this can 

only be guaranteed where the operators of the resourcing agencies are committed 

to strict application of the objective principles of the process.   

While these qualities are evidently inadequate in most sectors of the 

Nigerian economy, those of the public sector seem to be more alarming, given the 

heterogeneity of its socio-political environment and the consequent moral dilemma 

of its operators. According to Ngwube (2010), the absence of honesty, strong 
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moral principles and trustworthiness, have continued to weaken the capacity of 

government institutions to act responsively and responsibly.  Weighing this against 

the position of Cascio (2003) “that the dollar gains in productivity, is a function of 

the validity of the resourcing procedure”, the Nigeria’s expenditure on man power 

resourcing is yet to approximate the expectations of her citizens.  It is on this note 

that this study examines the nature and dependability of the manpower resourcing 

in the public sector, using Kogi state as a point of reference. 

1.2  Statement of the Problem 

Though the idea of state has remained one of the most contested variables in 

social sciences, scholars, are to a large extent, united in their position that its 

conscience remains the effective and efficient delivery of public goods and 

services.  Thus, Wilson (1887) in Shafritz and Hyde (1978), contends that the 

citizens perception of the state is defined by the degree of consistency 

impersonality and efficiency of its administrative system.  

In Kogi State, successive regimes have described the public service as the 

engine room of the state’s transformation agenda.  Thus, between 2004 and 2009, 

besides the enormous amount appropriated to administration (the expenditure head 

under which office building, staff training, staff welfare and pensions are 

accommodated in capital expenditure), the state government has appropriated over 

N132,545,935,450.00, representing 46.29% of the entire budgetary allocation on 
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recurrent expenditure (which mainly comprises personnel salaries, overheads and 

other related charges (see appendix A). 

Contrary to the expectations of the people of Kogi State, worrisome 

performance deficits have been significantly noted in the educational sector, the 

public works and public utilities over the years in addition to reported cases of 

frauds among the rank and files of these sub-sectors (Adejoh 2009).  

In addition to the above, more revelations have emerged to underscore culpable 

compromises of the public personnel resourcing process.  

From the staff strength of 23,344 inherited from the previous Administration 

in 2003, (Kogi State Transition Committee Report, 2003), the state government 

was confronted with a staff populating of 34,000 and a monthly wage bill of N1.2 

billion at the commencement of staff verification/auditing through biometric data 

capturing contracted to Sally Tibbot Consulting Ltd in 2009 with neither any 

corresponding approval for such employments nor any valid procedure for 

competitive selection.    

At the end of the four months exercise on the 24th July, 2009, 20,920 

employees, spread across the 67 Ministries, Departments and Agencies (MDAs) 

were certified genuine while 13,080 others were declared otherwise (Sally Tibbot 

Report, 2009).  The report equally identified series of procedural frauds such as 
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falsification of age and academic qualifications as well as arbitrary placements, 

promotions and salary grade levels. 

Other irregularities noted in the report include haphazard employment where 

the critical needs of service institutions were given the least consideration.  It must 

be recalled at this juncture too, that within the same period, the state government 

had witnessed series of industrial actions on the grievances of poor office 

accommodation, non-implementation of minimum wage, lack of cash-backing for 

promotions, and non-payment of leave bonuses, etc. On each occasion too, the 

state government had called for the understanding of the labour union on account 

of strained financial capacity from the personnel overheads.  The questions raised 

by this study therefore included the following among others. 

(i) To what extent had the personnel procurement and placement in the state 

public service adhered to the extant rules and procedures? 

(ii) How effective was the state’s Civil Service Commission in the enforcement 

of personnel resourcing guidelines in the State? 

(iii) What were the socio-political factors that had interfered with workforce 

resourcing (recruitment, selection and placement) in Kogi State Public 

Service? And 

(iv) What are the effects of such interferences on the manpower utilization in the 

state’s Public Service?  
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1.3  Objectives of the Study 

The broad aim of this study is to examine the manpower resourcing 

procedures and utilization in Kogi State.  Within this broad objective, the specific 

objectives of this study are to: 

i. examine the extent to which the workforce resourcing activities in Kogi 

 State Public Service 2004 – 2009 had adhered to the extant guidelines; 

ii. asses the effectiveness of the State’s Civil Service Commission in the 

enforcement of the extant guidelines for workforce resourcing (recruitment, 

selection and placement) in the state’s Public Service; and 

iii. evaluate the influence of socio-political (ethnics, religious, political and 

 family) factors on staffing decisions in Kogi  State’s Public Service; and  

iv. assess the effects of procedural defects of manpower resourcing on effective 

 utilization of the state’s workforce. 

1.4  Significance of the Study 

The importance of Human Resource to the realization of organizational 

goals is underscored by the enormous attention it has attracted from scholars of 

diverse traditions.  The importance of this work is therefore inherent in its 

theoretical and empirical contributions to the practice of Human Resource 

Management in Nigeria in general and Kogi State in particular. 
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Theoretically, the study tried to validate the high premium the existing 

theses have placed on human resources above others such as land, capital, 

technology, information etc. Accordingly, identifying the qualities of the 

resourcing process that guarantees the realization of optimal manpower utilization 

was of great interest to the study.  The study therefore devoted expends specific 

efforts to critically analyze the various scholarly positions on recruitment, selection 

and placement of public sector’s personnel and bridge any identified intellectual 

gap. 

From this study, it has been discovered that availability of rules and 

standards do not automatically translate to universal predictability of structures and 

institutions. As encountered in the study, environmental factors (prismatic effects) 

more often than not, interfere with the functioning of these structures and 

institutions.  This fact has unlocked the puzzle of weak performance of public 

service institutions in Nigeria, despite the abundance of rules and procedures.  

More so, this work is expected to serve as a point of departure for further studies. 

Thus its findings are expected to serve as a referee material to researchers are 

students in relevant field of study.  

The empirical significance of this work was tied to the application of the 

knowledge drawn from theoretical and empirical backgrounds to solve practical 
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problems in manpower resourcing and utilization in Kogi State Public Service in 

particular and Nigeria in general as follows: 

(i) The recommendations of this study are expected to conscientize critical 

decision makers in Kogi State public service on the imperative of divorcing 

private interests from official responsibilities in matters relating to personnel 

recruitment, selection and placement. 

(ii) To equip policy maker with the needed facts to develop more proactive 

institutions for effective regulation of personnel resourcing organs in Kogi 

State. 

(iii) To stir interests of critical stake-holders on the need to demand for 

accountability on the resourcing procedures within the context of the 

citizen’s rights and national policy on employment.   

On the whole, the study was designed to recommend ways and means of 

improving the manpower resourcing process in Kogi State in order to facilitated 

optimal utilization of human resource in Kogi State public service.  

1.5  Scope and Limitations of the Study 

1.5.1 Scope of the Study 

Though there is virtually no aspect of the citizens’ lives that is not affected 

by the daily decisions of government, its institutions and their personnel, it is still 
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proper to define the universe of this study for more incisive analysis of the 

observable behaviours of the critical variable of this research.   

Consequently, even though this study may draw some relevant inferences 

from the period before 2004, its specific focus is on the character and procedures 

of recruitment, selection and placement of workers in the state’s Public Service 

between 2004 and 2009. Though the focus of this study covered the entire Kogi 

State Public Service, given their direct bearings on the life of an average citizen of 

the state, the units of analyses were limited to the selected MDAs such as the 

state’s Hospitals Management Board, (HMB) Teaching Service Commission 

(TSC), Science, Technology and Technical Education Board (STTEB), Sanitation 

and Waste Management Board, Ministry of Works and Housing, Ministry of 

Environment and physical Development, Ministry of Health, Ministry of 

Education, Office of the Accountant General, Office of the Head of Service and 

Civil Service Commission. 

1.5.2 Limitations of the Study 

The limitations of this study were inherent in the methodology of the study. 

The work depended heavily on the use of primary and secondary data. From the 

secondary source, there were challenges of sifting relevant ideas from the wide 

range of opinions on the subject matter of the study. This was in addition to the 

difficulties encountered in an attempt to access documents that were considered 
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very critical to the empirical decisions of this research as a result of official 

secrecy.  

From the primary source on the other hand, some respondents were either 

too skeptical or evasive to give the much needed objective views on relevant 

issues, given the diversity of interests on the matters under investigation. 

The above notwithstanding, the researcher made use of every possible 

scientific means of investigation to overcome these obstacles in order to achieve 

the objectives of the study. 
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CHAPTER TWO 

LITERATURE REVIEW AND THEORETICAL FRAME-WORK 

To critically examine the variables of this study, relevant scholarly opinions 

on the phenomenon in question were examined under such sub-topics as public 

service and delivery of State’s mandates, the quality of Human Resources and 

Service Delivery and Man Power Resourcing Policies and Procedures. Others 

include Recruitment Procedure, Manpower selection and Placement and 

Procedural Integrity and manpower utilization in Nigeria, etc.  While inferences 

were drawn from the analyses of these opinions, further efforts were deployed to 

identify the gap in the literature for possible bridging. 

2.1 Literature Review 

2.1.1 Public Service and Delivery of the State’s Mandate 

The complex responsibilities of the modern state have made the activities of 

government to be all-embracing. Thus, whether at home or abroad, every 

government is expected to rise to the challenges of economic and social needs of 

its citizenry through appropriate bureaucracies, manned by competent public 

personnel.  Public sector therefore refers to all organizations that exist as part of 

government machinery for implementing policy decisions and delivering services 

that are of value to the citizens.  Accordingly, executive parts I (d) and II (c) of 
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chapter vi of the 1999 constitution, provide for the existence of a Public Service, 

both at the Federal and State levels of government in Nigeria. 

Ujoh (2002), defined public sector to cover the civil service (which is often 

referred to as the core service and comprises of ministries and extra-ministerial 

agencies) and the public bureaucracy (which is composed of the enlarged public 

service, including services of the National Assembly, the Judiciary, the Armed 

Forces, the Police and other security and para-military agencies, Parastatals, 

Corporations, Regulatory Agencies, Public Educational Institutions, Research 

Institutes, etc). 

From this perspective, public service occupies a unique position in the 

discharging of government’s responsibilities in that, its scope of activities is not 

just limited to advising the political class on policy formulation and 

implementation but equally extends to the generation of resources for the 

actualization of the public goals.  Moreso, given its relative permanence in the 

often dynamic political environment, it has been reckoned with as the vital bridge 

between successive regimes and a symbol of stability in any given political 

community. 

Ujoh (2002), Bagaji (2002) and Obiagbaso (1995), maintained that though 

public and civil service differ in scope, they are sufficiently unified at the point 

where the objectives of the state are at stake.  These scholars therefore identified 
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the functions of the public sector as advising the government in the formulation of 

public policies; assisting the government in the implementation of the formulated 

policies; managing the affairs of government during periods of transition or crisis; 

providing social services, protecting internal security and territorial integrity of the 

state; maintaining law and order; and facilitating the supply and regulation of 

public goods and services, etc. 

To carry out these mandates more effectively and efficiently, the Nigerian 

public service is designed after the Weberian bureaucratic model and has 

undergone several reforms.  However, Ajiboye (2009), clinically contended that 

the public sector has remained a captive of its past inertia as a result of factors he 

identified as poor capacity of the personnel of the service, forgery to gain entry or 

get promotions, age falsification to remain in service beyond the stipulated 

period/age, corruption, policy inconsistency and primordial consideration at the 

expense of merit principles, etc. 

2.1.2 The Quality of Human Resources and Service Delivery in   

 the Nigeria Public Service 

While the positions of the classical and modern political traditions have 

converged on the nature, purpose and composition of government, the 

sophisticating ‘one world system’ and its characteristic demand on each of the 

federating nations to seek for competitive advantage, has further raised the concern 
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of administrative scholars beyond just how government should be composed or 

what proper thing it should do to how it should do these proper things more 

effectively and efficiently (Wilson 1887 in Shafritz and Hyde, 1978).  

The question of effectiveness and efficiency, according to these Scholars, is 

more readily answered by the quality of those who operate the structures than the 

actual structure or technology of the service organizations.  It is on this note that 

they contended that no resource is worthy of any equal premium with that of 

human resources.  

Human Resource (Cascio 2003) or personnel (Cole 2008) therefore refers to 

the body of employees charged with the responsibilities of assisting the 

organization, through specific contributions of their skills, competencies and 

commitment, to the realization of the overall goals of the organization.   

Gbosi (2003) in Agabi and Ogah (2010), refer to human resource as 

organization’s manpower and defined it as the bulk of labour that is available for 

any particular responsibility in the organization’s drive towards a given purpose.  

To him, such collection of individuals must possess the relevant skills, energies, 

knowledge, and attitudes that are committed towards the production or distribution 

of goods or services which the organization is designed for. 

By these definitions, the personnel of every organization is relevant to every 

strategy or activity of the organization, spanning from planning through 
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mobilization of other resources, maintenance of acceptable interpersonal and group 

interaction, collection and interpretation of relevant data, development and 

maintenance of the clients’ confidence, to the periodic evaluation of the 

organization’s performance. 

The importance of personnel or human resource to the efficient delivery of 

public goods and services is measured within the context of the objectives of 

public sector and the resources at the disposal of government.  Thus in the delivery 

of public services such as provision and maintenance of law and order, territorial 

integrity, socio-economic infrastructural facilities (such as health, education, etc), 

the public service employees in the respective outfits are required to plan and 

deliver these services responsively, responsibly and at the least possible cost.  

Thus, the question of how the Nigeria’s ports, hospital, schools, police, customs 

and immigration services, armed forces, transport system, information and 

communication industry, etc, have fared over the years may therefore be best 

answered by critical analysis of the manpower content of these organizations.  

Looking at these functions, Ozigbo (2010) contended that the entire ideas of 

the management scholars converged at the point of effective utilization of the 

human resource to achieve the organizational goals.  According to him, the 

unanimity of the management studies, irrespective of the tradition, is to maximize 

the organizational success by finding a critical point of intersection between the 
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corporate interest of the organization and the individual needs of the employee’s, 

right from the early stage of the engagement process which include the 

recruitment, selection and placement. 

2.1.3 Manpower Resourcing Activities:  Policies and Procedures  

Noting the complex and technical environment of the public sector, Riggs 

(1961), contended that ‘persons exactly suited to their position by temperament 

and training are required.  To him, where acquisition of such is restricted to social 

standing of the candidates, it might as well be impossible to find candidates with 

suitable qualification.  Riggs, thus posited that the proper staffing of bureaucracy 

required that the door be opened to every possible candidate who possesses the 

necessary training and experience.  

From the above premise, Cascio (2003) and Onah (2003), noted that the 

entire purpose of manpower planning is anchored on effective and efficient 

utilization of human resources.  To them, every point of this cycle must be carried 

out within the strictest context of the best practices in a sense that, as the 

corporations compete to develop, manufacture and market the best products or 

service in the ever sophisticating liberal global system, that of identifying, 

attracting, hiring and retaining the best intellectual capital for the organization 

deserved the highest attention if such organization must attain and sustain her 

competitive fitness.  
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While underscoring the heterogeneity of human resource environments viz-

a-viz the dynamics of the needs of the respective organizations, Cascio (2003), 

identified four major types of recruitment and selection policies and contended that 

the choice of each by any organization is a function of the respective 

organizations’ history and socio-political expediency of the economy.  These 

include:  

• Passive non-discriminatory (where all races and sexes are treated equally in 

all decisions relating to hiring, promotion and payment);  

• Pure diversity based (where conscious efforts are made to expand the pool 

of applicants so that no one is excluded because of past or present 

discrimination);  

• Diversity-based with preferential hiring (Also known as “soft quota system” 

where women and  minorities are sympathetically favoured in terms of 

hiring and promotion decisions); and  

• Hard quota system where organizations are mandated to hire or promote 

specific numbers of women or minority group members.   

To this scholar, whatever policy is adopted or contemplated, the canon of 

competency of the candidate to be selected from which ever stratum must be held 

sacrosanct and inviolable. 
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From the classical to the modern Human Resource Management (HRM) 

traditions, the core objective of employee resourcing is to obtain the right 

workforce with the appropriate skills, knowledge and potential for present and 

future utilization (Keep, 1989 in Armstrong 2008).  Thus, while the roles of 

training, retention, rewards and provision of opportunities are part of resourcing 

activities deemed essential to the development of positive psychological contract, 

recruitment, selection and placement which constitute the entry point of workforce 

resourcing should be sufficiently opened to avoid the pitfalls of giving undue 

consideration to stability over the dynamic realities of product or service 

environments.   

While sharing the above opinion, Pascal (1990) in Armstrong (2008), 

maintained that in as much as the criteria of attitudinal and behavioural 

characteristic of the employees constitute part of the selection checklist, their share 

in the entire considerations should be within the context of dynamic 

competitiveness of the business environment or the clients’ needs rather than rigid 

protection of organizational culture which as are common with traditional 

managers.    

It was in this light that Armstrong (2008) submitted that in as much as a 

human resource manager should be a ‘defender’ or a ‘prospector’, he should also 

be an ‘analyzer’ in his resourcing strategies so as to attract the advantages of 
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workforce diversity.  He therefore posited that each step of such critical activity 

must be properly guided by the appropriate rules and procedures.  It is thus, 

imperative at this juncture to examine these procedures as touching recruitment, 

selection and placement of employees in public organizations. 

2.1.4 Principles and Practice of Recruitment in the Nigerian Public Sector 

Flippo and Musinger (1978), refer to recruitment as the process of searching 

for prospective employees and stimulating them to apply for jobs.  To them, it is 

the simple procedure of keeping the door open to people to come in and enquire 

about job opening.  To Fatiregun (1992) in Onah (2003), recruitment is the process 

of assessing a job, announcing vacancies, arousing interests and stimulating people 

to apply. Mathis and Jackson (1997) in Onah (2003) defined the concept as the 

process of generating a pool of qualified applicants for organizational jobs.  Cole 

(2002) refers to recruitment as involving all the activities whose purpose is to 

attract sufficient and suitable potential employees to apply for vacancies in an 

organization. 

Blending the above views, Onah (2003) held that a valid and reliable 

recruitment should effectively and efficiently answer the following critical 

workforce resourcing questions: 

• How many people does the organization need?   

• What labour market does the organization have to tap into?   
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• Should the organization have its own staff or use other flexible sources?   

• To what extent should the recruiting be focused on internal or external 

sources?   

• What special skills are really necessary?   

• What are the legal considerations that affect recruiting?   

• How can diversity and affirmative action concerns be addressed when 

recruiting?  

• How could the target candidates be informed?   

• And how effective could recruitment efforts be?   

 It is on this note that Cascio (2003), maintained that recruitment is a typical 

result of job analysis and work force planning.  It therefore begins by specifying 

human resource requirements in terms of number, skills levels and time frame. 

 Though recruitment function is the responsibility of the personnel or Human 

Resource Department, the need is generated by the line or operating departments.  

Udeze (2000), maintained that in public organizations, such requests are contained 

in the annual budget or request of such department for necessary action. 

Armstrong (2008), posited that an efficient recruitment and selection 

programme should first, trawl through the existing body of employees of an 

organization so as to exhaust the internal possibilities of filling such vacancies 

through the processes of regular skill audit and analysis of performance outcomes.  



47 
 

In his view, this averts the consequences of undermining the internal desires, 

capabilities and potentials of the current employees.  According to him, the 

dangers of short term consequences (such as employees’ frustration and 

corresponding sagging morale) or the long term consequences (such as personnel 

turnover and applicants’ inertia) could be averted through the use of internal 

sources such as succession plans, promotions, job postings and employees’ 

referrals etc.  Even at this, Cole (2002), maintained that the principle of Equal 

Employment Opportunities (EEP) must be adequately adhered to.   

Where the advantages of external option are considered overwhelming, 

Onah (2003), posited that the organization should ensure that its public image is 

adequately protected.  Accordingly, he contended that from advertisement through 

collection of applications to the collation of these applications, there should be no 

reason to undermine the public image of the organization.  Therefore, while the 

advertisement should be as comprehensive as possible on job description and 

personnel specification, all applicants should be treated with adequate dignity and 

fairness.   

The sources of advertisement identified by Cole (2002), include Local 

Newspapers, National Newspapers, Technical/professional Journals, internet, Job 

centres and posters at the factory gates etc.  To him, the success of any recruitment 

expenditure is measured by the number of enquiries it stimulates, the number of 
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applications submitted, and the suitability of applicants.  Other parameters for 

measuring the success of recruitment as identified by Onah (2003), in addition to 

the above, include gender mix, Federal Character, length of the recruitment 

pipeline and the cost per applicant hired among others. 

2.1.5 Manpower Selection: Principles and Practice 

While the purpose of recruitment is to provide a pool of opportunities for 

efficient staffing decisions, selection covers the entire process of taking advantage 

of these opportunities to make the right choices from the available alternatives.  

Thus, Armstrong (2009), demonstrated that the purpose of recruitment would 

largely remain unachieved if the condition for competitive selection is 

compromised at any stage of the selection process.  Thus, while recruitment is the 

gateway for the in-flow of raw human resources into the organization, the selection 

process represents the point at which the ‘grains are separated from the chaff’ 

(Udeze 2000). 

Onah (2003) defined selection as the processing and rank-ordering of the 

applications and interviewing applicants in order to determine the offer of jobs.  

According to him, given the indicators of successful recruitment identified above, 

it is usual to expect many applicants for a particular job, even if not all of them are 

adequately suitable.  In his opinion, the process of selection is therefore designed 

to select the best sub-set from this pool and persuade them to take the job. 
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Reinforcing this position, Armstrong (2009), defined selection as involving 

the process of deciding on the degree to which the characteristics of applicants in 

terms of their competencies, experiences, qualifications, education and training, 

match the person specification and using this assessment to make a choice among 

candidates.  In other words, the aim of selection is to assess the suitability of 

candidates for the post viz-a-viz the extent at which he/she is capable of carrying 

out the expected role more successfully than his/her competitors. 

Alec Roger (1950) in Beach (2002), identified the practicable personal 

attributes to be examined for selection as follows: 

• Physical make-up (required health, strength, energy and appearance); 

• Attainments (required education, training and experience);  

• General intelligence (the required thinking and mental effort);  

• Special aptitudes (required on-the-job skills);  

• Personal interest (required personal interest that is relevant to the job); 

• Disposition (the required personality); and 

• Circumstances (required capacity to cope with special circumstances 

required by the job). 

Like Roger, Munro Fraser (1978) in Cole (2002), attempted a five point 

classification of personnel characteristics to be examined for selection as:  
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• Impact on others (corresponding with Roger’s Physical make up (which  

includes dressing, speech, manner and reactions); 

• Acquired knowledge qualification (corresponding with Roger’s attainment 

which includes general education, work experience, and training);   

• Innate abilities or ‘Brains” (ability to exercise intelligence in a range of 

situations even in the face of few formal qualifications);  

• Motivation (goal-directedness of a candidate’s personality which include the 

identified needs of the candidate and attempts to satisfy them); and  

• Adjustment (emotional status such as emotional stability, maturity and 

ability to cope with stress).  

Even though the selection process ought to take off from where recruitment 

stops, the ultimate aim of selection process (which is to ‘get the best from the pool 

of qualified applicants into a job opening’) requires that the personnel department 

should be properly furnished with the job description and job specification by the 

line or operating executives who have the direct need (Udeze, 2000).  Armed with 

this information, the personnel department takes off with the following activities as 

presented by Cole (2002): 

• Sifting through application forms or CVs; 

• Drawing up a shortlist of candidates; 

• Inviting these candidates for interview; 
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• Conducting interviews (supported by tests where appropriate); 

• Making a decision about choice of candidates; 

• Making an attractive offer and confirming it; 

• Writing to successful candidates; and 

• Notifying appropriate managers of decisions. 

In addition to the above, other relevant steps before the choice of candidates 

as pointed out by Udeze (2000) and Armstrong (2009), include reference checks 

(which facilitate the investigation of the candidate’s background) and medical 

examination (which provides the health profile of the candidate). 

Though Udeze (2000), Ngu (1990) and Cole (2002) seemed to be divergent 

on the sequential order of the process of selection, they are significantly unanimous 

on the content and technique of the process based on their shared position that after 

selection, the organization is no longer dealing with candidates but employees.  It 

is therefore their common contention that the selection process should sufficiently 

demonstrate the capacity to filter the candidates to properly fit into their expected 

roles. 

While contributing to the above idea, Armstrong (2009), took time to 

examine five methods of selection tests viz. Individual Interviews, Interviewing 

Panels, Selection Boards or Panels, Assessment Centres and Graphology, warning 

against the pitfalls of each, he held that the selection teams should not only be 
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knowledgeable on the job content and the person specification but should equally 

be critical in their choice of the appropriate selection technique and dispassionate 

in the application of the rules guiding every step of the process so as to ensure 

predictive validity of the candidates to be drawn from the pool. 

Under-scoring the utility of valid selection process, Dillman (1971) in 

Ikeanyibe (2009) maintained that effectiveness of selection process will often 

determine the long run ability of the organization to achieve its objectives. To him, 

this minimizes such problems as labour strives, turnover, absenteeism and poor 

quality of output, etc. 

2.1.6 Procedure for Manpower Placement 

Cascio, (2003), defined placement as an assignment of individuals to jobs.  

To him, as an outcome of selection process, placement may be based on the 

employee’s outright demonstration of convincing potential to succeed in the 

general requirements of the job.  It is often at the discretion of the organization to 

assign them to specific jobs within the broader job families. 

To Onah (2003), placement is the process of appointing or investing an 

appointee with the authority to perform the role.  To this scholar, at the point of 

placement, the employment process has entered a legal phase in that, the employer-

employees relationships are defined in terms of rights and obligations.  According 

to him, these include offer and acceptance, terms of remuneration, the effective 
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date of commencement, the conditions of engagement or disengagement and 

benefits or forfeitures of employees, etc. 

Cascio (2003), posited that placement must be preceded by orientation 

programme for the purpose of socializing the new employees into the culture, 

policies, practices and environment of the organization.  Nwachukwu (1988) 

described orientation as induction. To him, this process is aimed at introducing the 

new employee to the organization as a whole, to his department, his job, and his 

peers.  Therefore, the scope of orientation or induction covers the formal tour of 

the organization’s buildings, giving the employees the information about the 

organization’s structure, activities as well as the employee’s job and its 

relationship to others. 

Beach (1980), summing up these objectives, simply described induction as 

the guided adjustment of employee to the organization and his work environment.  

He thus, identified the multifacet objectives of this activity as including the 

creation of favourable attitudes towards the organization, its policies as well as 

instilling the feeling of acceptance, belongingness, and enthusiasm among the new 

employees while allaying the anxieties and uncertainties that usually come with 

new responsibilities. 
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2.1.7 Manpower  Utilization in the Nigerian Public Sector 

The opinion of Balogun (2003), that a nation waxes or wanes in accordance 

with its available human resources, was tied to his empirical studies of African 

nations for five decades.  According to him, the common crisis of human resources 

management which has pushed African continent further down the poverty line, 

dependency, recession and instability, is the widening capacity gap occasioned by 

the sustained absence of need-based training and culpable neglect of programme of 

morale boosting for the workforce. It is in the light of the above that he defined 

manpower utilization as the hour of productive work as a percentage (%) of the 

total work paid for.   

While this definition notes that not all hours spent in work period are 

necessarily productive, it equally emphasized that even the productive hours 

should be properly measured against the cost of labour to determine the manpower 

utilization rate. 

Codjia (2011), defined manpower utilization as the percentage (%) of 

production (billable hours) versus paid labour. To him, manpower utilization rate is 

obtained by dividing the total productive hours by the total hours of labour paid 

for.  In determining manpower utilization, Codjia suggested that every decision 

space (including reporting relationships) should be sufficiently subjected to 

objective rules; instruments to determine the organization’s work load should be 
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valid and reliable; and the manpower performance within a given deadline should 

be measurable.    

Cascio (2003) on his own part defined manpower utilization as the ratio of 

the composition of workforce to the entire labour available in the labour market to 

perform the job.  While this definition measures the quality of used labour against 

the gross quantity in the market, it equally raised the questions of equality and 

representativeness in the often heterogeneous labour market.  He thus, tied the 

question of manpower utilization to equal opportunity to every stratum of the 

labour in order to guarantee competitive efficiency. 

From the foregoing, manpower utilization simply means the ability of an 

organization to make the best use of an employee without incurring any additional 

cost.  In other words, such employee should, be available both for present and 

future use. Thus, Cascio (2003), Labardi (2011) and Codjia (2011), were of the 

opinion that such employee is not only useful in his/her present capacity but is 

equally trainable to fit into the future needs of the organization. 

From this perspective, while manpower utilization represents the employer’s 

psychological expectation of optimal engagement of the employee’s skills, 

knowledge and attitude, it equally conveys employees’ expectations of attractive 

remuneration, regular promotion, provision of training facilities, and realistic 

retention strategies, etc.  Therefore, the size and quality of such workforce must be 
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tangential to the productive needs and carrying capacity of the organization.  It is 

therefore imperative to examine how the validity of the process is cardinal to the 

realization of these objectives.  

2.1.8 An Assessment of the Integrity of Manpower Resourcing Procedure in 

Nigeria  

Though philosophers are yet to emerge with a consensus definition of the 

concept of integrity, they are however of the common view that it describes the 

qualities of intactness, consistency and incorruptibility of a being, an institution or 

a community. 

According to Kasuli (2000:55-64), integrity evolved from the Latin word 

‘integer’ which means ‘whole’ ‘indivisible’ and ‘inviolable’.  To him, integrity 

presupposes the characteristic identity of consistency and predictability of an 

individual, a group, a being or an institution, in a given set of choices and 

considerations.  Operating in integrity according to him therefore, the agent must 

act in accordance with a set of laid down principles or universal standards that are 

sufficiently resistant to temporary situations or influences.  

Godwitch specifically maintained that an agent acting in integrity must 

ensure that the action maximizes general well-being. According to him, action 

taken in integrity must be completely impartial and should make no room for an 
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agent to give special weight to personal commitments, interests or arbitrary 

exceptions for a particular person or group. 

In line with the above axiom, Carter (1996) maintained that the qualities of 

consistency inherent in integrity, rest on one’s conscious disloyalty to subjective 

whims or sentiments in defense of rational or altruistic principles.  According to 

him, integrity is the foundation for any system that is based on the supremacy and 

objectivity of laws.  In his view, integrity must therefore demonstrate the following 

component activities: 

• Discerning what is right and what is wrong; 

• Acting on what you have discerned; 

• Saying openly that what you have acted is based on your understanding of 

right from wrong. 

It is in summing up these ideas that Webster (1999) equated integrity with 

honesty. To her, integrity is characterized by straight forwardness of conduct, 

adherence to facts, sincerity, trust-worthiness, conformity to standards and 

incorruptibility, etc. 

Uchendu (2003), has located the basis for public sector integrity within the 

context of the rule of law and common good.  From the Weberian tradition for 

instance, he defined public service from the perspective of bureaucracy which he 

characterized as follows: 
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• The regular activities are distributed in fixed ways as official duties; 

• Specified sphere of competence have been marked off as part of systematic 

division of labour; 

• The official is subject to strict and systematic disciplined in the control and 

conduct of his office; 

• All operations are governed by a consistent system of abstract rules which 

must show consistency in the application of such rules to specific cases; 

• The organization of offices follows the principle of hierarchy. 

• Officials are subject to authority only with respect to their impersonal 

official obligations; 

• Candidates are selected on the basis of technical qualifications; and 

• A career and a system of promotion is according to seniority or merit or 

both. 

From this premise, Nwankwo (1992) and Adebayo (1992), contend that the 

integrity of public service anywhere, is measured by its characteristic regularity of 

process and activities which make it typical of its peers in the same genetic family.  

Ejiofor thus sees the integrity of public service from the ability of its personnel to 

demonstrate strong wills which deter them from taking advantage of their positions 

to gain at the expense of both the public service institutions and their clients. 
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While Kolade (1999), on his own part, sees the integrity of public service 

from the perspective of the moral courage of public service institutions and their 

personnel to do what they know they ought to do and stand openly against what 

they believe to be wrong, Nwankwo and Adebayo further contended that for public 

service to translate its integrity to advantages of speed, precision and consistency, 

all non-administrative constraints should be adequately neutralised.  They therefore 

submitted that operators of such institutions must be procured and utilized within 

the strict canons of open and competitive recruitment, impartiality, political 

neutrality and anonymity. 

From the fore-going, integrity is not necessarily convenient, neither is it in 

the absence of personal interest in the course of executing any given mandate.  It is 

rather, a consistent ability to contain internal and external pressures in order to 

secure validity of the process and efficient delivery of a given purpose.  Thus, 

integrity as it relates to the procedure of manpower resourcing requires that the 

process must not only be carried out strictly within the rules but must be seen to 

have been so carried out if the risk of suspicion or tepid public confidence is to be 

minimized.   

While contending that no conformity is absolutely voluntary in social 

relationships, Hirsch (2011) in Wikipedia (2011) posited that every stake in 

conformity (or social bond) is defined by the degree of unattractiveness of the 
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violation. While proposing that integrity of a process must guarantee adequate 

competitiveness, accountability and transparency, he was careful to caution that 

such virtues only thrive where the state’s institutions or their personnel are 

conscious of the certainty and severity of sanctions that accompany any culpable 

violation of the prescribed rules and regulations. 

Relating this to our concept of interest (manpower resourcing), it refers to 

the ability of the manpower resourcing institutions or agencies to carry out the 

process within the context of strict application of the rules and regulations guiding 

the procedure.  In other words, the procedure must be open, objective and fair.  To 

guarantee these, not only should there be a clear definition of these codes of 

procedure but there must also be; (a) sufficient interpretation of these codes for all 

to understand, (b) vibrant press to beam into every corner of these practices; and(c) 

adequate sanction to deter relevant institutions and their personnel from violating 

the standing codes and traditions. 

2.1.9 The effects of Manpower Resourcing Defects on Capacity Utilization in 

the Nigerian Public Service. 

Though the Nigeria public service has endured as one of the artifacts of her 

colonial history, its form and purpose have significantly transcended the limited 

scope of maintenance of law and order of the colonial system, given the realities of 
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the multiple needs of the post-colonial Nigeria which the Unified Service of 1914 

hardly accommodated. 

Olowu, Otobo and Okotoni (1997) in Briggs (2007), thus observed that the 

complex reality of nation-building in the face of the enormous diversity of the 

component elements of the federating units required a public service whose 

character must adequately satisfy both the inherited canons of needs, merit and 

efficiency along side with those of equality and representativeness which constitute 

the necessary blocks for the nation-building project. 

It is in line with this that Denhardt and Denhardt (2006) contended that 

public service systems of the emerging economies can only meet their 

developmental challenges if they take advantages of their diversities to procure the 

best available talents. To these scholars, this can only happen when the socio-

political criteria in the environment of these structures are properly screened to 

intersect with their objective (common) needs and competitive efficiency.  

According to them, this can only be attained if the body with the mandate for 

recruitment, selection and placement is sufficiently independent, active and 

transparent. 

Riggs (2007), opined that this goal seemed to have underlined the 

continuous reforms in this sector since independence.  To him, by 1974, the 

inherited west-minster four-structure model (Administrative/professional/ 
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Scientific officers, Executive/Higher Technical, Clerical/Technical and sub-

clerical/Sub-Technical) was replaced with a 17 point unified salary Grading 

System, consisting of three categories viz junior staff (01 – 06), senior staff (07 – 

12) and management staff (13 – 17).  By 1988, the Directorate cadre (15 – 17) was 

carved out as the management category in line with the creativity with which the 

Nigerian public service was required to pursue the goal of National Growth and 

development. 

 In the Nigerian civil service, recruitment is operationally synonymous with 

selection or appointment (Al-Gazali 2006).  Appointments into these positions are 

sufficiently guided by the provisions of law and the National policy on labour and 

productivity which is often based on international protocols which Nigeria is a 

signatory to.  For instance, the Federal Government of Nigeria, in collaboration 

with International Labour Organization (ILO), between 21st October and 22nd 

November 1966, spelt out the objectives of the National Policy on employment to 

include: 

(i) Reducing high rate of unemployment and underemployment and ultimately 

attain full productive and freely chosen employment; 

(ii) Equal opportunities of all in terms of employment, selection, training, 

placement, compensation, discipline, evaluation, promotion and separation; 

(iii) Provide adequate training and retention incentives for all workers; 
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(iv) Prevent as much as possible, health and environmental hazards of the 

workforce; 

(v) Maintain a high standard accommodation for the Nigerian workforce; and 

(vi) Accommodate the diverse elements of the Federation, irrespective of tribe, 

religion, conscience or region of origin. 

A cursory look at the above policy objectives would reflect substantial 

provisions for the critical elements for effective and competitive workforce 

resourcing which include voluntary choice of employment (which depend on prior 

awareness of job requirements), equal opportunities for all (in terms of selection, 

placement, training, motivation and disciplinary control, etc,) and 

representativeness (reflective of the various strata of the labour market). 

Added to the above, are the provisions of the constitution of the Federal 

Republic of Nigeria which outlined the fundamental freedoms of the citizens 

including specific mandates to the appropriate body to regulate employment in 

accordance with the National ideals.  For instance, while the 1999 constitution 

guarantees about nine different rights which include the ‘right to freedom from 

discrimination’ on accounts of belief, conscience, region, religion or ethnic group, 

sections 153 (i) of 1999 constitution of the Federal Republic of Nigeria mandates 

the Federal and States’ Civil Service Commissions to appoint persons into offices 

in the Federal and state civil service and to exercise disciplinary control over such 
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persons in Nigeria (Briggs, 2007).  According to Nwachukwu (2000) and Babaru 

(2003), Federal and States’ Civil Service Commissions are expected to perform 

these duties with emphasis on uniformity, standardization and transparency 

“without a fee”. 

The same section 153 (i) of the constitution provides for the independence of 

the Commission, while exercising its constitutional powers and functions, “from 

the direction or control of any other authority or person” including some other 

federal executive bodies. 

In order to guard against any possible delays and allow for the devolution of 

administrative powers, the Commissions (Federal and States’), in accordance with 

section 170 of the 1999 constitution, delegate powers to ministries and Extra-

Ministerial Departments to employ junior staff to posts on grade GL 01 – 06 while 

it reserves the right to exclusively appoint the entry grades of senior staff on GL 07 

– 10.  Concerning those on GL 12 – 14, the commissions equally do that directly 

but after due advertisements as the need arises and those of the Directorate 

category of GL 15 – 17 are done by the Commissions in consultation with the 

Head of the Civil Service (FRN 2000 Rule 12102). 

Added to the above is the Federal character principle. According to section 

14 (3) of the 1999 constitution, the composition of the Federal Government or any 

of its agencies and the conduct of its affairs should be carried out in such a manner 
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as to promote national unity, National loyalty and even representation of all the 

component elements of the state while minimizing the possibility of dominance of 

a particular group or groups in the government or any of its agencies.  To 

implement this, according to Olowu, Otobo and Okotoni (1997), was the brain 

behind the establishment of the Federal Character Commission since 1975. 

From the fore-going, appointment or ‘recruitment’ in the Nigerian civil 

service is a function of three factors viz vacancies, qualification and Federal 

Character and this process commences from the declaration of vacancies along 

with the required job description and specification by the ministries and Extra-

ministerial departments through Civil Service Commission. Babaru (2003) in 

Briggs (2007) and Ngu (1990), maintained that awareness for such vacancies are 

published through the appropriate advertisement media. Hereafter, applications are 

collected and shortlisted and suitable candidates are interviewed.  After the 

interview, the most qualified (successful) candidates are selected, using the criteria 

of need, qualification and Federal Character. 

Where the vacancies to be filled cover the junior staff on posts between 01 – 

06, the ministry or the extra-ministerial department may carry out the ‘recruitment’ 

functions in accordance with the laid down standard. The laid down standard 

referred to here is that such exercise must be conducted by a well constituted 

Junior Staff Establishment Committee whose membership must include a 
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representative of Civil Service Commission.  Moreso any decision taken in this 

sitting must be properly communicated to the Civil Service Commission for 

ratification and proper documentation.   

While the above frameworks seem to be in tandem with the standard 

prescribed for any goal-oriented public service, most especially in a heterogeneous 

society, the positions of Puke (2007), Ajiboye (2008) and Joseph  (2009), 

attempted to lay to rest, the whole-sale skepticism of some scholars like Eme and 

Ugwu (2011) in Ogunrotifa (2015) with the principle of representativeness 

(Federal Character) as practiced in Nigeria. For instance, Eme and Ugwu likened 

the Federal character principles of recruitment to other spoil techniques which in 

their opinions, has sacrificed the most needed efficiency and effectiveness in the 

Nigeria Public Service on the alters of ascription and patrimonilism. To Puke, 

Ajiboye and Joseph  however, maintain that  even when the Philosophy behind this 

principle is to offer every segment, a fair accommodation in the various decision 

making centres of the state, such inclusivity may not necessarily contradict the 

merit principles if adequate steps were taken by the resourcing authorities to trawl 

through every component stratum to identify and select competent candidates from 

the abundant human resource deposits. 

Underscoring the above position of Puke, Ajiboye and Joseph, Ayida 

Review panel report of 1994 explicitly stated that “recruitment into the federal 
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civil service should be based on a combination of merits and federal character” and 

also insisted that “further progression should be based on merit” (Ogunrotifa 

2015). By implication, while each federating unit may have equal opportunity to 

fill its quota in order to satisfy the principle of representativeness, the principle of 

merit must be held sacrosanct in selecting the candidates from such unit, either for 

appointment or promotion.   

Despite this laid down principle and traditions, a look at the resourcing 

procedures and practices and service delivery in the public service in Nigeria over 

the years, scholars have raised fundamental question of integrity in the face of their 

observable sub-optimal performances.  

Contrary to the contemplation of public institutions as state in action 

(Willson 1887 in Shafritz and Hyde, 1978) and their officials as organizational 

intelligence (Okoli and Onah 2003), these public institutions and their workforce 

have failed the Nigerian citizens through their sub-standard service deliveries (El-

Rufai 2003 and Arukwu 2003). According to these analysts, the dry taps of water 

corporations, the conflicting judgments of the judiciary, the constant power failure, 

the decays in the transport, aviation and communication industries, the growing 

unemployability of the products of educational institutions, leakages in the 

electoral institutions, compromises in the inter-border regulations and in the 

security systems, etc, are pointers to the fact that the Nigerian public service 
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organizations are yet to justify the huge public expenditures on their procurement 

and maintenance. 

While the above deficits represent the end products of the internal mal-

functioning of the public service structures, Balogun (2003), has identified human 

resource mis-utilization as a bye-product of commercialization of the recruitment 

process (such as sales of recruitment forms, and privatization/monetization of 

vacancies, etc); procurement of personnel above the productivity limits (which 

strains the carrying capacity of the productivity space including office 

accommodation); motivation failure (such as inadequate salary, fringe benefits, 

irregular promotion and cash-backing of promotion benefits); and mismanagement 

of productive hours (such as poor skill harvest, employee’ indiscipline, industrial 

crises and labour/management negotiation fatigues).  

2.1.10  Impediments to effective Manpower Resourcing in Nigeria 

According to Briggs (2007) and Ngu (1990), even though public 

organizations stand to gain such advantages as cost minimization, productivity 

optimization, workforce motivation, industrial peace and clients’ satisfaction, etc, 

if the workforce resourcing were based on valid procedure, the process has 

continued to suffer enormous pressure from the economic, political, socio-cultural 

and administrative environments, as follows: 
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Economic Environment:  According to these scholars, the high rate of 

poverty, unemployment and underemployment in the country has given rise 

to enormous pressure being exerted on employment authorities, agencies and 

departments in the event of any job opening.  In addition to the above, the 

widely held belief among Nigerians that holding a public service job does 

not hamper any private practice, any opening (no matter how small), is often 

inundated by a large number of applicants, many of whom have no business 

seeking for these jobs.  While sorting out the qualified job seekers from the 

multitude of applications, is by this reason tasking, some unscrupulous 

officials take advantage of the overloaded competitive space to commit all 

forms of procedural mal-practices.  These include commercialization of 

recruitment forms, selection racketeering or silently filling of vacancies 

through ‘replacement’.  

Political environment:  Even though section 158 (1) of the 1999 

constitution provides for the independence of the civil service commission in 

the exercise of its constitutional functions and from interferences of any 

other authority or person/s, the delegation of recruitment officers on GL 01 - 

06 to Ministries and Extra-ministerial Departments by the same constitution 

has affected this power as minister or political heads of agencies/department 

often wield more influences on recruitment at their organizational levels 
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than the commission. This is in addition to influences from interest groups 

(political class), friends and relations of members of the commission which 

also interfere with the application of objective rules of the selection 

procedure.  Thus, more often than not, such recruitments/selections are done, 

not necessarily because such vacancies really exist but because, primordial 

interests had to be satisfied. Within this context too, is the principle of 

federal character which the goal of representativeness has been abused for 

arbitrary filling of quotas with little or no regard for the qualifications as 

required by the job description and person specification. 

Socio-cultural factors:  Ngu (1990), hinted that every member of the 

recruitment decision centre is a member of a collectivity that is involved in 

the constant struggle for inclusion and retention in any national decision 

making space.  Guided by the philosophy of ‘this is our time’, whether at 

ministerial or commission level, the privileged groups have often attempted 

to either reproduce themselves or members of their collectivities, whether or 

not the process violate the popular principle. 

Another problem identified by Briggs is the source of recruitment which, in 

the civil service, enormous preference is given to internal source such as transfer, 

promotion, secondment and employees’ referrals, etc. These internal options, 

according to him, the syndrome of ‘informal connections’ and other internal 
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compromises have characteristically vitiated the attributes of objectivity, 

standardization and transparency espoused by any credible  process of manpower 

resourcing. 

The common consequences of the manpower resourcing mal-practices as 

described above include overloading of the productivity space, thereby giving 

room to personnel maintenance and disciplinary challenges, the cumulative effect 

of which are productivity failures that often characterize public service institutions. 

Summing up this awkward situation, Salisu (2001) in Ogunrotifa (2015), 

posited that strong institutions cannot emerge from the present Nigerian civil 

service where its personnel are handpicked on the basis of ethnicity, religion and 

class. In his view, the interferences of non-efficiency factors in the process of 

personnel administration in Nigeria had led to improper, ineffective and corrupt 

service delivery system. To him, these character of institution had had to contend 

with official apathy, unreasonable absenteeism, lateness, idleness and notably, poor 

workmanship.   

2.1.11  Gap in the Literature 

 The enormous premium placed on the human resource above by 

management scholars is reflected in a pool of opinions that have characterized the 

field of human resource management.  It must be noted however that in the midst 

of these general analyses, the behaviours of these critical variables seemed to have 
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been examined under ideal situations. Though these have provided the frame-work 

for assessing the character of the phenomenon of interest of the study, they 

scarcely describe its specific structure and behaviour in Kogi State.   

Within the context of the objectives of this study therefore, it has become 

imperative to bridge this gap by capturing the specific characteristic behaviour of 

manpower recruitment, selection and placement in Kogi State, using the selected 

Ministries, Departments and Agencies (MDAs) and the effects of such on the 

workforce productivity in the state’s public service.  Therefore, the gap in the 

literature which this study tries to bridge is the specific description of the 

behaviour of this phenomenon in Kogi state, using the selected MDAs. Towards 

this end, this study examined the existing frame works for resourcing, their 

application by the relevant agencies and the constraints imposed by the 

environmental realities of the state’s public service system.  

2.2 Theoretical Framework 

To properly understand and analyze the behaviour of the variables of this 

study, Prismatic-Sala Model by Fred Riggs has been adopted.  This was to enable 

this study examine the behaviours of public sector resourcing agencies within the 

realities of the socio-political environment of Kogi State. 
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2.2.1 Prismatic-Sala Model 

Prismatic-Sala Model of Riggs was a reaction to the simplistic assumption 

of the classical modernization Scholars that the application of artifacts of western 

civilization such as free market economic system, democracy or bureaucracy, etc, 

could guarantee universal predictability of administrative behaviours.  

While reacting to the rigid position of western Rationality, Riggs empirically 

contended that more than importation of western structures, administrative 

environments wield enormous influences on the administrative behaviour.  Thus, 

though Riggs did not contradict the predictable regularity of failure of 

administrative systems of such states where rational rules were violated, he was 

however careful not to fall into the trap of simplistic assumptions of the classical 

factors such as corruption, dearth of capacity, excessive bureaucratic autonomy or 

resistance to change, etc, often advanced as  the principal causes.  To him, these 

failures were traceable to ecological factors of such states (McCurdy 2012). 

From his overseas experiences in Thailand and Philippines, Riggs 

encountered certain peculiarities with public administration in transitional societies 

which gave birth to his three articles viz. the Ecology of Public Administration 

(1961), Administration in Developing Countries and Theory of Prismatic Society 

(1964); and Thailand; the Modernization of a Bureaucratic Polity (1966). 
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Drawing inferences from structural-functionalism, Riggs agreed that all 

societal structures perform certain functions (Make rules, settle disputes, cure 

diseases, and dispose the garbage, etc) but differ from society to society.  

According to him, in traditional (fused) societies, few of such structures are needed 

while in industrial (modern) societies, large numbers of these structures are needed 

with each carrying out specific functions. Thus, to him, the process of 

modernization involves increasing structural differentiation. 

Using the analogy of sunlight, Riggs believed that the combined rays of the 

sun gives a bright light but when ‘refracted through prism, they were hues of 

rainbow.’  To him, the stage of combined rays could be likened to fused (or 

traditional) society; the refracting stage as a prismatic (or transitional) society; and 

the refracted stage as a modernized society (Riggs, 1961). 

Tenets of the Theory 

Riggs contended that, Prismatic societies are neither traditional nor modern 

and therefore share the features of both.  Thus, to him, transitional societies often 

manifest the characteristic behaviours of heterogeneity, formalism and overlapping 

(Peng, 2008 and King, 2007). 

Heterogeneity 

By heterogeneity, Riggs means simultaneous presence of different kinds of 

principles, practices, traditions and view points within a given system.  To him, 
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existence of such contradiction make prismatic societies to contend with multiple 

and conflicting needs and interest among the competing categories of the 

population. 

Drawing his inferences from Thailand and Philippines, Riggs observed the 

side-by-side existence of divine sovereignty (monarchy) and popular sovereignty 

(parliament); urban modernization and rural traditionalism; the thatched huts and 

sky-crappers; local shops and super markets (Baazar and canteen), etc. 

While Riggs agreed that efficiency can only be maximized when 

administrative decisions are value neutral, he contended that heterogeneity 

impedes on administrative rationality in that, official relationships under such 

conditions are often imbued with frictions or imperfections occasioned by 

“familiaristic ties”.  For instance, Riggs observed both in Thailand and Philippines 

that, in prismatic societies, heads of agencies were often confronted with role 

conflicts, for instance, as the head of such agencies as well as a father to his child 

or a godfather to a god-son, even in official matters. In the characteristic poly-

normativism and moral dilemma of such settings, official decisions are more often 

than not “selectivistics” than “universalistic” (Riggs 1961-188-120).  Here, rules 

are usually bent to suit the interest of a particular group, clect or sect. 
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Formalism 

Riggs referred to formalism as the loss of the underlying sacral beliefs or 

essence which gives vitality to any existing forms, structures, or practices.  To 

Riggs, formalism measures the extent to which discrepancy exists between the 

prescriptive and descriptive; between formal and effective power; between the 

impressions given by the constitution, laws, regulations, organizational charts, 

statistics, etc, and actual practices and facts of government and the society.  Thus 

the greater these discrepancies, the more formalistic the system is. 

Riggs identified various forms of formalism as: Constitutional formalism, 

Administrative formalism and Educational formalism, etc. In constitutional 

formalism, Riggs observed that both Thailand’s and Philippines’ constitutions 

aptly made provisions for democratic government and the corresponding electoral 

institutions and process; citizens’ rights; and separation of power but still noticed 

massive deviations from the essence of these frame-works and institutions.  For 

instance, not only were the process of the elections riddled with culpable 

compromises but the emergent parliaments of the respective countries were unable 

to provide the required levels of checks and balances on policy decisions. 

While in Thailand, the parliament became an extension of the executive, in 

the Philippines where they seemed to be more powerful, the members of the 

parliament had often abandoned their legislative functions in search of jobs for 
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their relatives, supporters and protégés, with little or no regards for the 

constitutionally prescribed examinations for the civil service recruitment. 

Riggs idea of administrative formalism was premised on the inability of the 

formal power to sufficiently impose effective control over the bureaucracy,  

given the enormous latitude of decision space at the disposal of the strategic 

bureaucrats. For instance, in administrative decisions such as recruitment, 

promotion or training, etc, Riggs contended that they could either rigidify or relax 

the prescribed rules to accommodate certain interests or a specific quid pro – quo.  

Even in Philippines where the parliamentarians seemed to wield enormous 

political influence, these top bureaucrats could facilitate the endorsement of an 

influential member of the parliament with relevant categorical interest for a 

candidate of their choice. To Riggs, this is possible in prismatic society because the 

purpose of recruitment is for ‘empire building rather than finding the best qualified 

personnel for a given post.  

Despite numerous reforms, Riggs observed from the under-studied countries 

that prismatic societies may overtly reflect the desire to migrate from ascriptive 

criteria (of traditional societies) to achievement criteria (of defracted societies) in 

matters of personnel selection but lack the will or capacity to apply determinate 

qualities to measure and extract the relevant attitudes and aptitudes.  
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In between the ascriptive and achievement criteria of fused and defracted 

societies, is attainment orientation of prismatic societies.  Riggs summed up the 

characteristics of a formalistic administrative system as including ritualization of 

rules and rigidification of procedure with consequent’ ‘red-tapic’ and chaotic 

results (Riggs 1961). 

Academic formalism, according to Riggs, was secondary to the prevailing 

attainment orientation of prismatic societies.  To him, while achievement test of 

defracted society measures a man’s capacity for future performance, attainment 

tests measures what he has accomplished in the past.  In Philippines, according to 

him, the prevailing attainment orientation gave rise to explosion of higher 

education, colleges and universities otherwise referred to as “diploma mills” 

purposely for profit making (by the proprietors) or class migration (by the holders 

of the institutions’ certificates).  The knowledge acquired in such institutions may 

not necessarily be relevant for the job specification in real terms but all the same 

qualifies the candidate on the basis of the examination he/she has passed and the 

certificate he/she has obtained.  People here crave more for ‘eligibilities’ than 

capacities’ (Riggs 1961). 

Riggs’ contention was that, fused (traditional) and the defracted (modern) 

societies have higher degree of realism than prismatic societies in that, in prismatic 

society, even though the law or rules are prescribed for functioning of government 
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institutions, the officers are more regular in breaching them than conforming to 

them. Riggs, thus, submitted that such rules, laws or principles only exist in the 

record room of the government as the enforcement process in lame.  

Overlapping 

Using the analogy of completely super imposed deck of cards (representing 

a fused society) and complete individual autonomy of separated cards on the table 

(representing defracted societies), Riggs identified an overlapping situation where 

the player arranges the cards in fan-like position to enable him view all and play 

each at any given opportunity to gain advantage. 

Riggs contended that in transitional systems, societal structures interfere 

with each others’ functions or overlap to maximize unfair advantage.  In other 

words, social, political or economic institutions are not autonomous in a matter of 

who gains what and when? 

For instance, while in a defracted society (such as USA and UK), prices are 

determined strictly by the relationships between supply and demand, those of 

prismatic societies (such as Thailand and Philippines), are determined by non-

economic considerations such as informal affiliations between the seller and the 

buyer.  Thus, Riggs posited that a provincial mate, a good friend, a brother or a 

political associate, etc, may buy the same good cheaper than a stranger.  In 

administrative decisions too, caste, ethnic, political or religious backgrounds still 
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wield enormous influence even where modern structures exist with prescribed 

impersonalities.   

Riggs, thus described such structures as ‘Sala’ which in Spanish Parlance, 

means both an office where formal businesses are conducted as well as a private 

chamber in one’s home where traditional functions are performed.  In lines with 

the above, McCurdy (2012) summed up the characteristics behavior of a typical 

Prismatic society as follows: 

• Numerous legal rules exist with variety of enforcement variations; 

• Person from high status (cliques, sects or Clects) may enjoy access to all 

manners of privileges to which they have no legal right while the lawful 

rights of those of low status are rarely protected by any effective legal 

procedure; 

• Public Officials are subjected to multiple loyalties as a result of the 

prevailing moral dilemma of the heterogeneous and overlapping societal 

structures; 

• There is irregular application of rules by the officials among themselves and 

the entire citizens as a result of the absence of objective criteria; 

• Deliberate attempts are only made to accommodate ‘minority’ interests 

through ‘Quota’ or ‘Reservation’ system just to mitigate expression of 

disaffection by the underprivileged groups. 
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Just like the bureaucratic model predicted that productive efficiency of 

social interaction stands to be violated at any point the rationality of the social 

relationship is interfered by non-rational sentiments, Riggs contested that, given 

the characteristics competing moralities of the poly-normativistic prismatic society, 

greater good is rarely preferred above private interests. To him, the process of 

growth and development in such societies is chaotic, turtous and slow. 

By this position, Riggs did not justify the prismatic point as the destination 

of a transitional society.  Rather, as McCurdy (2012) puts, the entire process of 

‘filtering through the prism’ was premised on the possibility of advancing towards 

a greater defraction.  While submitting that no matter how advanced, every society 

carries a given level of prismatic traits, Riggs however posited that the more a 

society advances towards defraction, the more the purpose of its evolution is 

achieved.   

2.2.2 Application of the Theory 

The reason behind the establishment of public institutions is effective and 

efficient delivery of public goods and services to all citizens on the basis of 

equality, equity, fairness and justice and the realization of these goals are 

essentially tied to the quality of the workforce.  Accordingly, the manpower need 

of the public organizations must positively intersect with the quantity and quality 

of labour it can efficiently acquire, accommodate and utilize. Thus, there are 
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general and specific laws designed to guide the relevant agencies and individual 

officials involved in carrying out these responsibilities. 

For instance, within the proper meanings of sections 14(3 and 4), 15 (2 and 

5), 16 (1) and 17 (3a) of the 1999 constitution of the Federal Republic of Nigeria 

Ngu (1990), Babaru (2003) and Aina (2010) have interpreted the mandates of the 

Federal and States Civil Service Commissions in section 197 (a) and 3rd schedule 

(part II) of the 1999 constitution of the Federal Republic of Nigeria to, within the 

planned needs and objectives of the Federal or State government: 

• Identify the required jobs to be done (job description) and the 

 characteristics of the required personnel (job specification); 

• Set up general and uniform guidelines for appointment,  deployment, 

promotion, training and discipline of staff  employed in the Federal/State 

government services; 

• Appoint persons to offices in the Federal or State service; 

• Dismiss and exercise disciplinary control over persons holding those offices; 

• Monitor and co-ordinate the activities of each of the Ministries, 

Departments, and Agencies to ensure that the service guidelines are strictly 

adhered to by the respective MDAs. 

Beside the fact that the Public Service Rules (02201 & 02102) empower the 

State’s Civil Service Commission to perform these roles directly or delegate to the 
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appropriate Ministries, parastatals or Agencies in conjunction with the office of the 

State’s Head of Civil Service, Aina (2010) maintained that Kogi State Civil 

Service Commission has a mandate to ensure equality, fairness, and 

representativeness in the course of recruiting (or selecting), promoting and 

disciplining of the State Civil Servants, through the following procedures:  

• Declaration of the vacancies viz-a-viz the job description and job 

specification. 

• Where delegated, such vacancies must be properly declared and forwarded 

to the commission through the office of the Head of Service. 

• Advertisement of such vacancies must be done in a widely circulating media 

(print or electronic) so as to give wider and fairer opportunities to the 

eligible candidates to apply. 

• The short-listing of the candidates must be on the basis of predetermined 

qualifications or criteria. 

• Selection of the candidates should be on the basis of needs, performance and 

Federal Character.  

Despite the abundance of these rules and prescriptions, public service in 

Nigeria had acted more regularly to the contrary of the popular expectations.  For 

instance, while commenting on the alleged recruitment scam in the Nigeria 

Immigration Services (NIS) in late 2012, Ajayi (2013), described the exercise as 
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“the general misuse of hiring process in government”. The analyst noted that in 

sheer spoil and patronage fashion, the merit principles were grossly undermined.  

Ajayi recounted that of the 5,000 personnel approved to be recruited into the 

service, 250 slots were allocated to the Presidency; 100 to the President’s wife; 100 

to the minister of interior; 250 to the Federal Character Commission; 60 to the two 

commissioners of Immigration Board at 30 each; and 40 to the President’s mother. 

Other allegations he recalled from his survey of other agencies include the 

followings among others: 

• Appointment into government positions have been done in secret against the 

criteria of open recruitment and merit. 

• Applicants have sometimes been asked to buy scratch cards that cost 

between N1,000 and N5,000 for access to pin for downloading application 

forms for jobs they might never be taken. 

• Letters of appointments and job positions were offered to family members, 

relatives and friends before the selection process commenced. 

The consequences of these process abuses, according to him, were that those 

who really needed the jobs never got them while those who are least interested 

were offered job positions they really never needed. 

In other words, like Riggs observed in Prismatic societies of Thailand and 

Philippines, the selection process in Nigeria carries the traits of formalism (where 
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the rule exist, only in the record rooms), heterogeneity (where the recruitment 

actors are subjected to moral dilemma) and overlapping (where ascriptive 

privileges give some candidates undue advantages above others). Just as the 

process is chaotic and arbitrary, the purpose is more of empire building than 

effectual and effective service delivery of the state and its agencies.  

2.3 Hypotheses of the Study 

To guide this study towards efficient gathering of the necessary data, this 

study advanced the following hypotheses.  

(i) Ho Manpower resourcing (recruitment, selections and placement) 

 procedures in Kogi State  public services 2004 – 2009 was not in strict 

 compliance with the extant rules and procedures 

(ii) Ho Kogi State Civil Service Commission was not effective in the 

 enforcement of personnel resourcing guidelines among the MDAs in 

 Kogi  State  between 2004 and 2009. 

(iii) Ho The interferences of the non-administrative (family, ethnic, political 

 and religious) in manpower factors resourcing in Kogi State public 

 service 2004 – 2009 did not impede on the quality of  procured 

 personnel 

(iv)  Manpower resourcing defects had no negative effects on the work 

 force utilization in the state public service between 2004 and 2009 
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2.4 Operationalization of Key Concepts 

In the course of this work, some technical words and phrases were used to 

specifically describe certain variables of this study.  It is therefore imperative to 

give further explanations of such uncommon expressions for clearer understanding 

to the multiple users of this study. 

Broader Job families - Any job within the unit which matches with the skills and 

    competencies of the selected candidate.  

Capacity gap –   Ratio of deviation between the required workforce   

    and the actual workforce. 

Carrying Capacity -  Ability of each MDAs to guarantee the maintenance  

    discipline and efficient utilization of the total number of  

    personnel it acquires. 

In-house talents -   Existing body of employees. 

Institutional memories - Memories of corporate traditions and how and why,  

    things are done as they are in an organization. 

Manpower resourcing – The entire process of recruiting selection and placement    

                               of employees in an organization. 

Manpower Utilization – Rewarding engagement of employees in the services of    

                             the organization in terms of satisfactory quality of service 

    delivery.  
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Mating -   The period when the organization’s prospecting matches  

   with  the job searching of the prospective employees.   

   This is a function of communication medium   

   (Advertisement); perceived match between the   

   candidates’ personal characteristics and the    

   organizations stated requirement; and motivation of the  

   candidates to apply for the job. 

Non-administrative criteria – Subjective considerations (such as political, tribal 

or religious affiliations or sentiments) which affect 

objectivity of personnel Resourcing process. 

Predictive Validity –  The ability of assessment technique to predict how well a 

   candidate will perform when employed. 

Privileged Officials - Political chief executives and some strategic officials  

    such as the heads of salaries, open registries and secret  

    registries, etc. 

Procedural justice - The extent to which the decisions are consistent across 

persons based on accurate information, prevailing moral 

and ethical standard which are over time, free from bias. 

Prospecting -  What organizations do to search for prospective 

employees.  
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Psychological expectation–positive intersection of the goals and    

    expectations of management (productivity)    

    and the employees (motivation). 

Regularity of procedure –the extent to which the decisions are consistent across  

    persons based on accurate information and prevailing  

    moral and ethical standards which are over time, free  

    from biases. 

Recruitment failure - A situation where very few people respond to the job 

prospecting of an organization. 

Recruitment pipeline –Time frame between the declared need and the response. 

Turn-over - Permanent departure of personnel beyond organizational 

boundaries. 

Turn-over cost - Summation of the costs of separation, replacement, 

training and corporate privacy. 
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CHAPTER THREE 

STUDY AREA AND RESEARCH PROCEDURE  

3.1.1 Study Area 

The area which is now known as Kogi State, was under the colonial 

administration, a geo-political entity known as Kabba province in the then 

Northern Region of Nigeria (Ocheja: 2005. This sub-region was for administrative 

convenience, divided into four divisions namely; Igala, Ebira, Kogi and Kabba 

Divisions with the administrative headquarter at Lokoja, the present state capital. 

Following the abrogation of the regional system and its provincial structures 

in 1967, the defunct Kabba and Ilorin provinces were merged to form the then 

West Central State (later changed to Kwara State) in the twelve-state structure of 

Gowon’s regime with the Administrative headquarter at Ilorin.  

This arrangement lasted till the emergence of Murtala’s Administration 

which, in 1975, excised the former Igala Division (made up of Dekina, Idah and 

Ankpa Local Government Areas) and merged it with some parts of former Benue-

Plateau State to become Benue State with the State headquarter at Makurdi. On the 

7th August 1991 however, the old Kabba province was re-united as Kogi State with 

its capital at Lokoja. 

According to Kogi State Ministry of Budget and Planning (2004:4), Kogi 

State is one of the most centrally located states in the Federation. Located at 
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Latitude 60 30 N and 8050 N and Longitude 50 51E and 80 0E, the state is bordered 

in the North by Niger state and the Federal Capital Territory-Abuja;  North- East 

by Nassarawa State; North West by kwara State; South-East by Enugu and 

Anambra States; East by Benue State; South-West by Ondo and Ekiti States and 

East-West by Edo State. 

3.1.2  The People and their Culture 

Kogi State is a prototype of heterogeneous Nigeria. Thus, besides the Igalas, 

the Okuns and the Ebiras which constitute the major ethnic groups in the State, 

there are other layers of ethnic identities such as the Nupes, Bassas (Nges and 

Komos), Ogoris, Magongos, Egbura Kotos, kakandas as well as a pocket of Hausas 

(most especially, in Kabawa area of  the state capital). 

Though the people seem to have been overtly subsumed by Christianity and 

Islamic cultures, members of each collectivity have in their ways of lives, 

preserved the artifacts of their primary cultures.  In addition to such things as 

language, food and dressings, Ocheja (2010), and Isah (2008), have described their 

various cultural festivals as major centres of their respective social solidarities. 

Among the Igalas of the Eastern Senatorial District for instance, there are 

such festivals as Abegwu, Ocho, Ubi etc as unifying forces among clans and 

kindreds while italo which is co-ordinated by the Attah (the most senior paramount 

ruler of the Igalas) himself, is held at Anyigba, the central city of the Igala 



91 
 

kingdom.  Here too, matters affecting the land are discussed.  These include 

security, Agriculture and the overall development of the land.  Italo is held 

between 27th and 30th December every year. 

Among the Okuns of western Senatorial District are the New Yam Festivals, 

Aje and Egungun etc.  Of all these, New Yam Festival is commonly held among 

the seven traditional clans of the Okuns on the 7th of July (7/7) every year.  The 

grand finale is held at Kabba and presided over by the Obaro of Kabba (the most 

senior paramount ruler of the Okuns) where homages are paid to the Obaro by the 

lesser chiefs of the respective clans and communities. 

Among Ebiras of the Central Senatorial District, even though the seven sons 

of Itaazi Attanuje have multiplied into districts and clans (Isah 2008), they are 

unified in their core culture.  In addition to their district/clannish festivals too, they 

all share common stake in Ekwehi (masquerade) Festival, which in addition to the 

display of colourful masquerades and other artifacts of their culture, this festival 

represents a major role-call of all the sons and daughters of Ebira land, irrespective 

of their classes or religion. Until its abuse and subsequent ban over a decade ago, it 

was usually held between August and October, every year. 

Other notable festivals include boat rigatas among the riverine communities 

of Ega-Idah, Lokoja and Koton-karfe; and Ovia-sese festival among the Ogoris of 

Ogori-Magongo Local Government Area.  The boat rigatas are displays of 
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traditional fishing/sailing/naval skills in colourful boats of diverse sizes and 

costumes. They are usually held between September and October every year.  The 

Ovia-sese on the other hand is a celebration of virtue and purity of Womanhood.  It 

is held in honour of virgins between April and June every year. 

In all these festivals, while in the past, they were used to reinforce 

preference of virtues over vices, they have in recent times, become avenues for 

socio-political and economic stock-taking among each group.  According to 

Ocheja (2010), while the illustrious sons and daughters of each ethnic group 

reunite with their roots, their traditional leaderships use these occasions to reward 

achievements with corresponding chieftaincy titles, using such criteria as the 

awardees’ contributions to infrastructural development, provision of employment 

opportunities and scholarships, to member of their communities etc.  

3.1.3 The Climate, Occupation and the Population 

Like most States in the Federation, Kogi State has two distinct seasons (the 

wet and the dry seasons).  While the wet season spans from the middle of March to 

October and an annual rainfall of between 1016 and 1524 mm, the dry season 

usually covers the remaining part of the year (Kogi State ministry of Budget and 

planning, 2004) 

With the above climatic condition, coupled with the confluence of rivers 

Niger and Benue (and the attendant abundance of water resources), the state 
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possesses enormous potentials for agriculture which of course, is the main 

occupation of the indigenes of the State.   

According to 2006 census report (see Appendix B), Kogi State has a 

population of 3,314,043 made up of  Kogi East (1,484,345 or 45.27%), Kogi West 

(909,346 or 27.74%) and Kogi Central (884,396 or 26.97%).  In addition to the 

above, the state possesses a wide range of solid mineral deposits that abound in 

huge commercial quantities.  These include iron ore, coal, lime stone, kaolin, 

Columbite, granite, mica, phosphate, marble and feldspar. Of all these, only iron 

ore, marble and feldspar are being explored and on a very low and epileptic scale.  

This largely accounts for the low private investments in the state’s economy, a 

challenging poverty profile and the inglorious characterization of the state as a 

‘civil service state’ (Kogi State Ministry of Budget and Planning, 2004).  

Though the various parts of the “old Kabba province” had parted ways at 

different points of their decades of political sojourning, they had remained typical 

in their shared experiences of poverty and underdevelopment, occasioned by the 

characteristic neglects suffered under their respective governments.  

When this territory emerged as a state in 1991 therefore, no part was left 

behind in the frenzied desire to migrate from this past via any opportunity that 

might be offered by the building process of the new entity.  Accordingly, Ocheja 

(2005), noted that the report of the 15-man transition committee led by Alhaji Ado 
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Ibrahim, recommended in the Blue print for the take-off of the State, an effective 

and efficient civil service to facilitate accelerated development of social and 

economic infrastructure, employment generation, poverty reduction and balanced 

integration of the diverse elements of the state, etc.   

A public service required to carry out such assignments must demonstrate 

adequate capacity for input regulation and output maximization. Thus, the State 

public service took off upon inception, with a population of 27,560 (made up of 

14,310 from Benue and 13,250 from Kwara) and a civil service commission whose 

traditional function according to Aina (2010), include the following among others: 

• Appoint person/s to office/s within the state; 

• Dismiss and exercise disciplinary control over the person holding those 

offices;  

• Set up general and uniform guidelines for appointments, deployment, 

promotion, training and discipline of staff employed in the state civil service 

and; 

• Monitor the activities of the ministries, Extra-Ministerial Departments and 

Agencies (MDAs) to ensure that all service guidelines are uniformly and 

strictly adhered to. 
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3.1.4 The organizational Structure of the Kogi State Public Service 

The organizational Structure of the State’s service is suggestive of multiple 

communication levels comprising of vertical, horizontal and diagonal flow of 

authorities and responsibilities in the service.  This is possibly because of the size 

and complexity of public service where, in addition to the necessary interaction of 

the line and staff structure of the system, there is equally, the need to ensure 

sufficient accommodation of the political and legal domains of the service for the 

attainment of the required level of responsiveness, accountability and transparency. 

At the helm of the affairs is the Executive Governor who is the chief 

executive of the state.  He is flanked by the Judiciary (headed by the State’s chief 

Judge), the State House of Assembly (headed by the Speaker) and the Deputy 

Governor. Below this class are the Secretary to the State Government, the 

Honourable Commissioners of the respective ministries and the head of the Civil 

Service of the State. 

Though the commissioners are the political heads of their respective 

ministries, the permanent secretaries under them are responsible to the head of the 

civil service in relation to service matters.  More so, the position of the Civil 

Service Commission is constitutional.  It is therefore positioned outside the direct 

orbit of the flow to advise the Head of Service, the ministries, parastatals, agencies 

and other specialized commissions (such as the Judicial Service Commission, the 
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Local Government Service Commission and the Teaching Service Commission) on 

critical personnel decisions such as recruitments, promotions and discipline. 

Below the permanent secretaries are the Directors of functional 

Departments.  These include the Director, Maintenance and Screening; Director, 

Budgeting Data Collation, Planning and Monitoring; Director, Administration; and 

Director, Finance and Supplies. 

Below the Directorates are the various service sections and units.  For 

instance, below the Director of Administration, are the Registry (Open and Secret) 

and Recruitment, Training, Promotion and discipline headed by appropriate heads 

of departments while below the Director of Finance and Supplies are the 

supervisors Salaries, other charges and stores respectively. 

In these sections, beside the fact that the Civil Service Commission is 

adequately represented on the Junior and Senior Staff Committees of each 

ministry, parastatals and agencies on issues of recruitment, promotions and 

discipline, the briefs of every decision of each ministry, parastatals and agency on 

these critical personnel matters are immediately communicated to the appropriate 

desk officers of the commission for proper monitoring regulation, and control. 

The essence of this structure, according to Ochagana (2011), is to ensure 

effective flow of authority for accountability and maximization of transparency 

and fairness of the system. As at the commencement of the Biometric Data 
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Capturing Staff Verification/ Auditing conducted by Sally Tibbot consulting firm 

in 2009, the 67 MDAs of Kogi State Public Service was alleged to have hit a 

population size of 34,000 and a monthly wage bill of N1.2 billion. This work 

therefore verified whether or not the extra units of labour procured by the state 

government were need-based; the process, competitive and the return on the 

investment, justifiable.  

3.2 Research Design 

To guide this study towards proper data gathering and analysis, this study 

has adopted a survey design.  This was because only a part of the population was 

studied for the purpose of generalizing the behavior of the entire population under 

investigation (Nworgu 2006).  Corroborating this position, Asika (2000) 

maintained that survey design is most suitable when the researcher is interested in 

observing what is happening to sample subjects or variables without any attempt to 

manipulate or control them. In this study, the researcher was focused on describing 

the facts of manpower resourcing behaviour in Kogi State public service (using the 

selected MDAs as points of reference) exactly as they appeared. 

3.3 The Population of the Study 

Though the interest of the study covered the entire workforce of Kogi State 

which, Sally Tibbot report of 2009, puts it at 20,920 employees, the population of 



98 
 

this study consisted of the  10,460 employees of the eleven selected Ministries, 

Departments and Agencies (MDAs) as follows: 

(i) Accountant General’s Office      623 

(ii) Office of the Head of Service      391 

(iii) Sanitation and Waste Management Board    346 

(iv) Ministry of Works and Housing      474 

(v) Ministry of environment and Physical 

Development        242 

(vi) Ministry of Health        292 

(vii) Ministry of Education       546 

(viii) Civil Service Commission        66 

(ix) Hospitals Management Board       2,294 

(x) Science Technology and Technical Education Board (STTEB) 841 

(xi) Teaching Service Commission (TSC)      4,345 

 Total                  10,460 

It is from the above population that the sample of the study was drawn. 

3.4 Sample and Sampling Technique 

The sample size of this study consisted of one thousand and forty-six (1,046) 

respondents drawn from the eleven selected MDAs at 10% of each stratum’s share 

of the entire population. Red and Smith, (1971) were of the opinion that this 
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fraction should be representative enough, considering the factors of time and 

resources at the disposal of the researcher. This researcher therefore adopted this 

sample size for purpose of ease of analysis and limited time and resources 

available to him.  The details of the drawn sample from each of the MDAs is as 

shown below, using the formula of sample faction  = �
�

� stratums size (see 

appendix vii for further explanation).  

Accountant General Office       62 

Office of the Head of Service       39 

Sanitation and Waste Management Board     35 

Ministry of Works and Housing       47 

Ministry of Environment and Physical Development   24 

Ministry of Health         30 

Ministry of Education        55 

Civil Service Commission       06 

Hospital Management Board                230 

Science, Technology and Technical Education Board (STTEB)            84 

Teaching Service Commission (TSC)      434 

Total                1,046 

The sampling method adopted for this study was purposive sampling 

technique.  Asika (1990), described this method as most preferred when a 
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researcher considers a case so typical that his/her data is best gathered from a 

specific set of respondents.  Also known as judgmental sampling technique, 

Nworgu (1991), maintained that in this technique, specific elements, which satisfy 

some predetermined criteria, are selected.  To Nworgu, though the criteria to be 

used are usually a matter of the researcher’s judgment, he exercises this judgment 

in relation to what he/she thinks, will constitute a representative sample with 

respect to the research purpose.  The advantage of this according to him, is that it 

ensures that only those elements that are relevant to the purpose of the research are 

included. 

In this study, the researcher drew his sample from public servants from the 

three senatorial districts (Eastern, Western and Central senatorial districts) in 

ministries, Departments and Agencies at ratio 50:30:20% respectively in a manner 

to adequately include those whose service experiences covered the period before 

2004 and after 2009.  Other respondents the researcher deliberately accommodated 

in this study were the political chief executives and strategic (regular) officials of 

the eleven selected MDAs. At the end, a total of 523, 314 and 209 respondents 

were drawn from the ministers, departments and Agencies respectively. The 

technique guaranteed quality and informed responses to the questions fielded by 

the researcher in relation to the phenomenon under investigation. 
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3.5 Sources and method of Data Collection 

The data for this study were collected both from primary and secondary 

sources.  From the primary source, the researcher made use of questionnaire, 

interview and personal observation.  In the questionnaire design, the research 

questionnaire was structured in order to keep the respondents strictly within the 

boundary of the study. However, an item was left open-ended in order to allow the 

respondents express themselves on issues that might have not been covered by the 

structured areas. 

The questions fielded too, were in sets of four at six questions per set and 

each set was designed to address each research question and the corresponding 

hypothesis.  On the whole, twenty four (24) questions were fielded for the four 

research questions and their corresponding hypotheses.  For the purpose of 

effective Administration, the researcher was represented at every MDA by a well-

trained field assistant. 

The second part of the study made use of interview.  This was handled 

directly by the researcher himself with the aid of a field tape recorder.  This was 

aimed at interacting with the political chief Executives and/or administrative heads 

of the various MDAs on such issues as the employment procedure, the rationale for 

certain employment behaviours, viz-a-viz their opinions concerning the 

performance attitudes of their respective employees. At the end, three (3) 



102 
 

commissioners, four (4) Executive Directors, two (2) Chairmen of the state’s Civil 

Service Commission (former (1) and current (1)), (2) Special Assistants were 

interviewed from the political class, while four (4) permanent secretaries (current 

(2) and retired (2)) and seven (7) Directors of Administration and Finance (DAFs) 

were interviewed from the administrative class. 

In addition to the above, the researcher took advantage of his personal visits 

to the MDAs to observe such facts as the workers’ population, the available 

facilities and the work attitude of some workers in the understudied institutions, 

etc. 

From the secondary source, the study made use of relevant text books, 

journals, internet materials, seminar/workshop/conference papers, newspapers and 

magazines, etc, most especially, in the literature review, so as to draw from the 

pools of opinions, the extent to which the variables under study had been 

intellectualized.  More so, the study further extracted secondary facts from 

documents that were considered relevant to the objectives of this work.  These 

included panel reports, nominal rolls of the selected MDAS, bulletins, letters and 

resolution of the state’s labour and trade unions, and the state’s annual budgets, 

etc.  
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3.6 Validity of Instruments 

In relation to this study, the researcher made sure that the instruments 

designed for this study satisfied the requirements for face and content validity.  For 

content validity, the researcher deliberately ensured that the questions fielded in 

the questionnaire were relevant to the objectives and scope of the study.  

Other precautions taken by the researcher included the use of simple and 

straight-forward language, both in the questionnaire and the interviews, in order to 

enhance the respondents’ understanding of the fielded issues.   

To ensure face validity also, the questions fielded were sufficiently subjected 

to internal moderations of both the researcher’s supervisor and other experts in the 

Department of Public Administration and Local Government of University of 

Nigeria Nsukka before they were administered on the respondents. 

3.7 Reliability of the Instrument 

According to Asika (2000), reliability of an instrument is measured by its 

degree of consistency.  Thus to him, a measuring instrument (e.g. questionnaire or 

interview) should give a consistent result over and over when administered on the 

same set of people at different periods.  To ensure this in this study, the issues 

raised in the questionnaire were subjected to the procedure of temporal stability.   

In accordance with the suggestion of Nworgu (2006), this study used test-re-

test method in which, questionnaire were administered on a pilot group on two 
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different occasions, separated by a time interval of seven days. The two sets of 

scores obtained from the respondents were then subjected to Pearson Product 

Moment Correlation Co-efficient (Umoru 2005 and Nworgu, 2006) using the 

formula below: 

  NΣxY - ΣxΣy  

r   =      [NΣx2 – (x)2] [NΣy2 – (y)2] 

r = Reliability 

n = Total number of occurrences  

Σ = Summation 

X = First set of scores 

Y = Second set of scores 

This method measures the strength of the linear relationship between two 

variables X and Y.  According to Umoru (2005), the closer ‘r’ is to +1, or -1, the 

stronger the linear relationship or dispersion between X and Y respectively.  

Using the above model, nine (9) of the twenty-four (24) items in the 

questionnaire were randomly selected and administered on 105 respondents (or 

10% of the 1046 sample size of the study) on two different occasions at an interval 

of two weeks.  Analyses of the first and second set of responses (x and y) were as 

follows:  
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Table 3.7.1                                  (X) 
S/No ITEMS SA(5) A(4) U(3) D(2) SD(1)  

1. No Regular personnel 

auditing and declaration 

of vacancies on the basis 

of identified capacity gap 

47(235) 27(108) 11(33) 10(20) 10(10)  

 
235 + 108 + 33 + 20 + 10        =          406 
 47+27+11+10+ 10                           105 

 

3.87 

2. Candidates had no equal 

access to employment 

information 

49(245) 26(104) 9(27) 10(20) 10(10)  

 
3.89 

245  + 104 + 27+ 20 + 10      =            408 
 49+26+9+10+ 10                                105 

3. Selection and placement 

of candidates were not 

strictly on the basis of 

performance, aptitude 

and physical fitness 

46(230) 21(84) 14(42) 15(30) 09(09)  

 

3.62 

 

230  + 84 + 42+ 30+ 09      =               380 
46+21+14+15+09                                105 

4. Interference of political 

class with employment 

procedures  

43(215) 30(120) 12(36) 10(20) 10(10)  

 

3.82 

215 + 120 + 36+ 20 + 10      =             402 
43+30+12+20 + 10                           105 

5. Employment without 

regards to the 

absorptive capacities of 

the MDAs 

45(225) 28(112) 12(36) 10(20) 10(10)  

 

3.84 

 
45 + 40 + 36+ 56 + 45              =         403 
45+28+12+10+ 10                               105 

6. MDAs not having the 

financial capacities to 

service the staff 

benefits and incentives 

31(155) 35(140) 15(45) 15(30) 09(09)  

 

3.61 

 
45 + 60 + 45 + 70 + 31         =           379 
9+15+15+35 + 31                                105 

7. Employees’ lack of 

respect for and loyalty 

to the formal 

authorities  

57(285) 18(72) 09(27) 11(22) 10(10)  

 

3.96 

 
285 + 72 + 27+ 22 + 10        =             406 
57+18+09+11+10                                105 
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8. Non involvement  of 

the State’s Civil 

Service Commission at 

critical stages of the 

selection process of the 

MDAs 

50(250) 16(64) 11(33) 15(30) 13(13)  

 

3.71 

 
250 + 64 + 33 + 30 + 13           =         390 
50+16+11+15+ 13                               105 

9. Interferences of the 

political class with the  

Commission on 

personnel selection 

57(255) 13(52) 15(45) 17(34) 09(09)  

 

3.73 

 

255 + 52 + 45 + 34 + 09          =          392 
 57+13+15+17+ 09                              105 

Source: Researcher’s survey 2014 

Table 3.7.2     (Y) 

S/No ITEMS SA(5) A(4) U(3) D(2) SD(1)  

1. No regular personnel 

auditing and declaration of 

vacancies on the basis of 

identified capacity gap 

46(230) 28(112) 11(33) 10(20) 10(10)  

 

3.86 

 
230  + 112 + 33+ 20 + 10        =            405 
46+28+11 + 10 + 10                              105 

2. Candidates had no equal 

access to employment 

information 

47(235) 27(108) 09(27) 13(26) 09(09)  
 
3.86 

235  + 108 + 27 + 26 + 09       =            405 
 47+27+09+ 13 + 09                              105 

3. Selection and placement 

of candidates were not 

strictly on the basis of 

performance, aptitude and 

physical fitness 

40(200) 30(120) 09(27) 09(18) 17(17)  

 

3.64 

 
200 + 120 + 27 + 18 + 17          =          382 
 40+30+09 + 09 + 17                           105 

4. Interference of political 

class with employment 

procedures 

45(225) 28(112) 12(36) 10(20) 10(10)  

3.84 225 + 112+ 36+ 20+ 10      =                 403 
45+28+12+ 10+ 10                                105 
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5. Employment without 

regards to the absorptive 

capacities of the MDAs 

43(215) 30(120) 12(36) 10(20) 10(10)  

 

3.82 

 

215 + 120 + 36 + 20 + 10         =           401 
 43+30 + 12 + 10+ 10                            105 

6. MDAs not having the 

financial capacities to 

service the staff benefits 

and incentives 

31(155) 35(140) 15(45) 16(32) 08(08)  

3.62 
155 + 140 + 45 + 32 + 08         =           380 
31+35+15+16 + 08                                105 

7. Employees lack of respect 

and loyalty to the formal 

authorities 

45(225) 28(112) 12(36) 10(20) 10(10)  

3.84 225 + 112 + 36+ 20 + 10         =            403 
10+10+12+28+ 45                                 105 

8. Non involvement of  the 

State’s Civil Service 

Commission at the critical 

stages of the selection 

process 

45(225) 26(104) 14(42) 10(20) 10(10)  

 

3.72 

 
225 + 104 + 42+ 20 + 10        =             391 
45+26+14+ 10+ 10                                105 

9. Interferences of the 

political class with the 

Commission’s personnel 

selection process 

45(225) 24(96) 16(48) 10(20) 10(10)  

 

3.80 

 
225 + 96 + 48 + 20 + 10          =            399 
45+24+16+ 10 + 10                               105 

 Source:  Researcher’s survey 2014 
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Table 3.7.3 

The product moment correlation coefficient of X and Y 

X Y ΣX2 ΣY2 ΣXY2 

406 405 164836 164025 164430 

408 405 166464 164025 165240 

380 382 144400 145924 145160 

401 403 160801 162409 161603 

403 401 162409 160801 161603 

379 380 143641 144400 144020 

406 403 164836 162409 163618 

390 391 152100 152881 152490 

392 399 153664 159201 156408 

ΣX =3565 ΣY =3569 ΣX2 =1413151 ΣY2 =1416075 ΣXY 1414572 

Source:  Researcher’s survey 2014 

Given   r =  NΣxy – (Σx) (Σy) 

  [NΣx2 - (Σx)2] [NΣy2 - (Σy)2]  

9 x (1414572) – (3565 x 3569) 

r = [9 x 1413151 – (3565)2] [9 x 1416075 – (3569)2 

r =  12731148 – 12723485  
         (2718359 - 12709225) (12744675 – 12737761) 

 7663 
 (9134)(6914) 
 
 7663 
 63152476 

  =     7663 

 7946.853214          

  =  0.9541 
= 0.96 
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From the analysis of the weighted mean scores of the two sets of responses 

(x and y) on table 3.6.3 above, the correlation co-efficient of the two sets of 

responses was 0.96.  By implication, the questions were adjudged to be well 

understood by the respondents while the respondents on the other hand were fairly 

stable in their choice of options.  It is on this basis that the questionnaire was fully 

administered on the entire sampled respondents. 

3.8 Method of Data Analysis 

The analysis of the study was based on the observed behaviour of the 

respondents using quantitative and qualitative tools.  From the questionnaire, for 

instance, Likert’s five-point (strongly agreed, agreed, undecided, disagreed and 

strongly disagreed) rating scale was used for classifying the opinions of the 

respondents as acceptable or otherwise. Here, the options were weighed on the 

bases of the assigned weight value.  The sum total of all the weight values of the 

observed frequencies in each item was divided by the total frequencies of all the 

options on each item. Umoru (2005:68), maintained that the weight mean W= ��
�

  

where                                      

 W = Mean Weight    

 F = Frequency of each option of an item 

 W = Weight value of each option in an item 
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n = summation of the frequencies of all the options under an item, given the 

following assigned values. 

 Strongly Agreed   (SA) = 5 

 Agreed   (A)    = 4  

Undecided   (U)    = 3 

Disagreed   (D)    = 2 

Strongly Disagreed (SD)  = 1 

The above Scholars held that, the decision rule of this method is that any 

item with a minimum mean weight of 3.0 is accepted while any below 3.0 is 

rejected. 

To further measure the linear relationships among the variables of the study 

(. E.g., the strength of the Civil Service Commission and the character o MDAs, 

the character of the MDAs resourcing behaviour and the quality of assurance of the 

recruited manpower etc), Pearson Product Moment Correlation Co-efficient was 

adopted.  Using this method, the mean scores of each set of responses were 

measured against each other to establish their degree of relationship.  The formula 

as stated in 3.1.6 above was still adopted for use.  From the interviews and 

observation, the researcher used qualitative instruments to describe the behaviours 

of the variables understudied. The use of the non-parametric model as described 

above for the analysis of the behavior of the variables of this study was based on 
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the fact that the purposive sampling technique adopted by this study had no 

character of normal distribution (Umoru 2005). While the percentage and average 

weighted mean      were used to test the first three hypotheses, the fourth 

hypothesis which borded on the relationships among the variables was tested by 

the Pearson Product Moment Correlation Co-efficient   

 

  

(AWX) 
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CHAPTER FOUR 

DATA PRESENTATION, ANALYSIS AND FINDINGS 

4.1 Data presentation and Analysis 

The data presented and analyzed in this section were drawn from the 

questionnaire distributed and interviews conducted by the researcher.  Out of the 

one thousand and forty-six (1046) sets of questionnaire distributed as described in 

chapter three (3.3) above, 1018, representing 97% of the distributed copies were 

returned.    The analysis of the work was therefore based on the returned sets of 

questionnaire (1,018) as shown below. 

From the first part of the questionnaire which is the bio-data of the 

respondents, the following facts emerged.  

Table 4.1.1 Distribution of Respondents by Sex 

Sex Number Percentage (%) 

Male 713 70% 

Female 305 30% 

Total 1,018 100% 

Source:  Researcher’s survey 2014 

From table 4:1:1 above, out of the 1,018 respondents, 713 representing 70% 

were males while the remaining 305 others, representing 30% were females. By 

implication, more males participated in this study than females. 
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Table 4.1.2 Distribution of Respondents According to Age  

Age Number of Respondents Percentage (%) 

18 – 25 408 40% 

26 – 45 400 39% 

46+ 210 21% 

Total 1,018 100% 

Source:  Researcher’s survey 2014 

From table 4.1.2 above, 408 respondents (or 40%) were within the ages of 

18-25. 400 respondents (or 39%) were between ages 26-45 and ages 46 and above 

were 210 (or 21%). By implication, 808 respondents were within the ages 18 - 45. 

Table 4.1.3 Distribution of Respondents according to Qualification 

Qualifications Number of Respondents Percentage (%) 

O/Level 105 10% 

NCE/ND/Diploma 410 40% 

First Degree/HND 263 26% 

P/Graduate 240 24% 

Total 1,018 100% 

Source:  Researcher’s survey 2014 

From table 4.1.3, 105 respondents (or 10%) were O/L certificate holders 

while 410 respondents (or 40%) were holders of NCE/ND certificates. Other 

categories included 263 degree holders representing 26% and 240 others (or 24%) 

of the total respondents were holders of post graduate degrees. It may be deduced 

from this analysis that respondents with NCE/ND were the highest and followed 

by those with first Degree/HND. 
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The second part of the questionnaire dealt with the specific issues raised to 

examine the general research questions and their corresponding, hypotheses.  The 

analyses were based on mean weight (W) of all the responses in an item in 

accordance with the formula stipulated in chapter three (3.7) as follows: 

Table 4.1.4 No regular personnel auditing and declaration of vacancies on the 

basis of the identified capacity gap. 
SA(5) A (4) U (3) D (2) SD (1)  Remarks 

458 (2290) 268 (1072) 92 (276) 104(208) 96 (96)  

 

3.87       

Personal auditing not 

regular and vacancies not 

declared on the basis of 

capacity gap. 

 
W =Fw 
           N 

 
2290 + 1072 + 276 + 208 + 96  =  3,942 
458+ 268  + 92 +  104 + 96           1,018  

Source:  Researcher’s survey 2014 

From table 4.1.4 above, 458 respondents (44.99%) and a frequency weight 

of 2290 strongly agreed that there were neither personnel auditing on the basis of 

identified capacity gap in their MDAs while 268 others (26.33%) and a frequency 

weight of 1072 simply agreed. 

On the same issue, 92 respondents (9.04%) and a frequency weight of 276 

(92 x 3) were undecided just as 104 respondents (10.22%) of the respondents and a 

frequency weight (FW) of 208 and 96 other respondents  (9.43%) and a frequency 

weight of 96 disagreed and strongly disagreed respectively. 

The weighted mean (W) of the responses was 3.87 and given the decision 

rule as stated in 3.8 of this work, it was upheld that there were neither regular 
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personnel auditing nor vacancies declared on the basis of any identified capacity 

gap in the MDAs. 

On why vacancies were not declared, interviews indicated that 16 

respondents (73%) maintained that such action would trigger more competition 

among interests groups, 6 others (27%) shared the opinion that there were enough 

‘notes’ from influential citizens (politicians, community leaders and top 

bureaucrats, etc) to choose from so that there was no need to declare vacancies. 

Table 4.1.5 Candidates have no equal access to relevant employment 

information in the MDAs 

SA(5) A (4) U (3) D (2) SD (1)  Remark 

479 (2,395) 240 (960) 100 (300) 104(208) 95 (95)  
 
3.89 

No equal 

access 
 

W=Fw 
         N 

2395 + 960 + 300 + 208 + 95  =  3958 
 479 + 240 + 100 + 104 + 95       1018  

Source:  Researcher’s survey 2014 

From table 4.1.5 above, 479 respondents, (47.05%) and a frequency weight 

of 2395 were strongly of the opinion that all candidates had no equal access to 

employment information in their MDAs while 240 (23.58%) and a frequency 

weight of 960simply agreed.  On this same opinion, 100 respondents, (9.83%) and 

a frequency weight of 300 were undecided, while 104 others (10.22%) and a 

frequency weight of 208 and 95 respondents (9.33%) and a frequency weight of 95 

disagreed and strongly disagreed respectively. 
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With the weighted mean (W) of the responses standing at 3.89, it was 

taken that job seekers or candidates have no equal access to employment 

information in the MDAs 

Table 4.1.6 Selection and placement of personnel were not strictly based on 

the candidate’s performance, aptitude and fitness at interviews   

SA(5) A (4) U (3) D (2) SD (1)  Remarks 

425(2125) 216(864) 180 (540) 102 (204) 95 (95)  

 
3.76 

Arbitrary 

recruitment 

selection and 

placement 

 
W=Fw 
         N 

 
2125 + 864 + 540 + 202+ 95 =     3828 
 245 + 216 + 180 + 106 + 95        1,018  

Source:  Researcher’s survey 2014 

Table 4.1.6 above shows that 425 respondents (41.75%) and a frequency 

weight of 2125 were strongly of the view that selection of their MDAs candidates 

were not based on their performances aptitudes and fitness at interviews while 216 

other (21.22%) and a frequency weight of 864 simply agreed.  On this same issue, 

180 (17.68% and a frequency weight of 540) were undecided while 102 

respondents (10.00% and a frequency weight of 204) and 95 others (9.33% and a 

frequency weight of 95) disagree and strongly disagreed respectively. 

With the weighted mean score of 3.76, it was taken that the selection and 

placement of candidates in the MDAs in the state were not strictly based on their 

performances, aptitudes and fitness at interviews. 
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Corroborating this position, 10 respondents from the interviews maintained 

that candidates were rather selected on the basis of political affiliation, 8 indicated 

family consideration while the remaining 4 opted for ethnic or religions 

connections. 

Table 4.1.7 Politicians in the MDAs did interfere with employment 

procedures in favour of their candidates 

SA(5) A (4) U (3) D (2) SD (1)   Remarks 

506 (2,530) 198(792) 108 (324) 100 (200) 106 (106)  
 
3.88 

Politicians 

interfered   W=Fw 
         N 

2530 + 792+ 324 + 200+ 106  =    3,952 
 506 + 198 + 108 + 100 + 106        1,018  

Source:  Researcher’s survey 2014 

On the opinion expressed on table 4.1.7 above, while 506 respondents 

(49.71%) and FW of 2520 and 198 others (19.45%) and a FW of 792, strongly 

agreed and agreed respectively, 108 respondents (or 10.61% and FW of 324) were 

undecided.  However, 100 respondents (9.82%) and FW of 200 and 106 others 

(10.41%) and FW of 106) disagreed and strongly disagreed with the opinion that 

politicians did not interfere with the employment guidelines to accommodate their 

private interests.  

The frequency mean score of 3.88 on the above table indicated that 

politicians in the various MDAs did interfere with the employment procedures. 
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Table 4.1.8 Top bureaucrats in the MDAs did manipulate the employment 

process in favour of their wards/protégés  

SA(5) A (4) U (3) D (2) SD (1)  Remarks 

472 (2360) 209(836) 150 (450) 116 (232) 71 (71)  

 

3.88 

The bureaucrats  

manipulated the 

employment process  
 
W=Fw 
         N 

 
2360 + 836+ 450 +232 +71 =        3951 
 472 + 209 + 150 + 116 + 71         1018  

Source:  Researcher’s survey 2014 

From table 4.1.8 above, the respondents who strongly agreed that top 

bureaucrats did manipulate the process in favour of their preferred candidates were 

469 (or 46.37% and a frequency weight of 2,360) while those who just agreed were 

209 (or 20.53% and a frequency weight of 836).  On this same issue, 150 

respondents (or 14.73% and a frequency weight of 450) were undecided while 116 

(or 11.39% and a frequency weight of 232) and 71 (or 6.97% and a frequency 

weight of 71) disagreed and strongly disagreed respectively.  The weighted mean 

of 3.88 of the responses on this table showed that the top bureaucrats in the 

surveyed MDAs did manipulate the employment procedures in favour of their 

wards/protégés.  
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Table 4.1.9 Interference of political office holders/strategic officials had no 

consideration of the objective needs/carrying capacities of the 

MDAs. 

SA(5) A (4) U (3) D (2) SD (1)  Remark 

500(2500) 215(860) 111(333) 102(204) 90(90)  

 

3.92 

Consideration not 

given to the need/ 

carrying capacities 

of MDAs 

 
W=Fw 
         N 

 
2500 + 860+ 333 + 204+ 90  =    3,987 
 500+ 215 + 111 + 102 + 90        1,018  

Source:  Researcher’s survey 2014 

From table 4.1.9 above, the distribution of responses to the statement that 

interferences of the political office holders and/or strategic officials were not on 

the bases of needs and carrying capacities of the MDAs, shows that 500 

respondents (or 49.12% and a frequency weight of (2500); 215 (or 21.11% and a 

frequency weight of 860) strongly agreed and agreed respectively.  Other shades of 

opinions showed that;  and 111 (or 10.90% and a frequency weight of 333) were 

undecided, 102 (or 10.02% and a frequency weight of 204) and 90 (or 8.84% and a 

frequency weight of 90) disagreed and strongly disagreed respectively.  The 

weighted mean of 3.92, the popular opinion on table 4.1.9 above was that the 

interferences of political office holders/strategic officials of the MDAs on the 

employment process did not put into consideration the needs/carrying capacities of 

their respective MDAs.  
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Responses from the interviews further threw light on the rationale behind the 

interferences of the politicians and strategic officials in the employment process.  

For instance, while the politicians did so to reward the party faithful and 

supporters, protect strategic interests of the ruling party and use the number of 

people employed as an item of campaign in subsequent elections, etc, the top 

bureaucrats on the other hand did same to reduce personal financial burden (e.g. of 

a relation), command absolute loyalty among the subordinates or maintain family 

dynasties in respective organizations, etc.  

Table 4.1.10 Non Involvement of the states’ Civil Service Commission in 

critical stages of the selection process in the MDAs 

SA(5) A (4) U (3) D (2) SD (1)  Remark  

458(2290) 268 

(1072) 

92(276) 104 

(208) 

96 (96)  

 

3.87 

State’s Civil 

Service 

Commission was 

not involved 

W=Fw 
           N 

2290 + 1072 + 276 + 208+ 96  =         3,942 
 458 + 268 + 92 + 104 + 96                 1,018  

Source:  Researcher’s survey 2014 

From table 4.1.10 above, while 458 respondents (or 44.99% and a weighted 

frequency of 2290 agreed that the Civil Service Commission was never involved at 

the critical stages of the selection process, 268 others (or 26.33% and a weighted 

frequency of 1072) simply agreed.  Other opinions demonstrated on this table 

were: 92 respondents (or 9.04% and weighted frequency of 276) were undecided; 
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104 (or 10.22% and a weighted frequency of 208) disagreed, and 96 (or 9.43% and 

a weighted frequency of 96 strongly disagreed. 

The above analysis showed that the state’s Civil Service Commission was 

not involved at the critical stages of the selection process by the respective MDAs 

at a weighted frequency mean of 3.86.   

Table 4.1.11 Politicians did interfere with the decision of the Civil 

Service Commission on manpower resourcing matters  

SA(5) A (4) U (3) D (2) SD (1)  Remark 

506(2530) 198 (792) 108(324) 106 (212) 100 (100)  

3.89 

There were 

interferences  W=Fw 
         N 

2530 + 792+ 324 + 212+ 100  =        3,958 
 506+ 198 + 108 + 106 + 100            1,018  

Source:  Researcher’s survey 2014 

From table 4.1.11 above, 506 (or 49.75% and a weighted frequency of 2670 

respondents strongly agreed that politicians did interfere with the decisions of  the 

Civil Service Commission on personnel selection, 198 others (or 19.45% a 

weighted frequency of 792) simply agreed.  Other opinions demonstrated on this 

table were: 108 respondents (10.61%) were undecided; 106 respondents (or 

10.41%and a weighted frequency of 212) disagreed; and 100 respondents (or 

9.82% and weighted of 100 strongly disagreed. 

  Given the weighted mean of 3.89, it was held that politicians did interfere 

with the commission’s decisions on selection of candidates. 
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Interviews further showed that both the members and officials of the Civil 

Service Commission were significantly influenced by the politicians, their friends 

and members of their families on matters of selection placement and discipline of 

staff.  Facts on table 4.2.2 (b) of this work, it Was indicated that the 159 direct 

recruitments carried out by the state’s Civil Service Commission were mere 

formalization of top – down executive orders from the state government office of 

the head of Service. 

Table 4.1.12 Peer officials of other agencies did interfere with the 

decisions of the Civil Service Commission on recruitment, 

selection, placement and discipline  

SA(5) A (4) U (3) D (2) SD (1)  Remark 

432(2160) 204 (816) 180(540) 108 (216) 94(94)  

3.76 

There were 

interferences  W=Fw 
         N 

2160 + 816+ 540 + 216+ 94  =      3,826 
 432+ 204 + 180 + 108 + 94          1018  

Source:  Researcher’s survey 2014 

Table 4.1.12 above showed that 432 respondents (or 42.44% and a weighted 

frequency of 2,160 strongly agreed that peer officials in other MDAs did interfere 

with the commissions decisions on recruitment selection and placement while 204 

others representing 20.04% and a weighted of 816 simply agreed.  On this same 

issue, 180 respondents (or 17.68% and a frequency weight of 540) were undecided 
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while 108 (or 10.61% and a weighted of 216) and 94 (or 9.23% and a weighted 

frequency of 94) other sets disagreed and strongly disagreed respectively. 

With the mean weighted score of 3.76, it was taken that the peer officials 

from other MDAs interfered with the decisions of the Civil Service Commission 

on recruitment, selection and placement.   

Table 4.1.13 The state’s Civil Service Commission being subjected to 

 arbitrary bureaucratic controls /influences 

SA(5) A (4) U (3) D (2) SD (1)  Remark  

458(2290) 268 (1072) 92(276) 112(224) 88 (88)  

 

3.88 

Often subjected to 

arbitrary control 

/influences  
 
W=Fw 
         N 

 
2290+1072+ 276 + 224+ 88=      3,950 
 458+268+92 + 112 + 88              1018  

Source:  Researcher’s survey 2014 

On the question of the independence of the state’s Civil Service Commission 

from arbitrary influences of other agencies or persons, 458, 268, and 92 

respondents representing 44.98%, 26.33%, and 9.04% or weighted frequency of 

2290, 1072 and 276 strongly agreed, disagreed and undecided respectively while 

112 and 88 other sets of respondents representing 11.00% and 8.64% or frequency 

weights of 224 and 88 disagreed and strongly disagreed respectively.  The 

weighted mean (W) of 3.88 showed that the state’s Civil Service Commission 

was subjected to arbitrary bureaucratic control by other authority centres (e.g., 

office of the head of service. 
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Table 4.1.14.  Lack of adequate training facilities the Commission’s 

officials and those of the MDAs to update their knowledge 

on the staff procurement procedure in the state’s public 

Service. 

SA(5) A (4) U (3) D (2) SD (1)  Remark  

505(2525) 196 (784) 109(327) 109 (218) 99 (99)  

3.88 

No adequate training 

facilities  staff of Civil 

Service Commission 

or those of the MDAs 

W=Fw 
         N 

2525 + 784+ 327 +218+ 99  =      3,953 
 505+ 196 + 109 + 109 + 99         1,018  

Source:  Researcher’s survey 2014 

From table 4.1.14 above 505 and 156 respondents (representing 49.61% and 

1925% and weighted frequency of 2,525 and 784 strongly agreed and agreed 

respectively.  Of the remaining respondents, 109 (or 10.71% and a weighted 

frequency of 327) were undecided while 109 (or 10.71% and a weighted frequency 

of 218) and 99 others (or 9.72% and a weighted of frequency of 99) disagreed and 

strongly disagreed respectively.  With the weighted mean of 3.88, it was upheld 

that there was lack of adequate training facilities for the commission’s officials and 

those of the MDAs to update their knowledge on staff procurement procedures in 

the state’s public service.  
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Table 4.1.15 External influences on the posting, remuneration and 

discipline of the Commission’s officials impeded on the 

commission’s independence on employment decisions  

SA(5) A (4) U (3) D (2) SD (1)  Remark  

500(2500) 215 (860) 111(333)  102 (204) 90 (90)  

 

 

3.92 

External 

influences on the 

commission’s 

officials impeded 

on the decision 

 
 
W=Fw 
         N 

 
 
2500 + 860+ 333 + 204+ 90  =      3987 
 500+ 215 + 111 + 102 + 90          1,018  

Source:  Researcher’s survey 2014 

With reference to the responses on the table 4.1.15 above, 500 respondents 

representing 49.12% and a frequency weight of 2500 strongly agreed that external 

impeded on the commission’s decisions while 215 others for 21.12% and a 

weighted frequency of 860 simply agreed. 

On the same issue, 111 respondents (or 10.90% and a frequency weight of 

333) were undecided while 102 (or 10.00% and a weighted frequency of 204) and 

90 others (or 8.84% and a frequency weight of 90), disagreed and strongly 

disagreed respectively. 

Given the weighted mean (W) of 3.92, it was upheld that the external 

influences in the posting, remuneration and discipline of the commission official 

did impede on the commission’s independence on employment decisions. It was 

discovered in this study that while the management staff of the commission 

consisted of officials who were directly responsible to the state’s Head of Service 
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the chairman and members of the commission were directly answerable to the 

governor of the state.  This reality was a major limitation on the decision space of 

the commission.  It was further deduced from the interview that the state’s Civil 

Service Commission was just on a paltry monthly imprest like any other 

department of the state government. It has no other alternative funding (such as 

subvention or any special allocation), thus limiting its capacity to respond 

appropriately to some imperatives of its mandate.  

Table 4.1.16 Employment carried out were largely influenced by political 

affiliation of these candidates in the respective MDAs 

SA(5) A (4) U (3) D (2) SD (1)  Remark  

472(2360) 204 (836) 150 (450) 110 (220) 77 (77)  

3.87 

Employments were 

Politically 

motivated 

W=Fw 
         N 

2360 + 836 + 450 + 220 +77  =    3,943 
 472+204 + 150 + 110 + 77           1,018  

Source:  Researcher’s survey 2014 

From table 4.1.16 above, while 472 respondents (or 46.37% and a weighted 

frequency of 2360) were strongly of the view that employment carried out in their 

MDAs were politically influenced, 209 (or 20.53% and weighted frequency of 

836) simply agreed.  On the other hand, 150 respondents (or 14.73% and a 

weighted frequency 450) were undecided while 110 respondents (10.81% and a 

weighted frequency of 220) disagreed and 77 others (representing 7.56% and a 

weighted frequency of 77) strongly disagreed. 
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With the weighted mean (w) of 3.87, it was taken that the employments 

within the period under review were politically motivated.  While corroborating 

this position, the 22 interviewees (100%) agreed that there were accommodation 

crises in their MDAs.  While 18 (82%) blamed the problem on the population 

explosion of the civil service during the period under review, the remaining 

4(18%) blamed it on non-administrative influences on staff transfers and postings 

to the state head-quarters. 

Table 4.1.17 Ethnic connections played significant roles in the selection 

of candidates at the MDAs 

SA(5) A (4) U (3) D (2) SD (1)  Remark  

479 (2395) 240(960) 100(300) 105(210) 94(94)  

 

3.89 

Ethnic connection 

did Play 

significance roles 

in the selection of 

candidates at the 

MDAs   

 
W=Fw 
         N 

 
2395 + 960 + 300 + 210+ 94  =      3,959 
 479 + 240 + 100 +  105 + 94            1,018  

Source:  Researcher’s survey 2014 

In response to the statement on table 4.1.17 above, 479 respondents (or 

47.05% and a weighted frequency of 2395) and 240 others (or 23.58% and a 

weighted frequency of 960) strongly agreed and agreed respectively that ethnic 

connections played significant roles in the selection candidates at their respective 

candidates.  On this same issue, 100 respondents (or 9.82% and a weighted 

frequency of 300) were undecided while 105 (or 10.31% and a weighted frequency 
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of 210) and 94 others (or 9.23% and a weighted frequency of 94) disagreed and 

strongly disagreed respectively.  The weighted mean of 3.89 indicated employment 

by the respective MDAs were significantly influence by ethnic consideration (See 

appendix xv).  

Table 4.1.18 Family/friendship affinities did influence the resourcing 

decisions of the strategic officials in the respective MDAs. 

SA(5) A (4) U (3) D (2) SD (1)  Remark  

425(2125) 216(864) 181(543)  102(204) 94(94)  

3.76 

Family/friendship 

attitudes did 

influence 
W=Fw 
         N 

2125 + 864 + 543 + 204 + 94  =      3830 
425+ 216 + 181 + 102 + 94             1,018  

Source:  Researcher’s survey 2014 

On the question of the influence of the family/friendship affinities on the 

employment decisions on table 4.1.18, responses that while 425 respondents (or 

41.75% and a weighted  frequency of 2125) and 216 (or 21.22% and a weighted 

frequency of 864) strongly agreed and agreed respectively, 182 others (or 17.78% 

and a weighted frequency of 543) were undecided.  Of the remaining respondents, 

102  (or 10.02% and a frequency weight of 204) and 94 others (or 9.31% and a 

frequency weight of 94) disagreed and strongly disagreed respectively. 

Given the weighted mean (W) of 3.76, the statement as presented on table 

4.1.18 was upheld. Responses from the interview also revealed that those who 

influenced employment decisions did give priority attentions to their families 

friends and kinsmen to reduce their financial and moral obligations to them.  
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Table 4.1.19 The procedure (as described above) impeded on the 

consideration for the skills and knowledge deemed 

appropriate for the realization of the mandates of the 

MDAs 

SA(5) A (4) U (3) D (2) SD (1)   

506 (2530) 198 (792) 108 (324) 101 (202) 105 (105)  

3.88 

It did impede on the 

consideration for the 

appropriate 

realization of the 

MDAs mandates 

W=Fw 
         N 

2530 + 792+ 324 + 202 + 105 =       3,953 
 506  + 198 + 108 + 101 + 105           

1,018  

Source:  Researchers survey 2014 

From table 4.1.19, it was demonstrated that 506 respondents (or 49.71% and 

a weighted frequency of 2530) agreed that the employment procedure as practiced 

in their MDAs impeded on their consideration for the skills and knowledge 

considered appropriate for the realization of the mandates of their respective 

mandates while 198 others (or 19.45% and a weighted frequency of 792) just 

agreed.  Other expressed opinions included 108 (or 10.61% and a weighted 

frequency of 324; undecided 101 (or 9.92% and a weighted frequency of 202) 

disagreed; and 105 (or 10.31% and a weighted frequency of 105) strongly 

disagreed. 

From the above analysis, it was the opinion of this study that the procedure 

of employment as described above did impede on the consideration for the 
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knowledge and skills as deemed appropriate for the realization of the mandates of 

the respective MDAs. 

Further reflection on the facts on appendix xiii of this study showed that out 

of the 905 employees released on study leave between 2004 – 2009, 423 (or 47%) 

were for NCE/ND/certificate programmes; 290 (32%) were for degrees and 192 (or 

21%) were for professional courses.  By implication, the largest share of this 

distribution consisted of employees who needed additional knowledge above 

secondary level.  Beside the monetary cost of these trainings, these employees 

were paid their salaries which were based on their billable hours they never 

actually engaged in the services of their MDAs. 

The above fact was further substantiated by the analysis of the training 

schedules in the state civil service between 2004 and 2009 which reveals that 

training facilities were grossly inadequate. For instance, from table 4.2.3 (b) of this 

study, facts have emerged to show that of the planned 1,920 civil servants 

earmarked for training between 2004 and 2009 (877 for in-service and 1,043 for 

study leave), only 905 (47%) was actually approved. Of this number approved, 

only 173 (19%) were granted in-service facilities. From the remaining 732, 358 

(40%) were given study leave with pay while the remaining 347 (41%) were 

released on part time basis. The reason given by the Director of Establishment and 

Training was limited finance. 
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The procedures for selecting the beneficiaries of these facilities were 

arbitrary and ‘selectivistic’ as some of them did not have the requisite qualification. 

This fact was aptly reported in the findings of Sally Tibbot Consulting Ltd in 2009. 

According to this report, many of those who benefitted from these facilities 

(including overseas trainings) “were unconfirmed officers who are only on 

probation” (sic) (see Appendix XVI 206). 

Table 4.1.20  The process did compromise consideration for work 

attitude/psychological readiness of the candidates. 

SA(5) A (4) U (3) D (2) SD (1)   

472 (2360) 209 (836) 148 (444) 122 (244) 67 (67)  

 

3.88 

Work attitudes of 

candidates were 

compromised 
 
W =Fw 
          N 

 
2360 + 836+ 444 + 244 + 67 =       3951 
 472  + 209 + 148 + 122 + 67           1,018  

Source:  Researchers survey 2014 

On the issue raised on table 4.1.20 above, 472 respondents (or 46.37% and a 

frequency weight of 2360) strongly agreed while 209 others (or 20.53% and a 

frequency weight of 836) simply agreed that the process did compromise 

consideration for work attitudes/psychological readiness of the candidates 

employed.  Among other responses, 143 respondents representing 14.54% were 

undecided, 122 and 67 others representing 11.98% and 6.58% or frequency 

weights of 244 and 67 disagreed and strongly disagreed respectively.  Given the 

weighted mean score of 3.88, it was upheld that the respective MDAs did 
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compromise consideration for attitudes/psychological readiness of the candidates 

in their selection process. 

Table 4.1.21  The nature of the employment did allow inflow of 

employees above the absorptive capacities of the MDAs 

SA(5) A (4) U (3) D (2) SD (1)  Remark  

496 (2480) 221(884) 111 (333) 102 (204) 88 (88)  

3.92 

It allowed inflow 

of employees 

above the 

absorptive 

capacities of the 

MDAs  

W =Fw 
          N 

2480 + 884+ 333 + 204 + 88 =       3,989 
 496  + 221 + 111 + 102 + 88          1018  

Source:  Researchers survey 2014 

In response to the issue on table 4.1.21 above, 496 respondents representing 

48.72% and a frequency weight of 2480 strongly agreed that the nature of 

employment did allow inflow of employees above the absorptive capacities of the 

MDAs while 221 others representing 21.71% and a frequency weight of 884 

simply agreed.  On this same issue, 111 respondents or 10.90% and a frequency 

weight of 333 were undecided just as 102 and 88 others representing 10.02% and 

8.64% or frequency weights of 200 and 88 disagreed and strongly disagreed 

respectively.  Given the weighted mean score of 3.92, the study held that the nature 

of the employment did allow inflow of employees above the absorptive capacities 

of the MDAs. 
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Table 4.1.22  Employment of persons without requisite skills and 

knowledge had resulted in poor execution of jobs being paid 

for 

SA(5) A (4) U (3) D (2) SD (1)  Remark  

459 (2295) 267(1068) 92 (276) 104 (208) 96 (96)  

3.87 

Poor performance 

of the job being 

paid for 
W =Fw 
          N 

2295 + 1068+ 276 + 208 + 96 =       3,943 
 459  + 267 + 92 + 104 + 96             1018  

Source:  Researchers survey 2014 

  From table 4.1.22, 459 respondents (45.09% and a weighted frequency of 

2295) were strongly of the view that employment of persons without requisite 

knowledge and skills in their MDAs had resulted in poor execution of jobs being 

paid for while 267 (26.23% and a weighted frequency of 1068 just agreed.  92 

(9.04% and weighted frequency of 276) remained undecided and 104 and 96 others 

(10.22% and 9.43% and weighted frequencies of 208 and 96) disagreed and 

strongly disagreed respectively. With a weighted mean of 3.87, the study held that 

the employment of persons without requisite skills and knowledge had resulted in 

poor execution of jobs being paid for. 

 More facts had emerged from Sally Tibbot report of 2009 where some 

MDAs were alleged to have placed, posted or promoted some officers on the basis 

of “god-fatherism rather than qualification and experience”.  As contained on page 

206 of this report (see appendix xxi), the consultant lamented that “some 

supposedly junior officers have found their ways over and above those they met in 
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the service and who have better qualifications and experience”.  Beside the crisis 

of control these anomalies represented, it was a major draw-back to quality service 

delivery in the sector. 

Table 4.1.23  The Engagement of employees who had no prior interests 

for the job led to lack of enthusiasm and commitment 

SA(5) A (4) U (3) D (2) SD (1)  Remark  

480 (2400) 240(960) 98 (294) 103 (206) 97 (97)  

3.89 

Employees lacked 

enthusiasm and 

commitment   
W =Fw 
          N 

2400 + 960+ 294 + 206 + 97 =       3,989 
 480  + 240 + 98 + 103 + 97          1018  

Source:  Researchers survey 2014 

 From table 4.1.23 above, 480 respondents (47.15% and a weighted 

frequency of 2,400) strongly agreed that engagement of employees who had no 

prior interest for their jobs had led to lack of enthusiasm for and commitment to the 

job they were being offered while 240 others (23.58% and a weighted frequency of 

960) simply agreed.  Other responses were undecided (98), disagreed (103) and 

strongly disagreed (97). 

 With a weighted mean of 3.89, it was the position of this study that 

engagement of the employees who never demonstrated prior interests in the jobs 

they were offered had led to their apparent lack of enthusiasm and commitment. 

 In the course of this study, this researcher had encountered diverse forms of 

non-challant attitudes among the employees, ranging from resuming very late, 

closing early, loitering and unwarranted absenteeism, etc. 
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Table 4.1.24  Inadequacy of office accommodation had impeded on 

speedy completion of tasks by the officials 

SA(5) A (4) U (3) D (2) SD (1)  Remark  

425 (2125) 217(868) 180 (540) 101 (202) 95 (95)  

3.76 

Impeded speedy 

completion of 

tasks 

W =Fw 
          N 

2125 + 868+ 540 + 202 + 95 =       3,829 
 425  + 217 + 180 + 101 + 95          1018  

Source:  Researchers survey 2014 

 Table 4.1.24 above showed that 425 respondents (41.75% and a weighted 

frequency of 2125) strongly agreed that inadequacy of office accommodation had 

impeded on speedy completion of tasks while 217 others (21.32% and a weighted 

frequency of 868) simply agreed.  Other responses observed from the table 

indicated that 180 (17.68%) were undecided; 101 (9.92%) disagreed and 95 

(9.31%) strongly disagreed.  These represented weighted frequencies of 540, 2002 

and 95 respectively. 

 With the weighted mean of 3.76, it was held that inadequacy of office 

accommodation had impeded on the speedy execution of tasks by the officials of 

the understudied MDAs. 
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Table 4.1.25  Government’s inability to effect prompt payment of staff 

entitlements/benefits had resulted in frequent industrial 

crises and consequent loss of productive hours 

SA(5) A (4) U (3) D (2) SD (1)  Remark  

472 (2360) 209(836) 148 (444) 122 (244) 67 (67)  

3.88 

Frequent industrial 

crises and loss of 

man-hour 
W =Fw 
          N 

2360 + 836+ 444 + 244 + 67 =       3,951 
 472  + 209 + 148 + 122 + 67          1018  

Source:  Researchers survey 2014 

Responses as captured on table 4.1.25 indicated that 472 respondents 

(46.37% and a weighted frequency of 2360) were strongly of the opinion that 

government’s inability to promptly pay the staff benefits had resulted infrequent 

industrial crises and consequent loss of productive hours while 209 others (20.53% 

and a weighted frequency of 836) just agreed.  Other opinions expressed on this 

issue showed that 148 respondents (14.54%) were undecided; 122 (11.98%) 

disagreed and 67 (6.58%) strongly disagreed. 

Given the weighted mean of 3.88, it was held that government’s inability to 

effect prompt payment of staff benefits had resulted in frequent industrial crises 

and consequent loss of productive hours. 

As captured in appendix xv, the organized labour in the state had issued a 

number of letters, bulletins and circulars to the state government, workers and 

other relevant stakeholders on cumulated grievances, ranging from non-payment of 

monthly salaries, leave and other special allowances and non-implementation of 
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the National Minimum Wage, etc (see bulletins No 29 of 8th August 2007, 032 of 

29th August 2007 and the letter to the governor dated 4th February 2008 under 

appendix xx). 

While in some cases, ultimatums were issued with their attendant palpable 

industrial tensions, outright strikes were declared at some other instances to press 

home such demands.  The man hour losses under the circumstances as described 

above were enormous. 

Table 4.1.24  Employees’ disloyalty to constituted authorities had 

impeded on prompt responses to lawful orders by 

subordinates 

SA(5) A (4) U (3) D (2) SD (1)  Remark  

506 (2530) 198(792) 108 (324) 100 (200) 106 (106)  

 

3.88 

Impeded on 

prompt response 

to lawful orders 

by subordinate 

 
W =Fw 
          N 

 
2530 + 792+ 324 + 200 + 106 =       3,952 
506  + 198 + 108 + 100 + 106          1018  

Source:  Researchers survey 2014 

 From table 4.1.26 above, 506 respondents (49.71% and a weighted 

frequency of 2530) strongly of the view that employees disloyalty to constituted 

authorities had impeded on prompt responses to lawful orders in the respective 

MDAs while 198 others (19.45% and a weighted frequency of 792) simply agreed.  

Of the remaining respondents, 108 (10.61%) were undecided; 100 (9.82%) 

disagreed and 106 (10.41%) strongly disagreed.  With the weighted mean of 3.88, 
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it was held that employees disloyalty to constituted authorities impeded on prompt 

responses to lawful orders. 

 Responses from the interviews further revealed that most employees brought 

in through informal connections felt more protected or shielded by the forces that 

brought them in.  Accordingly, they felt they owe their stays in these organizations 

to such individuals or groups, even in matters of what instruction to carry out, how 

and when.  This protected insubordination significantly impeded on the tradition of 

discipline and flow of authorities and responsibilities in the public service system. 

Table 4.1.27  Employees obvious training needs led to increased training 

costs (including loss of productive hours) 

SA(5) A (4) U (3) D (2) SD (1)  Remark  

496 (2480) 221(884) 111 (333) 101 (202) 89 (89)  

 

3.92 

Employees 

training needs 

led to increase 

training costs 

 
W =Fw 
          N 

 
2480 + 884+ 333 + 202 + 89 =       3,988 
496  + 221 + 111 + 101 + 89          1018  

Source:  Researchers survey 2014 

 From table 4.1.27, 496 respondents (48.72% and a weighted frequency of 

2480) strongly agreed that the obvious training needs occasioned by defective 

procedures had led to increased training costs while 221 others (21.71% and a 

weighted frequency of 884) agreed.  On the same issue, 101 (9.92%) disagreed, 89 

(8.74%) strongly disagreed and 111 (10.90%) were undecided. 
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 The weighted mean of 3.92 indicated that the increased training needs 

occasioned by the compromises in the resourcing procedures had led to increase in 

the training costs in the state’s public service. 

 As indicated on appendix xvi: 206, so pressing was the training needs of the 

employees, that some were actually released to proceed on these programmes had 

not been confirmed as required by the civil service tradition. 

 Further findings indicated that some who were employed were actually in 

school at the time they were appointed into their respective posts.  Even though 

such persons were immediately pay-rolled, they were said to have been given 

special permissions to complete their respective courses of study before the 

resumed.  This was considered a waste by this researcher because there were many 

who already had these qualifications and experiences to fit into such posts. 

4.2 Test of Hypotheses 

In this section, the three propositions of the study were subjected to the test 

of reality.  Here the average mean weight (W) of each set of six items meant to 

address each of the hypotheses was used to accept or reject each of the 

prepositions.  To start with, the table of each set of items and their corresponding 

responses was been constructed from the analyses in chapter four (tables 4.1.4 – 

4.1.27).  Their level of relationship was further tested, using the Pearson product 

moment correlation co-efficient (see formular as stated in 3.7 above) 
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Tables 4.2.1(a) Hypothesis I 

On the proposition that manpower resourcing in the state was not done in 

strict compliance with the extant rules and procedures, the responses were 

generated from the fielded questions. 
No ITEMS SA(5) A(4) U(3) D(2) SD(1) FW 

  N 
 

1. No regular personnel 
auditing and declaration 
of vacancies on the 
basis of capacity gap 

458 
(2290) 

268 
(1072) 

92 
(276) 

104 
(542) 

96 
(96) 

 
3,942 
1,018 

 
3.87 

2 Candidates had no 
equal access to 
employment 
information  

479 
(2395) 

240 
(960) 

100 
(300) 

104 
(208) 

95 
(95) 

 
3,958 
1,018 

 
3.89 

3. Selection on the basis 
of performance and 
fitness 

425 
(2125) 

216 
(864) 

180 
(540) 

102 
(204) 

95 
(95) 

 
3,828 
1,018 

 
3.76 

4. Politicians did interfere 
with  the employment 
guidelines at the  
MDAs 

504 
(2530) 

198 
(792) 

108 
(324) 

220 
(200) 

106 
(106) 

 
3,952 
1,018 

 
3.88 

5. Bureaucrats did 
manipulate the process  
in favour of  their 
candidates 

472 
(2360) 

209 
(836) 

150 
(450) 

116 
(232) 

71 
(71) 

3,951 
1,018 
 

 
3.88 

6. No consideration of the 
needs and carrying 
capacity of the MDAs 

500 
(2500) 

215 
(860) 

111 
(333) 

102 
(204) 

90 
(90) 

3,987 
1,018 
 

 
3.92 

Source:  Researcher’s survey 2014 
 
AW  =  3.87 + 3.89 + 3.76 + 3.88 + 3.88 + 3.92  = 23.20  = 3.87 
                                               6                                      6 

From table 4.2.1(a) above, six items were fielded to address the issue of 

regularity of procedure among the sampled public service organizations.  The 

issues raised included the regularity of staff auditing, objective declaration of 

vacancies, sufficient advertisement of vacancies, selection of candidates on the 
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basis of technical competence, non-interference of political class on the MDAs and 

the civil service commission and consideration of the MDAs needs and carrying 

capacities.  Analyses of the responses have shown serial violation of every step of 

the procedure at an average weighted mean of 3.87.  From our standing decision 

rule, the hypothesis one which stated that ‘the process of manpower resourcing in 

the state public service was not in strict compliance with the extant rules and 

procedures was thus accepted.   

To further validate this position were the facts that emerged from table 4.2.1 

(b) below: 

Table 4.2.1(b) 
ANALYSIS OF STAFFING BEHAVIOUR OF THE SELECTED MDAs IN KOGI STATE 
(2004-2009) 

S/N 
 
 
 
 

MINISTRIES AGENCIES 
DEPARTMENTS (MDAs) 

TOTAL NO 
OF STAFF 
BEFORE 

2004 

TOTAL NO 
STAFF 
RECRUITED 
BETWEEN 
2004-2009 

APPROVAL 
STATUS 

EXCESS TO 
RETIRE 

REPLACEMENT FOREGERIES 
ANOMALIES IN 
GRADED FILES 

NO PERMANENT 
PENSONABLE NO 

FIRST 
APPOINTMENT 

LETTERS/ 
CONFIRMATION 

DEAD/DISMASSED/ 
GHOST 

 

1 ACCOUNTANT 
GENERAL 

623 84 - 84 - - - - - 

2 HEAD OF  
SERVICE 

381 190 - 190 - - - - - 

3 SANITATION/WASTE 
MANAGEMENT 
BOARD 

346 295 50 245 40 - 35 - 42 

4 MINISTRY OF  
HEALTH 

292 82 - 82 14 - - - - 

5 CIVIL SERVICE 
COMMMISSION 

66 23 - 23 05 - - - - 

6 MINISTRY OF 
EDUCATION 

546 25 - 25 11 - 48 - - 

7 MINISTRY OF 
ENVIRONMENT 

242 64 - 64 - - - - - 

8 HOSPITAL MGT 
BOARD 

2,294 506 - 506 379 - - - 113 

9 TEACHING SERVICE 
COMMISSION 

4,345 707 - 707 394 510 - 85 3 

10 SCIENCE, TECH, TECH 
EDUCATION  BOARD 

841 305 - 305 124 - - - 4 

11 MINISTRY OF WORKS 
AND HOUSING 

474 76 - 76 165 - - - 99 

 TOTAL  
 

10460 2357 50 2307 1132 510 83 85 261 

SOURCE: EXTRACTED FROM SALLY TIBBOT REPORT 2009 
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From this table, the eleven understudied MDAs had recruited a total of 2,357 

employees between 2004 and 2009 with none, except Kogi state sanitation and 

Waste Management Board that had an approval. Even this agency that had the 

approval to recruit only 50 employees overshot its limit by 245 slots as it recruited 

a total of 295 employees. 

It was observed from the table too that these MDAs had still accommodated 

on their payrolls, a total of 1,132 officers that ought to have retired from service as 

well as 261 others who were supposed to have died or dismissed. It was 

demonstrated on this table that Kogi State Teaching Service Commission (TSC) 

had added extra 510 employees to its staff list through “replacement” while 

another 85 others had no permanent and pensionable appointments or first 

appointments or confirmation of appointment e.t.c. 

Out of the 83 cases of forgeries and anomalies in the employees’ graded 

files, 35 came from Kogi State Sanitation and Waste Management Board while the 

remaining 48 came from Ministry of Education. 

The observed anomalies here include the following: 

i. Employments were done without approval; 

ii.  Vacancies were neither declared nor advertised for competitive application 

and selection; 

iii. Unqualified persons (e.g. supposed retirees) were retained in services; and  
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iv. People were on the pay roll of the government without appointment letters. 

 All these happened at the level of the MDAs as a result of “collaborations” 

of some Chief Executives of organizations with some permanent secretaries and 

directors (see also appendix xvi p. 206). 

Added to the above scenario were the rampant cases of inter-services 

transfer which some of the MDAs had to condone even under practical realities of 

capacity gaps in their organizations. 

In STTEB for instance, appendices XII (a) and (b) showed that in its 30 

science secondary schools and technical colleges spread across the state, 11 had no 

Physics teachers, 3 had no Mathematics, 2 had no English and Mathematics, 3 had 

no Chemistry and 5 had no Biology teachers. 

It was further alarming to note some extreme cases at GSSS Abejukolo 

which had no teachers in Mathematics, Physics, Chemistry and Biology; ST 

Charles Ankpa which had no Chemistry and Biology and Akutupa which had no 

English, Mathematics and Physics. 

Despite the above stated realities, the same STTEB schools had, between 

2004 and 2009, lost a total of 281 teaching staff to other agencies as follows: 

Accountant general’s office (74); Head  of services (66); Auditor general (32); 

Ministry of works (56); Water Board (30); and Directorate of Rural Development 

(DRD) (23). 
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Interaction with the relevant sources of the Board indicated that every of 

such request was accompanied with note from either a powerful politician or an 

influential bureaucrat. Under such circumstances; both the originating and 

destination MDAs and the Civil Service Commission had no option but to comply. 

Table 4.2.2(a) Hypothesis II 

On whether or not Kogi State Civil Service Commission was effective in the 

enforcement of manpower resourcing guidelines among the MDAs in the 

state, the following responses indicated the contrary 

No ITEMS SA(5) A(4) U(3) D(2) SD(1) FW 
  N 

 

07. Civil Service Commission 
not involved at the critical 
stages of the selection 
process of the MDAs level 

 
459 
 
(2290) 

 
268 
 
(1072) 

 
92 
 
(276) 

 
104 
 
(208) 

 
96 
 
(96) 

 
 
3,942 
1018 

 
 
 
3.87 

08 Politicians did interfere with 
the decisions of the Civil 
Service Commission 

506 
 
(2530) 

198 
 
(792) 

108 
 
(324) 

106 
 
(212) 

100 
 
(100) 

 
3,958 
1018 

 
 
3.89 

09. Peer officials of other 
agencies did interfere with 
the decisions of the Civil 
Service Commission 

 
432 
 
(2160) 

 
204 
 
(816) 

 
180 
 
(540) 

 
108 
 
(216) 

 
94 
 
(94) 

 
 
3,826 
1018 

 
 
 
3.76 

10. The state’s Civil Service 
Commission being subjected 
to arbitrary bureaucratic 
influences/control 

 
458 
 
(2290) 

 
268 
 
(1072) 

 
92 
 
(276) 

 
112 
 
(224) 

 
88 
 
(88) 

 
 
3,950 
1018 

 
 
 
3.88 

11. Lack of adequate training 
facilities for the Commission 
officials and those of the 
MDAs for updates on 
resourcing procedures 

 
 
505 
 
(2525) 

 
 
196 
 
(784) 

 
 
109 
 
(327) 

 
 
109 
 
(218) 

 
 
99 
 
(99) 

 
 
 
3,953 
1018 

 
 
 
 
3,88 

12. The external influences on 
the commission did impede 
on the commission’s 
independence 

500 
 
(2500) 

215 
 
(860) 

111 
 
(333) 

102 
 
(204) 

90 
 
(90) 

 
3,987 
1,018 

 
 
3.92 

Source:  Researcher’s survey 2014 
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AW   =  3.87 + 3.89 + 3.76 + 3.88 + 3.88 + 3.92 
        6    

=  23.20        =     3.87    
       6           

On the capacity of the State’s Civil Service Commission to effectively 

enforce the extant rules and procedures of manpower resourcing among the MDAs 

in the state, questions on the monitoring activities of the commission, its 

independence and capacity building programmes e.t.c. were raised on table 

4.2.2(a).  At an average weighted mean of 3.87 as shown on table 4.2.2(a), it was 

held that Kogi State Civil Service Commission was not effective in the 

enforcement of personnel resourcing guidelines among the MDAs in the state.  By 

implication, the hypothesis was upheld as presented. 

While the above represented the opinion of the respondents, other sets of 

facts generated from the civil service commission have significantly validated the 

level of political/administrative influences Kogi State Civil Service Commission 

was subjected to. 
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 Table 4.2.2 (b) 

DIRECT RECRUITMENT EXCERCISES CARRIED OUT BY 

KOGI STATE CIVIL SERVICE COMMISSION (CSC), LOKOJA ON APPROVAL AND 
DIRECTIVE OF HIS EXCELLENCY (2004-2014)   

SOURCES: KOGI STATE CIVIL SERVICE COMMISION 2014 

NAME OF MDA 2004 2005 2006 2007 2008 2009 2010 2011 2012 2013 2014 

Head of  
Service  

   43     16   

House of  
Assembly 

  3 36  17     10 

Ministry of  
Health  

        18  34 

Ministry of Works  
and Housing 

  44 15   51     

Ministry of 
 Justice 

        5   

ADP 
 

      7     

SSG 
 

     1    1  

Ministry of  
Agric  

          3 

Road Maintenance 
Agency 

          10 

Total 
 

  47 94  18 58  39 1 257 



  

The above table showed that the 159 employees recruited by the Civil 

Services Commission between 2004 and 2009 were “genuine” only to the 

extent that they were carried out upon the approval of the state governor. It 

is however proper to still point out that there was this common denominator 

of procedural abuse. For instance, the civil services commission merely 

carried out this function as a response to top-downward executive directives 

from His Excellency via the office of the Head of Service rather than the 

need-based bottom-up requests initiated from the respective MDAs through 

the Civil Service Commission.  Accordingly, there were no formal 

declaration of such vacancies nor advertisements for such posts; no 

collection and short listing of applications; and no interview was conducted 

nor any objective selection procedure followed. What the Civil Service 

Commission only did under the above circumstances was to merely 

‘formalize’ the appointment and posting through appropriate letters for 

documentation purpose. 

Here, the political class (represented by the governor) and the 

administrative hierarchy (represented by the Head of Service) have 

demonstrated enormous control over the civil service commission. 

  



  

Table 4.2.3(a) Hypothesis III 

On the proposition that the interferences of non-administrative 

(political, religions, ethnic and family) factors on manpower resourcing 

procedure in Kogi State Public Service 2004 – 2009 did not impede on 

the quality of procured personnel, the following responses were 

obtained.  

No ITEMS SA(5) A(4) U(3) D(2) SD(1) FW 
  N 

 

13. Employment carried out 
were largely influenced 
by political affiliation of 
the candidates 

472 
(2360) 

209 
(836) 

 150 
(450) 

110 
(220) 

77 
(77) 

3,943 
1018 

 
3.87 

14. Ethnic connections played 
significant roles in the 
selection of candidates at 
the MDAs 

479 
(2395) 

240 
(960) 

100 
(300) 

105 
(210) 

94 
(94) 

3,959 
1018 

 
3.89 

15. Family/friends affinities 
did influence the 
resourcing decisions of 
the strategic officials in 
the respective MDAs 

425 
(2125) 

216 
(864) 

181 
(543) 

102 
(204) 

94 
(94) 

3,830 
1018 

 
3.76 

16. The procedure impeded 
on the consideration for 
the skills and knowledge 
deemed appropriate for 
the realization of the 
mandates of the MDAs 

506 
(2530) 

198 
(792) 

108 
(324) 

101 
(202) 

105 
(105) 

3,953 
1018 

 
3.88 

17. The process did 
compromise the 
consideration for work 
attitudes/psychological 
readiness of the 
candidates 

472 
(2360) 

209 
(836) 

148 
(444) 

122 
(244) 

67 
(67) 

 
3,951 
1018 

 
3.88 

18. The nature of the 
employment did allow 
inflow of emp0loyees 
above the absorptive 
capacities of the MDAs 

496 
(2480) 

221 
(884) 

111 
(333) 

102 
(204) 

88 
(88) 

3,989 
1018 

 
3.92 

Source:  Researcher’s survey 2014 

 



  

AW  =  3.87 + 3.89 + 3.76 + 3.88 + 3.88 + 3.92 =  23.20  =  3.87 
                   6        6 

On whether or not the interferences of the non-administrative 

variables in the resourcing procedures impeded on the quality of procured 

personnel in the services of the state government, questions raised as shown 

on table 4.2.3(a) included the extent at which political ethnic, family had 

influenced the resourcing decisions of the respective MDAs and how these 

had impeded on the considerations for relevant skills, attitudes and 

knowledge of the candidates as well as the absorptive capacities of the 

MDAs. 

To these issues, the respondents largely disagreed with the claims that 

interferences of non-administrative factors in the resourcing process did not 

impede on the quality of procured personnel at an average weighted mean of 

3.86.  The hypothesis as proposed was thus rejected and its alternative which 

held that interferences of non-administrative factors on manpower 

resourcing procedure in Kogi State Public Service, 2004 – 2009 did impede 

on the quality of procured personnel was adopted.    

More evidences that emerged to support the above fact were the 

recurrent industrial face offs between the state government and the 

organized labor within the period under review as a result of inability of the 

state government to effectively accommodate the basic needs and legitimate 



  

demands of the state workers as contained in appendix xv.  For instance, in 

bulleting numbers 29 of 8th August 2007, number 32 of 29th August 2007, 

number 33 of 3rd September 2007, 16th November 2009, number 002 of 17th 

November 2009, and number 001 of 6th January 2010 had harped on non-

implementation of minimum wage and some special allowances such as 

HATISS and weigh-in allowances for Health and Radio, Television and  

Theatre Arts workers, non-payment of leave allowances, promotion and 

incremental steps to all workers; and irregular payment of salaries. 

In addition to a letter jointly written to His Excellency, the executive 

governor of Kogi state by the Joint Public Service Negotiation Council on 

4th February 2008, describing the above grievances as “unresolved issues 

with the state government”, bulleting number 3 of 28th February 2011 

released by the  NLC/TUC/JPSNC, simply described 2009  as the most 

turbulent year for workers ever since the creation of Kogi state. 

The inability of the state government to cope with financial burden of 

these legitimate demands was demonstrated in its resort to recurrent 

retrenchment threats (as contained in bulletin No. 032 of 29th August 2007 

and No. 003 of 2nd April 2008), frequent and prolonged screenings (as 

contained in bulletin No. 033 of 3rd September 2007 and bulletin No. 005 of 

21st July 2009) and actual retrenchment (as contained in the letter to the 



  

chairman National Joint Public Service Negotiating Council, Abuja by the 

Kogi state chapter of Joint Public Service Negotiating  Council dated 9th July 

2009) where it was alleged that “more than 50% of the workforce in Kogi 

state have either been retrenched or retired” (sic). (see appendix xv). 

Analysis of training in Kogi state civil service between 2004 and 2009 

on table 4.2.4 (c) below clearly demonstrated the wide gap between the 

training needs and the available opportunities (facilities). 

TABLE 4.2.3 (b) 

ANALYSIS OF TRAINING AND SPONSORSHIP IN KOGI STATE CIVIL 

SERVICE (2004-2009) 
YEAR PLANNED 

IN SERVICE 

PLANNED 

STUDY 

LEAVE 

WITH PAY 

TOTAL APPROVED IN 

SERVICE 

APPROVED 

STUDY 

LEAVE WITH 

PAY 

PART-

TIME 

TOTAL 

2004 132 163 295 32 43 35 110 

2005 110 140 250 18 62 45 125 

2006 115 155 270 27 56 57 140 

2007 145 170 315 24 59 72 155 

2008 185 200 385 30 66 84 180 

2009 190 215 405 42 72 81 195 

TOTAL 877 1043 1920 173 358 374 905 

Source: Department of Establishment and Training, Office of the 
Head of Service, Lokoja  
 

From the above table, the planned in-service training between 2004 

and 2009 was 877 employees while that of study leave with pay was 1043. 



  

Of the total planned sponsorship of 1920 public servants between 2004 and 

2009, only 905 (47%) applications were approved at 173 (19%) for in 

service, 358 (40%) for study leave and 374 (41%) for part time.  Here, not 

only had the government pruned the number of beneficiaries of training 

incentives but had equally shifted the burden of trainings to the workers 

themselves. 

The above facts put together validated the earlier position of Aganga 

in Ogidan (2011:8) which held that lack of procedural regularity in 

manpower resourcing in the Nigerian public Service system has given rise to 

costly over-population crisis in the system, burgeoned labour costs, recurrent 

industrial crises and increased workers’ apathy and consequent withdrawal 

attitudes (see page 4 of this work). 

Table 4.2.4(a) Hypothesis iv 

Defects in manpower resourcing process had no positive relationship 

with manpower utilization deficit in the state’s public service  

No ITEMS SA(5) A(4) U(3) D(2) SD(1) FW 
  N 

 

19. Employment of persons 
without requisite 
qualification resulted in 
poor execution of jobs 

459 
(2295) 

267 
(1068) 

 92 
(276) 

104 
(208) 

96 
(96) 

3,943 
1018 

 
3.87 

20. Engagement of persons 
who had no prior interests 
of the job led to lack of 
enthusiasm and 
commitment 

480 
(2400) 

240 
(960) 

98 
(294) 

103 
(206) 

97 
(97) 

3,957 
1018 

 
3.89 

21. Inadequate office 425 217 180 101 95 3,829  



  

accommodation had 
impeded on speedy 
completion of tasks 

(2125) (868) (540) (202) (95) 1018 3.76 

22. Inability to promptly pay 
the staff entitlements/ 
benefits had resulted in 
industrial crises/loss of 
productive hours 

472 
(2560) 

209 
(836) 

148 
(444) 

122 
(244) 

67 
(67) 

3,951 
1018 

 
3.88 

23. Disloyalties to constituted 
authorities had impeded 
on prompt responses to 
lawful orders 

506 
(2530) 

198 
(792) 

108 
(524) 

100 
(200) 

106 
(106) 

 
3,952 
1018 

 
3.88 

24. Increased training needs 
led to increased training 
costs (including 
productive hours 

496 
(2480) 

221 
(884) 

111 
(333) 

101 
(202) 

89 
(89) 

3,988 
1018 

 
3.92 

Source:  Researcher’s survey 2014 

 
 
AW   = 3.87 + 3.89 + 3.76 + 3.88 + 3.88 + 3.92  =  23.20 
     6    6 
      = 3.87   

In testing the (cause and effect) relationship between defects in 

manpower resourcing procedures and utilization in the state public service, 

the questions raised on tables 4.1.22 – 4.1.27 were examined.  The analysis 

indicated that the haphazard employment procedures which led to the 

employment of persons without requisite qualifications had resulted in poor 

execution of jobs at a weighted frequency of 3.87; the engagement of 

persons who never demonstrated prior interests in the job had resulted in 

lack of enthusiasm and commitment on the job at a weighted mean of 3.89; 

the consequent inadequacy of office accommodation occasioned by arbitrary 

employments did impede on the speedy completion of tasks at a weighted 



  

mean of 3.76; inability of the system to promptly pay the staff’s entitlements 

and benefits as a result of employment without regards to the carrying 

capacities of the MDAs had resulted in frequent industrial crises at a 

weighted mean of 3.88; disloyalties of employees to constituted authorities 

as a result of their loyalties to their god-fathers had impeded on prompt 

responses to lawful orders at a weighted mean of 3.88; and increased 

training needs occasioned by employment of those who were not technically 

and psychologically ready for their jobs led to increased training costs (in 

form of financial burden and lost time) at a weighted mean of 3.92. 

The average weighted mean (AW) of the examined responses stood 

at 3.87 and given the decision bench mark of this study, the hypothesis as 

stated above was rejected.  The alternative which held that defects in 

manpower resourcing procedures had a positive relationship with the quality 

of manpower utilization was adopted. 

To further test the relationships between the manpower resourcing defects 

on the manpower utilization, the weighted frequencies on tables 4.2..2(a) 

were paired against those in table 4.2.1(a)(y); 4.2.1(a)(x) were paired against 

those on table 4.2.3(a) (y); those on table 4.2.1(a)(x) were paired against 

those on table 4.2.4(a) (y); and those on table 4.2.3(a) (x) were paired 



  

against those on table 4.2.4(a)(y) as follows, Using Pearson Product 

Moment’s Correlation Co-efficient.  

 NΣxy - Σx Σy 

r   =  [NΣx2-(Σx)2] [NΣy2-(Σy)2] 

The closer ‘r’ is to +1, the stronger the linear relationship between x 

and y and the closer is r to -1, the stronger the dispersion between x and y. 

Table 4.2.4(b)(i) –  Relationship between the strength of the State’s 

Civil  Service Commission and the character of 

manpower  resourcing at the MDAs 

Table 4.2.4(b)(ii)  –  Relationship between the character of the 

resourcing     procedures at the MDAs and quality 

of procured      manpower 

Table 4.2.4(b)(iii) –  Relationship between the character of the 

resourcing procedure at the MDAs level and 

manpower utilization  

Table 4.2.4(b)(iv) –  Relationship between consideration of non-

administrative factors and the quality of manpower 

utilization 

Table 4.2.4(b)(i) The strength of Civil Service Commission and 
the character of manpower resourcing at the 
MDAs 

S/N X Y X2 Y2 XY 



  

1 

2 

3 

4 

5 

6 

3942 

3958 

3826 

3950 

3953 

3987 

3942 

3958 

3928 

3952 

3951 

3987 

15539364 

15665764 

14638276 

15602500 

15626209 

15896169 

15539364 

15665764 

15429184 

15618304 

15610401 

15896169 

15539364 

15665764 

15028528 

15610400 

15618303 

15896169 

 ΣX = 

23616 

ΣY = 

23718 

ΣX2 = 

92968282 

ΣY2 = 

93759186 

ΣXY = 93358528 

Source:  Researcher’s survey 2014 

n = 6,  

     r =           nΣx – (Σx) (Σy) 

  [(nΣx2) - (Σx)2] (nΣy2 - (Σy)2]   

     r =  6(93358528) – (23616) (23718) 

  [6(92968282) - (23616)2] [6(93759186) - (23718)2] 

     r =         560151168 – 560124288 

  (557809692 – 557715456)(562555116 – 562543524)  

       =         26880        
  (94236 x 11592)                   

           =             81758        
  1.118713847 x 1010              

      =      26880 
  33051.2286    

      =    0.8133 

 From the analysis on table 4.2.4(b)(i), there was a strong linear 

relationship between the strength (independency and capacity) of the State’s 



  

Civil Service Commission and the Character of manpower resourcing at the 

MDAs at 0.81.  In other words, he less assertive the State Civil Service 

Commission is at enforcing the employment guidelines, the less the 

compliance rate of the MDAs with the employment guidelines.  This 

validated the position of Hirsch (2011) which held that violation of rules 

only become less attractive among state institutions if their personnel are 

sure that apprehension is certain an sanction are immediate and severe. 

Table 4.2.4(b)(ii) Relationship between the character of the resourcing 

procedure at the MDAs and the quality of manpower 

recruited 
S/N X Y X2 Y2 XY 

1 

2 

3 

4 

5 

6 

3942 

3958 

3828 

3952 

3951 

3987 

3943 

3959 

3830 

3853 

3951 

3989 

15539364 

15665764 

14653584 

15618304 

15610401 

15896169 

15547249 

15673681 

14668900 

14845609 

15610401 

15912121 

15543306 

15669722 

14661240 

15227056 

15610401 

15904143 

 ΣX = 

23618 

ΣY = 

23525 

ΣX2 = 

92983586 

ΣY2 = 

92257961 

ΣXY = 92615868 

Source:  Researcher’s survey 2014 

n = 6, ΣX = 23618, ΣY = 23525, ΣX2 = 92983586, ΣY2 = 92257961 and ΣXY = 

92615868 

     r =        nΣx – (Σx) (Σy) 



  

  [(nΣx2) - (Σx)2] (nΣy2 - (Σy)2]   

     r =  6(92615868) – (23618) (23525) 

  [6(92983586) - (23618)2] [6(92257961) - (23525)2] 

     r =         555695208 – 555613450 

  (557901516 – 557809924)(553547766 – 553425625)  

       =         81758        
  (91592)(122141)                   

       =         81758        
  1.118713847 x 1010              

      =      81755 
  105969.72   =   0.7730 

      =  0.77 

 Table 4.2.4(b)(ii) above showed a strong linear relationship between 

the character of resourcing procedures at the MDAs and the quality of 

manpower acquired by the State’s public service at 0.78 coefficient.  By 

implication, the validity of manpower resourcing procedures results in 

corresponding (high) quality of employees and vice-vase.  In the case of 

Kogi State, the result of the inconsistent process of staff procurement had 

resulted in the acquisition of poor quality of staff between 2004 and 2009.  

This result has validated the position of Denhart and Denhart (2003) that 

compromises in the manpower procurement process in developing countries 

have resulted in the employment of less talented and committed workforce 

in their institutions.   



  

Table 4.2.4(b)(iii) The relationship between the character of the 

resourcing procedure at the MDAs and manpower 

utilization 

S/N X Y X2 Y2 XY 

1 

2 

3 

4 

5 

6 

3942 

3958 

3828 

3952 

3951 

3987 

3943 

3957 

3829 

3851 

3952 

3988 

15539364 

15665764 

14653584 

15618304 

15610401 

15896169 

15547249 

15657849 

14661241 

15610401 

15618304 

15904144 

15543306 

15661806 

14657412 

15614352 

15614352 

15900156 

 ΣX = 

23618 

ΣY = 

23620 

ΣX2 = 

92983586 

ΣY2 = 

92999188 

ΣXY = 92991384 

Source:  Researcher’s survey 2014 

 

n = 6, ΣX = 23618, ΣY = 23620, ΣX2 = 92983586, ΣY2 = 92999188 and ΣXY = 

92991384 

     r =        nΣx – (Σx) (Σy) 

  [(nΣx2) - (Σx)2] (nΣy2 - (Σy)2]   

     r =  6(92991384) – (23618) (23620) 

  [6(92983586) - (23618)2] [6(92999188) - (23620)2] 

         r =         557948304 – 557857160 

  (557901516 – 557809924)(557995128 – 557904400)  

       =         91144        
  (91592)(90728)                   

       =         91144        
  8309958976              

      =    91144 



  

  91158.97639 

      =  0.9998   

   :. r =    0.9998         =  0.99    

 Table 4.2.4(b)(iii) above indicated a very high positive linear 

relationship between the character of the resourcing procedures and 

manpower utilization at 0.99 coefficient.  This was interpreted to mean that 

the defect in the process at the MDAs did activate those factors that impeded 

on efficient utilization of manpower resource (e.g. congestion of offices, 

motivation failures and protracted industrial crises, etc.).  This validated the 

positions of El-Rufai (2003) and Arukwu (2003) that the failures in the 

Nigerian public institutions like the courts, the police, the armed forces, and 

educational institutions were occasioned by engagement of those who had 

no business (quality) of being there. 

 In Kogi State, Sally Tibbot report of 2009 cited cases of employees 

who at screening could neither describe their schedules nor their formal 

relationships with their supposed Heads of Departments/Units.  These raised 

the fundamental questions of their employability and usability.  

Table 4.2.4(b)(iv) Relationship between the consideration for non-

administrative factors and the utilization deficit 

S/N X Y X2 Y2 XY 



  

1 

2 

3 

4 

5 

6 

3943 

3959 

3830 

3953 

3951 

3987 

3943 

3957 

3829 

3851 

3952 

3988 

15547249 

15673681 

14668900 

15626209 

15610401 

15896169 

15547249 

15657849 

14661241 

15610401 

15618304 

15904144 

15547249 

15665763 

14665070 

15618303 

15614352 

15900156 

 ΣX = 

23623 

ΣY = 

23620 

ΣX2 = 

93022609 

ΣY2 = 

92999188 

ΣXY = 93010893 

Source:  Researcher’s survey 2014 

n = 6, ΣX = 23623, ΣY = 23620, ΣX2 = 93022609, ΣY2 = 92999188 and ΣXY = 

93010893 

     r =        nΣx – (Σx) (Σy) 

  [(nΣx2) - (Σx)2] (nΣy2 - (Σy)2]   

     r =  6(93010893) – (23623) (23620) 

  [6(93022609) - (23623)2] [6(92999188) - (23620)2] 

     r =         558065358 – 557975260 

  (558135654 – 558046129)(557995125 – 557904400)  

       =         90098        
  (89525)(90728)                   

       =         90098        
  8122424200              

      =      90098 
  90124.49279 

      =  0.9997   

   :. r =    0.9997 



  

 Table 4.2.4(b)(iv) above showed a very strong linear relationship 

between the consideration of non-administrative factors (ethnic, political, 

family and religious) in the employment decisions and manpower utilization 

by the MDAs.  The 0.99 coefficient above indicated that if the employment 

decisions are value free, such conditions which impede on the productivity 

space would be minimized.  This validated the position of Salisu (2001) in 

Ogunrotifa (2015) and Dillman in Ikeanyibe (2009), that effectiveness of 

selection process has a long term effects on achieving the organizational 

objectives as, according to them, this minimize such problems as labour 

strives, labour turn-over, lateness,  absenteeism and poor quality of output, 

etc. 

 On the whole, from the analyses on tables 4.2.4(b)(i), 4.2.4(b)(ii), 

4.2.4(b)(iii), and 4.2.4(b)(iv) and the mean linear correlation of 

0.89( �.����.����.����.��
�

  = 0.89).  The position of table 4.2.4(a) which 

contradicted the earlier position of hypothesis four was upheld.  In other 

word, the manpower resourcing defects in the State public service had 

negative effects on manpower utilization in the State’s public service 

between 2004 and 2009. 

4.3 Findings 



  

From the foregoing, it was deduced that though Kogi State had 

desired nothing less than a vibrant, resourceful and result-oriented public 

service for effective and efficient service delivery, its manpower resourcing 

procedure between 2004 and 2009, had proved otherwise as it was 

characterized by massive irregularities.  For instance, this study has 

identified the following staffing defects in the staffing process during the 

period under review: 

• That regular personnel auditing for identifying genuine capacity gap 

of the service was not given serious attention.  What was often carried 

out was impulsive staff verification purposely for wage shedding. 

While some sub-sectors were over populated, employment of certain 

categories of personnel for critical services were culpably 

undermined. This was underscored by the tipping population of the 

lower cadre staff (01-06) as indicated on table 4.1.2(a).  

• Vacancies were not often publicly declared by most MDAs, thereby 

narrowing the opportunities for competitive selection of candidates.  

This validated the submission of Eleanya (1990) that vacancies in 

public service were deliberately not advertised in order to sustain the 

erratic and corrupt recruitment system. Even the few MDAs that 

declared their vacancies were engaged in procedural abuses such as 



  

introduction of fees for application forms or interview slips, mainly 

for money making rather than for objective resourcing purposes. 

• Short-listing of application and publicly declared interviews were 

systematically avoided by most MDAs to limit public knowledge and 

participation in the exercise. 

• The Chief executives of MDAs and other officials in strategic 

positions (salary, registry and data management units) constituted 

themselves into recruitment syndicates and violated the process with 

regular impunity. These include subtle replacement of personnel, 

manipulation of dates of appointments or promotions and alteration of 

salary vouchers to provide retrospective accommodation to faulty 

appointments. 

• Selection of the candidates during the period under review was not 

based on the candidate’s performance, fitness or aptitude. On the 

contrary, these were done on the bases of arbitrary criteria such as 

political, ethnic or family affiliations against the prescribed objective 

criteria of vacancy of job spaces and technical competence of the 

candidates espoused by Armstrong (2008:162). This fact was well 

demonstrated on table 4.1.6. 



  

• The employment of candidates in the understudied MDAs within the 

period was done without due considerations for the needs and carrying 

capacities of the respective MDAs. This fact as demonstrated on 

tables 4.1.7, 4.1.8 and 4.1.9 were in contrast to the position of Aina 

(2010) that vacancies should be filled in accordance with the needs 

forwarded by the various units to the personnel department. Rather, 

the finding showed a corroboration of the position of Riggs (1961), 

that the purposed of staff procurement was for empire building rather 

than for objective service delivery. 

• State Civil Service Commission never demonstrated enough capacity 

for effective regulation of the MDAs’ activities to ensure compliance 

with the recruitment (see tables 4.11, 4.1.12 and 4.1.13). This was as a 

result of legal limits of the commission and the semi-autonomies of 

some agencies; undue interferences from the political class and 

influential bureaucrats in the various agencies and departments; and 

influences from friends and relations of the Commission’s members. 

• The state’s Civil Service Commission (also) neither organize any in-

house training for its staff nor any of the MDAs, on employment 

ethics and procedure on account of budgetary constraints. 



  

• The employments done during the period under review were evidently 

in violation of the need and carrying capacities of the various MDAs. 

For instance, evidence on the tables 4.1.16-4.1.21 indicated that: 

(i) Recruitments done in the various MDAs were based on political, 

ethnic, or family affiliations.  The procedure as described above had 

led to a number of counter-productive realities. Beside the fact that in 

some offices, a number of workers (including some senior directors) 

were crowded in small offices,  most employees neither had  

specifically defined schedules nor technical skills considered relevant 

for their organization. This corroborated the position of Sally Tibbot 

(2009) that most employees recruited into Kogi State civil service had 

no requisite skills for the jobs they were recruited for (see appendix 

xvi:20). 

(ii) The staff salaries were owed in arrears while a number of their fringe 

benefits such as promotion benefits, annual incremental steps, leave 

bonuses and training claims were often delayed or completely denied. 

Responses on table 4.1.24 graphically underscored this fact.  That was 

in addition to the Bulletins Nos 29 of 8th August, 2007, 002 of 17th 

November 2009 and a letter to His Excellency on ‘unresolved issues 



  

with the state government’ dated 4th February 2008, etc. (see appendix 

xv). 

(iii) Enforcement of discipline and control among the workers of the 

state’s service was very weak as a result of the process of recruitment. 

With their employments not being done within the context of the 

formal authorities of their organizations, their primary loyalties were 

to their benefactors rather than the formal structures and hierarchies of 

internal control. Among the understudied MDAs, the researcher 

observed recurrent cases of absenteeism, truancy and loitering.  

Others include insubordination and office-to-office hawking of goods 

by employees, etc. This view was also captured by the various 

screening reports including that of Sally Tibot of 2009 (see appendix 

xvi). These validated the position of Eleanya (1990) that erratic and 

corrupt system of recruitment in the public service weakens efficiency 

code as a result of consequent absence of effective internal control 

and discipline.  

 

 

 

 



  

 

 

 

 

CHAPTER FIVE 

DISCUSSION OF FINDINGS 

Effective manpower utilization is a function of effective personnel 

procurement and maintenance.  Thus, within the objectives of this study, 

three interrelated hypotheses were advanced for efficient generation of 

relevant facts concerning workforce procurement and utilization in Kogi 

State public service.  Accordingly, the discussion of findings of this study 

was based on the formulated hypotheses.  

Hypotheses one   

Ho:  Manpower resourcing (recruitment, selection and placement) 

procedures in Kogi State public Service 2004-2004, was not in strict 

compliance with the extant rules and procedures.   

HI:  Manpower resourcing (recruitment, selection and placement) 

procedures in Kogi State public Service 2004-2004 was in strict 

compliance with the extant rules and procedures.   



  

The above hypothesis sought to examine the extent at which the 

officials of the MDAs complied with the extant rules guiding the 

employment process in Kogi State public service (2004 – 2009).  Questions 

4 – 9 (see appendix viii) were examined on tables 4.1.4 – 4.1.9 and collated 

on table 4.2.1(a).   

From the findings, there were substantial evidences of procedural 

irregularities as a result of multiple interests of the respective decision 

makers and the application of multiple criteria.  For instance, between 2004 

and 2009, the staff strength of Kogi State public service had surged from 

23,344 to 34,000 without proper approval for such expansion.    

From table 4.2.1(b) of this study, it was discovered that of 2,357 

personnel employed between 2004 and 2009 by the eleven selected MDAs, 

it was only Kogi State Sanitation and Waste Management Board that got 

approval for only 50. Even this agency that got the approval for 50 slots, 

overshot the approved limit by 245 as it employed a total of 295 candidates. 

Teaching service commission (TSC), Hospital Management Board (HMB), 

and Science Technology and Technical Education Board (STTEB) 

employed 707, 506 and 305 candidates respectively without any approval 

(see table 4.2.1(b).   



  

More so, there was neither open declaration of vacancies nor 

interviews to establish the needs of the organizations and the corresponding 

abilities of the candidates to fit into those needs.  The study, thus, gathered 

that within the period under review, most staff employments carried out 

were not need-based as such exercises were mostly done to satisfy political 

or strategic interests of the chief executives and other privileged regular 

officials of the MDAs.   

Analysis of staff distribution in Hospitals Management Board between 

December 2003 and April 2004 on appendix x showed a significant 

difference between the objective needs of the board and the volumes of 

recruitments that it  carried out within the period under review. For instance, 

as at December 2003, out of the 2,294 staff on the payroll of the Board, 

1,588 (70%) were support staff while only 706 (30%) were in the core staff 

category running the three shifts in its 65 hospitals spread across the state.  

Out of the 706 of the core staff, the nurses and midwives constituted 

529 (74%).  Of the remaining 177, doctors were 90; pharmacists, 27; 

medical laboratory scientists, 5; laboratory technicians, 23; X-ray 

technicians,10; dentists, 8; and dental therapist, 14. On the average, each 

hospital had 1.3 Doctors and 0.5 Pharmacists. In the event were any hospital 



  

had more than one doctors or pharmacists (which did happen), many 

hospitals were left without a medical doctor or Pharmacist. 

Between January 2004 and April 2009, this Board recruited a total of 

506 employees, consisting of only 10 medical doctors, 5 pharmacists and 24 

laboratory technicians. The analysis of this table showed that while the 

general (support) staff consisted of 308 (61%), those of core relevance were 

just 198 (31%). Out of the core staff also, the nurses and midwives 

constituted 142 (71%). By implication, other remaining core staff constituted 

just 56 (29%).  

In Ministry of Works and Housing, the situation was not different. 

The three core sections of the ministry are Civil, Electrical and Mechanical. 

As at December 2003, the analysis on appendix xi showed that the 474 staff 

of this ministry consisted of just 134 (28%) core staff, made up of 44 in 

civil, 46 in electrical and 44 in mechanical. Among these, there were just 17 

civil engineers, 8 electrical engineers and 12 mechanical engineers. The rest 

340 staff consisted of support staff, made up of clerical and executive cadres 

in administration or accounts. 

Between January 2004 and April 2009, the ministry recruited 76 new 

employees. Out of these, only 16 (21%) constituted the core staff while the 

remaining 60 (79%) constituted the support staff. 



  

Going by the above analyses, it was clear that the recruitment done 

within the period under review lacked reasons to be characterised as being 

need – based. This study had also encountered one irregular method of 

filling vacancies called “replacement”.  Using this method, as soon as an 

officer left the service, he/she was quietly “replaced” by corresponding 

numbers of  applicant whose salaries could be accommodated by the leaving 

officer/s’.  In Teaching Service Commission, for instance, 510 officials were 

recruited through this means between 2004 and 2009.   

Other irregularities this researcher encountered as indicated on table 

4.2.1(b) was the phenomenon of ghost workers. Here some MDAs kept 

fielding the names of dead, dismissed, retired and even non-existing workers 

on their payrolls. From the selected MDAs, Sanitation and Waste had 42, 

Hospitals Management Board (HMB) had 113, and ministry of works had 

99.  By this, the state government was paying salaries and other fringe 

benefits to non-existing workers. 

Others included Science, Technology and Technical Education Board 

(STTEB) and Teaching Service Commission (TSC) which had 4 and 3 

respectively. These were in addition to anomalies and forgeries in the graded 

files of some candidates in their attempt to back-date their dates of 



  

appointments.  Of the 83 cases recorded under this column, Ministry of 

Education had 48 while Sanitation and Waste Management Board had 35.  

The practice as described above, significantly contradicted the 

procedures of systematic capacity auditing/definition of capacity gap; 

declaration of vacancies/advertisement; collection and shortlisting of 

applicants and interview, selection and placement, earlier described by Onah 

(2003), and Aina (2010). This was a huge violation of the citizens rights of 

equal opportunities and freedom from discriminations expressly defined in 

sections 14, 15, 16, 17 and 42 of 1999 constitution of the Federal Republic 

of Nigeria (as amended). 

The above violations in the face of the existing laws corresponded 

with the formalistic attitude earlier described by Riggs.  In the same way, the 

use of public office by the political class and their strategic bureaucrats to 

satisfy private (political, ethnic or family) interests corresponded with the 

sala concept where office serves the dual purposes of formal state business 

and private court. All these were seen to have impeded on the validity of the 

resourcing process in the state public service.  The hypothesis; as stated in 

2.3. of this study was uphed.  

Hypothesis Two 



  

Ho: Kogi State Civil Service Commission was not effective in the 

enforcement personnel resourcing guidelines among the MDAs in the 

state between 2004 and 2009. 

Hi:  Kogi State Civil Service Commission was effective in the 

enforcement of personnel resourcing guidelines among the MDAs in 

the state between 2004 and 2009. 

The above hypothesis tried to examine the effectiveness of the state 

Civil Service Commission as an employment regulation agency, using the 

criteria of adequate independence, funding, information management, legal 

frame work community support and technical capacity, prescribed by 

Weisburd and John (2004). 

Responses to relevant issues raised on table 4.2.2(a) showed that the 

state Civil Service Commission lacked the required level of legal, 

administrative and political capacity to facilitate its effective monitoring and 

enforcement of the staffing regulations among the MDAs in the state at an 

average weighted mean of 3.92. Rather, Kogi State Civil Service 

Commission was subjected to enormous influences from influential 

members of the political class, friends, families and community leaders, etc. 

 In addition section 170 of 1999 constitution of the Federal Republic 

of Nigeria which allowed the commission to delegate some of its functions 



  

to other agencies, Rule 02202 (iv) of the of the Nigeria Public service Rules 

(2000) specifically mandated MDAs to appoint officers into posts on grade 

levels 01 – 06.  

These provisions legitimised the existence of the current multiple centres for 

recruitment, selection and placement. The consequence of this is the absence 

of unified control of personnel management matters in the state’s public 

service. For instance, the largest percentage of the faulty recruitment carried 

out in the state between 2004 and 2009 were from those done at the MDAs 

level. 

It is equally imperative to point out the enormous influence the political 

and social environments of Kogi State have wielded on the state’s Civil 

Service Commission. For instance, a look at the record of direct recruitments 

the CSC had handled between 2004 and 2009 on table 4.2.2(b) showed a 

massive executive influence. The entire 181 employees recruitment were 

handed to CSC by His Excellency, the Executive Governor of the state 

through the Head of Service as an executive order which the Civil Service 

Commission had to comply. 

Back to between 1999 and 2003, this same body had dismissed more 

than 25 civil servants on the same executive order of the state Governor. On 



  

taking the matters to court in 2004, the procedures for the CSC’s decisions 

were faulted and upturned by the court and all the appellants were reinstated. 

Further findings of this study which underscored the institutional 

weakness of this crucial agency was on the mode of selection of the 

members of the commission.  The study found out that considerations were 

given more, to political factors than career experience.  Like those before 

him, the current Chairman of the Commission and his two permanent 

members have no civil service background, yet, this layer constitute the 

highest decision making organ of the agency. 

Worthy of note too was the fact that the senior category of personnel 

of the Civil Service Commission is majorly drawn from the pooled services 

such as from the offices of Head of Service and Accountant General.  

Besides taking orders from these offices, they equally maintain strong 

organic solidarity with their colleagues serving in other MDAs in the state. 

Influences from these areas had substantial effects on the decisions of the 

commission. 

Another fact encountered by this study was the peer influence of other 

MDAs on the Civil Service Commission. The Commission which was 

expected to be a model of integrity to other agencies in the state was also 

caught up in the culpable offence of arbitrary recruitment between 2006 and 



  

2008. Within this period, the commission fielded 29 employees who were 

either employed without approval or overdue for retirement. Another staff 

who was employed and arbitrarily placed on grade level 13 was demoted to 

grade level 10 in accordance with the extant scheme of service (see appendix 

xvi:48) 

On the finance and logistics, Kogi State Civil Service Commission is 

not on any subvention because it is an extra-departmental agency.  It 

depends on a paltry monthly imprest from the Head of service which was 

hardly enough to take the commission through the month.   

This body that is expected to generate and manage public service data 

was handicapped by acute shortage of data management facilities.  Upon 

interaction with the relevant officials of the commission, the researcher 

discovered that until about July 2011, the commission had no single 

computer.  In addition to this, the MDAs in the state were said to be unco-

operative in the aspect of data supply to the commission.  

The information gap between the commission and the MDAs in the 

state was underscored by scanty cases of appeals and discipline handled by 

CSC between 2004 and 2009 despite the abundance of these cases in the 

MDAs.  For instance, cases of normalization of appointments were just 24; 

incorrect placements were 5; victimizations were 18; and wrong dates of 



  

retirement were 6. It must be noted too that CSC was able to resolve these 

cases because the complaints were brought before it. 

On disciplinary cases, only three were forwarded. These included 

financial misconduct (1), theft of four tractor’s tyres (1) and misuse of trust 

(sale of government’s owner-occupier quarter without authorization) (1). 

These cases were decided and the offenders were dismissed from service. 

In the abundance of cases of recruitment and payroll frauds, mutilation of 

records and breaking into offices which characterised the 2009 screening of 

public servants in Kogi state, none was forwarded by the MDAs. As an 

appellant body, Civil Service Commission is not mandated to source for 

cases. It only entertains cases forwarded to it through appeals, petitions, 

referrals or court conviction reports. The silence of victims of procedural 

breaches or any of these critical stake-holders impedes on the character of 

CSC. From appendix: xvi: 20, it was reported that some cases that were 

referred to the police for onward prosecution were abandoned after the 

police officers were bribed by the offenders. 

In addition to the internal weaknesses of the commission discussed 

above, there was evident tolerance of these weaknesses by the stakeholders 

in Kogi State.  Thus, the applicants, the civil society and the anti-corruption 

agencies, never made any attempt to keep the Civil Service Commission or 



  

the MDAs in check.  As corroborated by Sally Tibbot report of 2009, even 

though the commission claimed to know that such improprieties were going 

on, there were no documented evidences of any sanction against the indicted 

organizations or the individual perpetrators according to the provisions of 

the law. 

The implication therefore was the unmitigated violation of manpower 

resourcing procedure in the service.  This finding validated the position of 

Keel (2005:1) which held that the stake in conformity is only guaranteed 

where apprehension of offenders is certain and the punishment is swift and 

severe.  In Kogi State, the weak enforcement capacity of the Civil Service 

Commission had resulted in regular violation of the resourcing guidelines in 

the state’s public service.  

Hypothesis Three 

Ho: Interferences of non-administrative factors in the manpower 

resourcing procedure in Kogi State public service did not impede on 

the quality of procured personnel by the MDAs in the state. 

Hi: Interferences of non-administrative factors in the manpower 

resourcing procedure in Kogi State public service had did impede on 

the quality of procured personnel by the MDAs in the state. 



  

Hypothesis three as stated above sought to examine the impact of the 

interferences of no-administrative factors in manpower resourcing on the 

quality of personnel procured by the MDAs in Kogi State.  Consequently, 

questions on the influences of family, ethnic, political and other informal ties 

on employment-decisions were asked.  Other questions fielded for this 

reason were whether these considerations allowed proper consideration for 

the manpower needs and the absorptive capacities of the respective MDAs.  

Findings showed that in consideration of family, ethnic and political 

affiliations in the employment decisions of 2004 – 2009, there were culpable 

comprises on the consideration for      the skills, knowledge and attitudes of 

the employed personnel viz-a-viz the capacities of the respective MDAs to 

accommodate, maintain and discipline them.  The implications of these were 

clinically assessed under hypothesis four.  

Hypothesis Four 

Ho: Manpower resourcing defects had no negative effects on workforce 

utilization in the state public service, 2004 – 2009. 

Hi: Manpower resourcing defects had negative effects on workforce 

utilization in the state public service, 2004 – 2009. 

The import of the above relationships was that the interferences of 

non-administrative factors in the manpower resourcing activities had 



  

essentially violated the predictive validity and marginal utility objectives of 

efficient resourcing procedure of the service.  For instance, as a result of the 

leakages occasioned by such abuses, the service was over-populated without 

due attention to the critical skills or units of the service.  

Among such discoveries of this study was in Hospital Management 

Board (HMB).  Most hospitals had no medical doctors or other critical line 

officers and technicians but gave over 460 slots to clerical staff and 

attendants out of the 506 staff employed between 2004 and 2009.  In 

Ministry of Works and Housing (MOW & H), Science, Technology and 

Technical Education Board (STTEB), Teaching Service Commission (TSC), 

and Sanitation and Waste Management Board, priorities were grossly 

misplaced as more clerical staff were also employed at the expense of 

critical staff needed by these organizations.   

Analysis of the recruitment carried out by these agencies within the 

period under review showed that out of the 1,383 recruited within this period 

1,176, representing 85% were clerical staff; cleaners and messengers, etc 

(see table 4.2.1(b), appendix X and Xi)   

There were frustrations among the employees as a result of motivation 

expectancy failures. For instance, the recurrent industrial strains that 

characterized the period under review (see appendix xv) were as a result of 



  

irregular payment of salaries, non implementation of some special 

allowances, new minimum wage and non cash-backing of promotions and 

yearly increments, etc. 

Other sources of frustration of workers during this period were the 

anomalies in the placement and posting of workers. From the appeals treated 

by the Civil Service Commission (appendix xiv) discussed earlier in this 

work , there were cases of stagnation, supercession or outright victimization 

which victims had to cope with. These had moral dampening effects on the 

workers. 

From the training also, beside the worrisome gap between the demand 

for and provisions of training facilities as indicated in the number of 

applicants and the approvals, it was equally frustrating to note that while 

some qualified applicants were denied the chances, some unqualified 

candidates were granted the opportunities, including overseas facilities. This 

was noted on table 4.19 and 4.2.3(b) and supported by appendix xvi: 206. 

 It may be recalled also that employees of these haphazard processes 

were never given the basic trainings to enable them understand the basic 

culture of their respective organization or appreciate their schedules.  

Therefore, while many workers hardly come to work, others had no 

schedules.  Besides the needlessness of these cost burdens on the economy 



  

of the state, it was a major deviation from the productivity master plan of the 

state’s public service. 

In accordance with Elster’s (1989:13) position that at any point the 

enforcement activities become lame, the protection of common reason and 

expectations are bound to suffer alteration, this hypothesis has proved that 

there is a strong linear relationship between the effectiveness of workforce 

regulation and the compliance rate of the MDAs to the regulatory standards 

on one hand and capacity utilization in Kogi State.   

From this study, given the weak state of the Civil Service Commission 

and the corresponding compromises of the manpower resourcing standards, 

the performance expectations of the state’s public service agencies were 

significantly dampened.  

 

 

 

 

 

 

 

 



  

 

 

 

 

 

 

 

 

CHAPTER SIX 

SUMMARY, RECOMMENDATIONS AND CONCLUSION 

6.1  Summary 

The role of government institutions in the successful extraction, 

management and distribution of common wealth in any given political 

community can never be over emphasized.  While the design of these 

institutions is important, this study has established the need to give greater 

consideration to the quality of the workforce, considering the goals of 

effectiveness and efficiency with which the success of governance is 

measured. 

To examine the procurement and utilization of this critical factor in 

Kogi State, this study assessed the credibility of the process in six chapters. 



  

In chapter one which is the introduction, the study took off by 

establishing the raison det re of public service and the necessity of its 

operational efficiency. While defining the problem of the study, the 

researcher noted with concern, the progressive deficits in service delivery of 

the service in the face of the abundant rules and growing cost of maintaining 

the sector.  It was within this problem that the objectives of addressing the 

identified problems were developed. 

To address the objectives of the study, chapter two of this work 

examined the opinions of relevant scholars on the core elements of the study.  

Their central thesis was that as imperative as the development of rules, 

principles and procedures are to the maintenance of public service culture, 

predictable conformity on which its efficiency and effectiveness depend, 

rests on consistent enforcement of these rules, principles and procedures 

through the manpower acquired under dispassionate conditions.  

To properly examine the practice of these norms in Kogi State, the 

environment of the state’s public service was assessed while the procedure 

for generating relevant data of the study was discussed.  Accordingly, 

chapter three of this work described the heterogeneity of Kogi State viz-a-

viz the pressure (or incentives) for possible violation of the standard codes 

of public service behaviour.  The research design was survey while 



  

purposive sampling technique was adopted to draw its sample.  The data for 

the study was collected from both primary and secondary sources. 

Using the above procedure, chapter four of the work described and 

classified the respondents’ opinions.  In this section the data collected were 

analysed and the relevant hypotheses, tested, using Likerts five point scale 

and Pearson Product Moment Correlation Co-Efficient.  The result 

underscored the following facts as mentioned in chapter four and discussed 

in chapter five: 

• The procedures for manpower resourcing in Kogi State public service 

had grossly violated the standard codes as; (i) there was no scientific 

determination of capacity gap in each of the MDAs; (ii) vacancies in 

the MDAs were not often declared and advertised; (iii)   applications 

were not collected and shortlisted; (iv) interviews were not conducted 

by most organizations and new employees were not given appropriate 

orientation or inductions. Moreso, the employment done within this 

period lacked adequate considerations for the needs and carrying 

capacities of the MDAs in the state. 

• The State’s Civil Service Commission was too weak to enforce 

effective regulation of manpower resourcing in the state. These 

weaknesses were occasioned by the: (a) legal gaps and consequent 



  

existence of multiple centres of recruitments; (b) inadequate financial 

and logistic capabilities; and (c) enormous political/administrative 

interferences. Other factors included communication gaps between the 

MDAs and the CSC and evident lack of sensitivity of the relevant 

stake-holders, etc. 

• The consequences of the above were the resultant massive process 

abuse and consequent productivity deficit of the state’s public service 

given the followings: (i) over-population of the state’s public service; 

(ii) poor servicing of  workers’ needs and consequent frustrations; (iii) 

crisis of office accommodation (iv) indiscipline and protected 

corruption among the rank and files of the service. Worse still the 

period under review was characterized by arbitrary transfers or 

postings of staff, incessant screenings and retrenchment scares as well 

as charged industrial atmosphere. All these resulted in huge man-hour 

losses in the state during the period under review. 

In line with the above, the three hypotheses proposed in chapter two 

of this work were all voided and their alternatives adopted.  Accordingly, 

this study has established that:  there was a significant violation of 

manpower resourcing in Kogi State public service between 2004 - 2009; the 

State Civil Service Commission was not effective in the enforcement of the 



  

resourcing standards among the MDAs in the state as a result of 

interferences from the socio-political environment; and interferences of non 

administrative variable (political, ethnic/family consideration) in the 

workforce resourcing procedures in the state had altered the validity of the 

process and had consequently impeded on the quality of service delivery by 

the state public service. 

6.2  Recommendations 

The manpower resourcing mal-practices as reported above have 

endured in Kogi State public service during the period under review at the 

detriment of the services effectiveness and efficiency, not necessarily 

because these institutions were not established on a given set of principles 

and categorical imperatives.  Rather, like Keel (2005:1) submitted, this study 

has identified weak enforcement of these principles as the incentives for the 

regular violations and abuses.  It is from this premise that this study made 

the following recommendations. 

• Regular staff auditing should be carried out at regular intervals for the 

purpose of identifying genuine staffing needs among the Ministries, 

Departments and Agencies (MDAs). 

• Vacancies in the service should be properly declared and 

comprehensively advertised with the required job description and 



  

specification to satisfy the principles of equality and fairness among 

the potential applicants. 

• MDAs should collect and short-list candidates’ applications according 

to their qualifications within the context of the specified job 

description and person specifications without any fee so as provide a 

leveled playing ground for all candidates as mitigating internal 

corruption. 

• MDAs should be compelled to announce or display the dates, venues 

and times of interviews while assessment of candidates should be 

based on predetermined standards rather than other temporary 

interests. 

• Selection of candidates by the appropriate authorities should be in 

accordance with the performance at interview.  Where Federal 

Character is to be used, all candidates from such catchment area 

should be given equal opportunities for competitive selection. 

• Activities of the political/administrative heads of the respective 

MDAs should be sufficiently checked through an effective Personnel 

and Pay-Roll Information System (PPIS) with a highly centralized 

password to facilitate effective monitoring and control of personnel 

traffic in the system. 



  

• The Civil Service Commission should, from time to time, organize in-

house training for its staff on regulatory effectiveness as well as the 

relevant officials of the MDAs on global best practices in recruitment 

process. 

• Sanctions against any abuse of recruitment procedure should be 

certain, swift and severe to serve as a deterrent to potential offenders. 

• The Civil Service Commission should be empowered by law to be 

sufficiently independent in terms of finance, staff and logistics to 

carry out its statutory functions more independently.  Moreso, the 

delegation clause of section 170 of  the 1999 Constitution of the 

Federal Republic of Nigeria and section 02202 of  the Public Service 

Rules (2000) should be amended to give full control of employment to 

the Civil Service Commission. 

• Orientation Agencies, civil societies and NGOs (e.g. Human Rights 

Groups) should embark on deliberate education of stakeholders in the 

state to awaken their consciousness to demand for fair participation in 

competitive employment as well as process accountability and 

transparency of the relevant agencies of employment. 

• Mass media and anti-corruption agencies should investigate, report 

and prosecute any allegation or established case of corrupt practice in 



  

the public service recruitment procedure so as to make such 

improprieties less attractive. 

• Private sector should be empowered to expand its employment 

capacity (including job security) in order to reduce the current 

pressure on public sector for employment and the corresponding 

process abuse to accommodate such pressure. 

Though these suggestions may not be exhaustive, their careful 

implementation would no doubt, go a long way to improve both the 

procedural integrity of the workforce resourcing as well as optimal 

utilization of human capital in Kogi State public service. 

6.3 Conclusion 

Contrary to the objectives of efficient resource extraction, regulation 

and distribution often expected of the public sector, the Nigeria public sector 

is yet to be there.  In Kogi State which is the immediate area of interest of 

this study, it has been established in this study that several indicators of 

public service failure had existed, considering the sustained poverty, 

infrastructural decays, poor health care delivery services, falling standard of 

education and increasing rate of environmental degradation, etc. 

From this study, one major factor that has stoutly opposed the public 

service efficiency in Kogi State was its workforce resourcing defects.  For 



  

instance, while the state has continued to claim huge deposit of human and 

material resources, the process of attracting and selecting the much needed 

qualified quantity to add the much needed values to other resources has been 

imbued with costly compromises of diverse degrees.   

From the foregoing, in as much as no thesis has contradicted the fact 

that where work force resourcing lacked any process regularity, it would be 

tangentially difficult to acquire the best qualified candidates, the situation in 

Kogi State public service between 2003 and 2009 has suggested massive 

violation of procedural integrity.  For instance this study has found such 

improprieties as inadequate validation of capacity gap in the respective 

MDAs, non-declaration and advertisement of vacancies and absence of the 

procedure of short-listing, interview and selection of candidates on the basis 

of regular standards and the candidate’s qualification.  The study equally 

discovered that the above defects were engineered by the perpetrators to 

enable them accommodate non-efficiency end, such as political, ethnic and 

personal interest. 

In the midst of these, it was equally discovered that the Civil Service 

Commission had been systematically disabled from performing its role as 

specified in section 153 (i) of the 1999 constitution, just as its independence 

as conceived by the same constitution did not exist in practice.  For instance, 



  

Kogi State Civil Service Commission could not the effectively regulate the 

selection process among the MDAs nor was it able to effectively enforce 

sanctions among MDAs in the state.  Consequently, the Chief executives of 

the MDAs were more regular in violating the manpower selection codes than 

complying with them.   

 Further findings equally revealed that the Civil Service Commission 

lacked sufficient funds and logistic support to carry out its functions.  For 

instance, the state Civil Service Commission, as at the time of filing in this 

report, has no functional vehicle, alternative power plant or sufficient office 

accommodation.  The commission is also on a monthly subvention of less 

than N100,000.00.  Worst still, the commission has no staff of its own.  It is 

rather staffed by a body of staff drawn from the pooled services such as 

Head of Service, Accountant General, and Auditor General, etc. This body 

of staff thus, bore their allegiance to their mother offices while maintaining 

organic solidarity with their mother organizations and their colleagues from 

these same sources. 

Other weakening factor in the enforcement capacity of the state’s 

Civil Service Commission was the insensitivity of the stakeholders or civil 

society in demanding for their rights to equal opportunities and 

accountability from the MDAs and the Civil Service Commission.  



  

According to a particular respondent, “the Civil Service Commission and 

other employment authorities were left to sleep conveniently in the safety 

net of people’s ignorance”. This researcher was worried by the discovery on 

appendix I that Civil Service Commission was also indicated of carrying out 

employment without approval. 23 of such cases were recorded without th 

procedures of vacancy declaration, interview or selection 

The implication of the above on the performance index of Kogi State 

Public institutions and their work force was grave. From the evidences of 

work place frustrations such as inadequate office accommodation, poor 

servicing of entitlements and incentives and inadequate training, workers 

have demonstrated poor performance attitudes such as absenteeism, 

loitering, habitual lateness, truancy and sustained lack of commitment to 

efficient service delivery.  

Within the same period, further findings indicated that there were 

series of industrial actions as a result of a number of unresolved disputes and 

grievances while on government’s part, several screening exercises were 

carried out to right-size the over bloated population size of the state’s public 

service.  Both the recurrent industrial actions and the incessant screenings 

have equally affected the man-hour of the state’s public service. 



  

In line with the above, this work has recommended that the manpower 

resourcing procedure should be re-engineered to demonstrate sufficient 

regularity.  Accordingly, while the regulatory institutions have to be re-

organized and re-empowered to enforce the regular codes of the process’, it 

is the opinion of this work that compliance to these codes by relevant 

officials and MDAs could be enhanced through the reduction of incentives 

for perpetuating these improprieties.  These include: 

• Elimination of opportunities for successful execution of recruitment 

frauds through effective and unified control; 

• Development of a process that guarantees certainty of apprehension of 

offenders of procedural codes in the MDAs; and  

• Making the appropriate sanctions certain, swift and severe to reduce 

possible impunities. 
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APPENDIX I 

 

SUMMARY OF KOGI STATE BUDGETS (2004 – 2009) 

 

YEAR RECURRENT 
EXPENDITURE 

N 

CAPITAL 
EXPENDITURE 

N 

TOTAL 

2004 

2005 

2006 

2007 

2008 

2009 

12,825,162,637 

12,884,056,286 

14,798,330,811 

18,326,105,525 

41,243,969,057 

32,468,311,134 

14,356,534,305 

18,430,347,128 

19,116,923,139 

25,284,917,450 

30,347,205,450 

46,088,771,547 

27,181,696,942 

31,314,403,414 

33,915,253,950 

43,611,022,975 

71,591,174,517 

78,699,082,681 

TOTAL 132,545,935,450 153,624,699,019 286,312,634,479 

Source:  Kogi State Ministry of Budget and Planning 

 

 

 

 

 

 



  

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 



  

 



  

APPENDIX III 

 

ANALYSIS OF KOGI STATE POPULATION, 2006 

S/N LOCAL GOVT. POPULATION FIGURE PERCENTAGE 

1 ANKPA 267,353 8.15 

2 OMALA 100,402 3.30 

3 DEKINA 260,402 7.94 

4 BASSA 139,993 4.27 

5 OLAMABORO 160,152 4.88 

6 OFU 192,169 5.86 

7 IGALAMELA/ODOLU 140,020 4.51 

8 ID AH 79,815 2.43 

9 IBAJI 128,129 3.90 

 TOTAL 1,484,345 45.27 

KOGI CENTRAL SENATORIAL DISTRICT 
S/N LOCAL GOVT. POPULATION FIGURE PERCENTAGE 

.1 OKEHI 199,999 6.10 

2 OGORI/MAGONGO 39,622 1.20 

3 OKENE 320,260 9.76 

4 ADAVI 202,194 6.16 

5 AJAOKUTA 122,321 3.73 

 TOTAL 884,396 26.97 

KOGI WESTERN SENATORIAL DISTRICT 
S/N LOCAL GOVT. POPULATION FIGURE PERCENTAGE 

1 YAGBA WEST 140,150 4.27 

2 YAGBA EAST 149,023 4.54 

3 MOPA MURO 44,037 1.34 

4 IJUMU 119,929 3.65 

5 KABBA/BUNU 145,446 4.43 

6 LOKOJA 195,261 5.95 

7 KOGI 115,900 3.53 

 TOTAL 909,746 27.74 



  

GRAND TOTAL = 3,278,487 

Source: National Population Commission, Lokoja 



  

 

  



  

 

  



  

 

 

 



  

 

APPENDIX VII 

SAMPLE SHARE OF EACH OF THE SAMPLED MDAs 

MDAs 

 

Stratum’s 

Population 

n (1046) 

N 10460 

= 0.10 

�
�

 � ������� ʹ� ���� 

Accountant General Office  

Head of Service    

Sanitation and Waste Management 

Board 

Ministry of Works and Housing   

Ministry of environment and 

Physical Development   

Ministry of Health   

Ministry of Education  

Civil Service Commission  

Hospitals Management Board 

Science Technology and Technical 

Education Board   

Teaching Service Commission  

623 

391 

 

346 

474 

 

242 

292 

546 

66 

2,294 

 

841 

0.10 

0.10 

 

0.10 

0.10 

 

0.10 

0.10 

0.10 

0.10 

0.10 

 

0.10 

62 

39 

 

35 

47 

 

24 

30 

55 

06 

230 

 

84 



  

 

4,345 

 

0.10 

 

434 

Total Population 10460 1.10 1046 

 Source:  Sally Tibbot Report 2009 

      Key:  n = sample size (1046) 

       N = population (10460) 

          =  1046 

          =  10460   =  0.10 

 

 

 

APPENDIX VIII (a) 

 

School of Post-Graduate Studies, 

Department of Public Administration and 
Local Government, 

University of Nigeria, 

Nsukka. 

 

12th November, 2012. 

 



  

 

Dear Sir/Madam/Mallam/Alhaji, 

 

RESEARCH PROJECT QUESTIONNAIRE 

 

I am a Ph. D. student of the above institution and currently 
undertaking a research project titled “The Manpower Resourcing and 
Utilization in Kogi State Public Service (2004 – 2009). 

 

Sir/Ma/Mal, your responses to the attached questions will be of 
great assistance to the realization of the objectives of this study.  I 
therefore assure you that any information volunteered in the course of 
such responses shall be treated with absolute confidentiality and would be 
used, strictly for the purpose of this research. 

 

Thanks for your anticipated co-operation. 

 

Yours faithfully, 

 

Akowe Joel. 

 

 

 

 

 

 



  

 

 

APPENDIX VIII(b) 

 

QUESTIONNAIRE 

SECTION A: PERSONAL DATA OF THE RESPONDENTS 

(a) Sex: Male    Female 

(b) Age:  18 – 25   26 – 45       

46 and above 

(c) Academic Qualification: O/level  

NCE/ND/Diploma  First Degree/HND  

P/Graduate 

SECTION B:  RESPOND TO THE FOLLOWING ITEMS BY TICKING (√) THE BOX 

THAT CORESPONDS WITH THE OPINION OF YOUR CHOICE 

1. No regular personnel auditing and declaration of vacancies on the 

basis of identified capacity gap.  

Strongly Agree (  )   Agree  (  ) Undecided (  )         Disagree  (  ) 

Strongly Disagree (  )     

2. Candidates have no equal access to relevant employment 

information in the MDAs. 



  

Strongly Agree (  )   Agree  (  ) Undecided (  )         Disagree  (  ) 

Strongly Disagree (  )     

3. Selection and placement of personnel were not strictly based on the 

candidates’ performances, aptitude and fitness at interviews. 

Strongly Agree (  )   Agree  (  ) Undecided (  )         Disagree  (  ) 

Strongly Disagree (  )     

4. Politicians in the MDAs did interfere with employment procedures in 

favour of their candidates. 

Strongly Agree (  )   Agree  (  ) Undecided (  )   Disagree  (  ) Strongly 

Disagree (  )     

5. Top bureaucrats in the MDAs did manipulate the employment 

process in four of their wards/proteges. 

Strongly Agree (  )   Agree  (  ) Undecided (  )   Disagree  (  ) Strongly 

Disagree (  )     

6. Interference of the political office holders and strategic officials were 

not on the bases of objective needs and carrying capacities of the 

MDAs. 

Strongly Agree (  )   Agree  (  ) Undecided (  )         Disagree  (  ) 

Strongly Disagree (  )     

  7. Non-involvement of state’s Civil Service Commission in the critical 

stages of the selection process in the MDAs. 



  

 Strongly Agree (  )   Agree  (  ) Undecided (  )         Disagree  (  ) 

Strongly Disagree (  )     

8. Politicians did interfere with the decisions of the commissions on 

manpower resourcing matters. 

 Strongly Agree (  )   Agree  (  ) Undecided (  )         Disagree  (  ) 

Strongly Disagree (  )     

9. Peer officials of other agencies did interfere with the decisions of the 

state’s Civil Service Commission on recruitment, selection are 

discipline. 

 Strongly Agree (  )   Agree  (  ) Undecided (  )         Disagree  (  ) 

Strongly Disagree (   )     

10. The state’s Civil Service Commission being subjected to arbitrary 

bureaucratic controls/influences. 

 Strongly Agree (  )   Agree (  ) Undecided (  )  Disagree  (  ) Strongly 

Disagree (  )     

 11. Lack of adequate training facilities for the commission officials and 

those of the MDAs to update their knowledge of the staff 

procurement procedure in the public service. 

 Strongly Agree (  )   Agree  (  ) Undecided (  )         Disagree  (  ) 

Strongly Disagree (  )     



  

12. External influences on the posting, remuneration and discipline of 

the commission officials impeded on the commission’s independence 

on employment decisions  

 Strongly Agree (  )   Agree  (  ) Undecided (  )         Disagree  (  ) 

Strongly Disagree (  ) 

13. Employments carried out in the respective MDAs were largely 

influenced by political affiliations of the candidates.  

 Strongly Agree (  )   Agree  (  ) Undecided (  )   Disagree  (  ) Strongly 

Disagree (  )  

14. Ethnic connections played significance roles in the selection of 

candidates at the MDAs. 

 Strongly Agree (  )   Agree  (  ) Undecided (  )   Disagree  (  ) Strongly 

Disagree (  ) 

15. Family/friendship affinities did influence the resourcing decisions of 

the strategic officials in the respective MDAs. 

 Strongly Agree (  )   Agree  (  ) Undecided (  )   Disagree  (  ) Strongly 

Disagree (  )        

16. The procedure (as described above) impeded on the consideration 

for the skills and knowledge deemed appropriate for the realization 

of the mandates of the MDAs.  

 Strongly Agree (  )   Agree  (  ) Undecided (  )         Disagree  (  ) 

Strongly Disagree (  )     



  

17. The process did compromise consideration for work attitudes/ 

psychological readiness of the candidates. 

Strongly Agree (  )   Agree  (  ) Undecided (  )   Disagree  (  ) Strongly 

Disagree (  )     

18. The nature of the employment did allow inflow of employees above 

the absorptive capacities of the respective MDAs.       

Strongly Agree (  )   Agree  (  ) Undecided (  )   Disagree  (  ) Strongly 

Disagree (  )     

19. Employment of persons without requisite skills and knowledge had 

resulted in poor execution of jobs being paid for. 

Strongly Agree (  )   Agree  (  ) Undecided (  )   Disagree  (  ) Strongly 

Disagree (  )     

20. The engagement of employees who had no prior interests for the job 

led to lack of enthusiasm and commitment. 

Strongly Agree (  )   Agree  (  ) Undecided (  )   Disagree  (  ) Strongly 

Disagree (  )     

21. Inadequacy of office accommodation had impeded in speedy 

completion of tasks by the officials. 

Strongly Agree (  )   Agree  (  ) Undecided (  )   Disagree  (  ) Strongly 

Disagree (  )     



  

22. Government’s inability to effect prompt payment of staff’s 

entitlements/benefits had resulted in frequent industrial crises and 

consequent loss of productive hours. 

Strongly Agree (  )   Agree  (  ) Undecided (  )   Disagree  (  ) Strongly 

Disagree (  )     

23. Employees’ disloyalties to constituted authorities had impeded on 

prompt responses to lawful orders by subordinates in the MDAs. 

Strongly Agree (  )   Agree  (  ) Undecided (  )   Disagree  (  ) Strongly 

Disagree (  )     

24. Employees obvious training needs led to increased training costs 

(including loss of productive hours). 

Strongly Agree (  )   Agree  (  ) Undecided (  )   Disagree  (  ) Strongly 

Disagree (  )     

 

  



  

 

 

 

 

 



  

 

  



  

 

 

 

 



  

 

 

Appendix X 

 

ANALYSIS OF STAFF DISTRIBUTION IN HOSPITAL MANAGEMENT BOARD LOKOJA 2003 – 2009 

YEAR Doctors PHARMACIST NURSES MEDICAL 

LAB. 
SCIENTISTS 

LAB 
TECHNICIANS 

RADIOLOGIST X-RAY 

TECHNICIANS 

DENTISTS DENTAL 

THERAPISTS 

OTHERS TOTAL 



  

 

 

 

SOURCE: Planning Research and Statistics, HMB Lokoja (2014) 

DEC 

2003 

 

90 

 

27 

 

529 

 

5 

 

23 

 

- 

 

10 

 

8 

 

14 

 

1588 

 

2294 

 

2004 

 

- 

 

- 

 

50 

 

- 

 

7 

 

- 

 

- 

 

- 

 

5 

 

64 

 

126 

 

2005 

 

4 

 

3 

 

22 

 

- 

 

7 

 

- 

 

- 

 

- 

 

10 

 

59 

 

105 

 

2006 

 

4 

 

- 

 

17 

 

- 

 

5 

 

- 

 

- 

 

- 

 

- 

 

32 

 

58 

 

2007 

 

2 

 

- 

 

20 

 

- 

 

5 

 

- 

 

- 

 

- 

 

2 

 

50 

 

79 

 

2008 

  

2 

 

18 

 

- 

 

- 

 

- 

 

- 

 

- 

 

- 

 

80 

 

100 

APRIL 

2009 

  

- 

 

15 

 

- 

 

- 

 

- 

 

- 

 

- 

 

- 

 

23 

 

38 

 

TOTAL 

 

100 

 

32 

 

671 

 

5 

 

47 

 

- 

 

10 

 

8 

 

31 

 

1896 

 

2800 



  

 

 

  



  

Appendix xi 

 

ANALYSIS OF STAFF DISTRIBUTION IN KOGI STATE MINISTRY OF WORKS AND HOUSING (December 2003 – April 2009) 

YEAR CIVIL ELECTRICAL MECHANICAL OTHERS TOTAL 

 

 

 

2003 

 

ENGR 

CADRE 

 

TECH 

CADRE 

 

SUPERVISOR 

CADRE 

 

FOREMAN 

CADRE 

 

ENGR 

CADRE 

 

TECH 

 

WORK 

SUPRET 

 

DRAUGHT 

MAN 

 

FOREMAN 

 

ENGR 

 

TECH 

 

WORK 

SUPRET 

 

DRAUGHT 

MAN 

 

FOREMAN 

 

 

 

340 

 

 

 

474 
 

17 

 

23 

 

1 

 

3 

 

8 

 

13 

 

18 

 

1 

 

6 

 

10 

 

12 

 

10 

 

1 

 

11 

 

2004 

 

1 

     

1 

         

9 

 

11 

 

2005 

 

 

    

1 

 

2 

     

2 

    

12 

 

17 

 

2006 

 

1 

    

1 

     

1 

     

12 

 

15 

 

2007 

           

2 

    

17 

 

19 

 

2008 

  

2 

        

2 

     

10 

 

14 

APRIL                 



  

2009 - - 

 

TOTAL 

 

19 

 

25 

 

1 

 

3 

 

10 

 

16 

 

18 

 

1 

 

6 

 

13 

 

16 

 

10 

 

1 

 

11 

 

400 

 

550 

 

SOURCE: Planning Research and Statistics, Kogi State Ministry of Works, Lokoja (2014) 
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