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ABSTRACT

This study examined the level of education and placementof workers in Zamfara State

Ministry of Finance. The objectives of the study are to examine the criteria for workers

placement and to also ascertain the significant influence of education on the criteria of

workers placement in Zamfara State Ministry of Finance. The study adopted two-stage

sampling technique: Stratified sampling was used in selecting the respondents used while

simple random sampling was used in selecting participants for the study. The participants for

this study consist of 171 staff members of Zamfara State Ministry of Finance. Bureaucratic

theory of management by Max Weber was used in explaining the impact of education on

workers placement, the theory further stress that workers should be employed and placed

based on their academic qualification as a means to measure objectivity and meritocracy.

Conclusions drawn based on the findings; show that there is significant relationship between

.workers levels of experience and their present position. Also the knowledge acquire through

education has effect on the placement of workas, and the levels of academic qualification

also has significan/ relationship on workers placement. In conclusion, employers are advised

lo always employ workers based on merit and the placement of workers should be embedded

in lhe following features: The s/udy recommended Academic qualification, Experience, and

Educational knowledge.

,
xi
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CHAPTER ONE

INTRODUCTION

1.1 Background to the Study

Placement of workers is a big challenge in our modem market, as it affects almost half of the

employed population. Organization for Economic Cooperation and Development (OECD,

2016) survey of Adult Skills Programme for the International Assessment for Adult

Competencies (Pl AAC) finds out that 12% of workers in (OECD, 2016) reported that they

have higher qualification than those required for the jobs. ln many less industrialized

countries of the world today placement of workers has steadily increased in recent years.

Quintin (2016) finds out that the ayerage rate of over qualification in Europe has risen by 5%

from (2004-2010). About 1.5% points of this total occurs during the economic recession

(2008-20 l O).

lt can be deduced from the above that because of strong job competition people accept jobs

that did not match their qualification and skllls, ln Nigeria for instance a degree holder in

agriculture may be forced to work ín the bank without adequate skills of banking. Over

qualification is also associated with the field of study mismatch, when people accept jobs

with lower qualifications than they actually possessed, in an area in which they have little or

no expertise. Quintin (2016) finds out that in advanced countries, as much as 40% of the over

qualified people are working in areas outside their expertise. Therefore it can be presumed

that it is because individuals are faced with lack of jobs, that is why they accept jobs that did

not match their qualification and skills.

Further research by the (OECD, 2016) survey for Adult Skills (PIAAC) have shown that

placement of workers is high particularly among the foreign-born workers and those

employed in smaller sized establishments in part time jobs or non-fixed term contracts. The

issue of placement of workers is also affecting our country Nigeria having looked at it from

the world view; it is time to look at it from the local level which is our main objective. Very

importantly the service rendered_ by government are been provided through a group of

individuals known as the public servant under an umbrella of a system called the Public

Service.

Research by David (2018) indicated that the Nigerian public service comprises of senior and

junior staffs as well as executive and admini,stration officers, who are largely, distinguish

based on their educational qualifications,
training skills, ranks and the various duties they



discb.arge. It covers agencies at th.e Federal levels like the Federal civil service legislatives

and the judiciary including their agencies and parastatals.

I
Public service is a dynamic structure of government which operates based on the rules that

are reviewed every five years in Nigeria so as to keep in time with changing to serve the

current needs of societies and to provide for the needs of people. One of the fundamental

principles of a public service is -Permanence. Elebolo (2018) defines public service as a

permanent body of officials that carryout government decisions. It is permanent and its life is

not tied to the life of any particular governmeni.

From this it can be deduced that persons are employed into the service and at one time such

person do exist the service example it may be through retirement, transfer, withdrawal from

service. This is the fundamental reason or reasons why governments
do recruit and offer

appointment to different people to fill in the vacant positions with the view to keep the

government work going. Recruitment also signifies the importance as government strategy

for increasing the work force by employing people with the right qualification,
attitudes, zeal

to show commitment on the job/Problems of sectionalism, Nepotism, and tribalism which

could be traced to rationalization and which bring ab-Out strong competitions among different

ethnic group in the country who want to favour their ethnic clans.

The issue of meritocracy is very much lacking, meritocracy in a country or social system is

whereby people get power, or money on the basis of their ability. Placement of workers and

lack of meritocracy reflect the link between workers skill and job skill requirement also it

reflect misalignment between peoples educational choices and labour market need. Therefore,

having identified the challengers that brings set back in the Nigeria Public Service

government
should intervene by triggering policy interventions aimed at re-enforcing

communication flow between education, training, and the labour or job market.

1.2 Statement of the Research Problem

Meritocracy in a country's social system takes place when people get employed on the basis

of their ability. The issue of meritocracy is very much Jacking as a result of consistent

interference of political office holders in the issue of recruitment and placement. Aboyade

(2016) finds out that whenever recruitment is taking place, politicians do interfere and make

sure that their preferred candidates scale through irrespective of whether they are qualified or

not. This eventually leads to reci:uiting staff that are in most cases incompetent. For any

organization to achieve its objectives it must have people with proven competence. It was on

the realization of the need for competence in organizations that made Max Weber (1947) to

2



state that candidates for positions .in organizations must be selected on the basis of technical

qualifications. However, in the case of Nigeria, recruitment and selection are based purely on

sentimental reasons.

1
The culture of workers being placed where they do not belong and their placement not

correlating with their qualifications has continued to hold Nigeria and Nigerians to ransom.

Bankewi (201 S) finds out that 60% of those holding one position or the other in work

organizations are not placed on merit, misplacement has occurred based on whom they know,

whom they are, where they come from, religious affiliation, ethnic background, gender bias

etc. Opone (2013) opined that many organizations, companies and government parastatals

already have their preferred candidates even before publishing any advertisement of vacancy

for employment.

lt has also been established by Beardwell (2017) that many workers do not have the required

qualification for the position they are holding··which is against the procedure of any formal

organization as opined by Weber in his work on bureaucracy theory of management and the

Nigeria general hiring procedures and policies of 2008.

The implication of placing an individual in a position that does not correlate with their level

of education will render the individual dysfunctional, less productive in such an organization.

Such implications that it will bring to the organization includes: low level of productivity,

lack of effectiveness and efficiency, lack of experience.

Therefore, it is against this backdrop that this research work studied the level of education as

a determinant of workers placement in Zamfara State Ministry of Finance. The research seeks

to provide reliable data and also ...
to create a data base for further enquiry on the subject

matter.

1.3 Research Questions

The general research question of the study is what is the level of Education and placement of

workers in Zamfara State Ministry_.ofFinance. The specific research questions are:

l. What is the level of Education of workers in Zamfara State Ministry of Finance?

2. What are the criteria for workers placement in Zamfara State Ministry of Finance?

3. Does the level of education have significant influence on the criteria for workers

placement in Zamfara State Ministry ofFinance?

4. What effect does placement of workers has in Zamfara State Ministry ofFinance?

S. Does the issue of meritocracy exist in Zam fara State Ministry of Finance?

3
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1.4 Objectives of the Study

The general research objective is to examine the level of Education and placement of workers

in Zamfara State Ministry of Finance. The specific objectives are to:

1. To examine the level of education ofw9rkers in Zamfara State Ministry of Finance.

2. To assess the criteria for workers placement in Zamfara State Ministry of Finance.

3. To ascertain the significant influence of education on the requirement for workers

placement in Zamfara State Ministry of Finance.

4. To assess the effectiveness of placement of workers in Zamfara State Ministry of

Finance.

5. To examine the issue of meritocracy in Zamfara State Ministry of Finance.

1.5 Assumptions of the Study.

The following assumptions are formulated to guide the study

1. Level of education is a determinant for workers placement in Zam fara State Ministry

of Finance.

2. Placement of workers in Zamfara State Ministry of Finance is based on merit.

1.6 Significance of the Study

The study which is primarily aimed at explaining level of education and social placement of

workers in Zamfara State Ministry of Finance will provided an insight for all organizations,

employers and the government as a hole in understanding the problem and benefits associated

with levels of education and social placement of workers most especially in Zamfara sate

ministry of finance and how it affects productivity, efficiency and effectiveness of worker in

an organization.

More so, this study will also be significant to the Nigeria government because proper

placement of workers in relation their acade?ic qualification i.e level of education will not

only increase the level of the worker's productivity but it will also enhance effectiveness,

efficiency and also curb corruption and eradicate poverty among employee, whereby

increasing high level of employment towards stabilizing economic development.

1.7 Scope of the Study

The research work tries to explore the deficiencies of government parastals in relation to

social placement of workers focusing particularly on Zamfara State Ministry of Finance.

4



Another scope is the issue of meritocracy has discussed earlier its role in workers placement

based on their level of education in both government and private organization.

The study will be carried out in Zamfara State Ministry of Finance; the respondents for this

study are both the junior workers·· such as drivers, clerk administration assistant etc and the

senior workers.

1.8 Operational Definition of Key Terms

a. Education: This is simply the process of facilitating learning, or the acquisition of

knowledge, skills, values beliefs and habits.

b. Level of Education: Level of education are ordered set of categories, intended by

group educational programs in relation to graduates of learning experience and the

knowledge, skills and competencies which each program is designed to impact.

Placement: This also simp1y means placing of something or someone in a particularc.

d.

place or position.

Ministry: This means a government department that is responsible for one of the

areas of government work.

s



CIIAPTERTWO
LITERATURE REVÍEWAND THEORETICALFRAME WORK

This chapter is concerned with literature re
.

. .

discussed under the £ li
•

view ªnd lheoret,cal framework. The chapter is

0 owmg themes· con 1

. .

•
. e k

· ceptua clanficat1on, the level of education the

entena ,or wor ers placement th ,

ºfi
,

'

'
e sigm ,cant mfluence of education, the effectiveness of

placement of workers, and meritocracy.

2.1 Conceptual Clarification

In other to avoid conceptual te ·

¡
· ,

.

nnmo og1es mistakes, it is important to define the concept

education, level of education placement d M' .

' an m1stry.

2.1.l Education: This is simply th f e • • • •

e process o ,ac1l1tatmg Jearmng, or the acquisition of

knowledge skills values belief: d h b'
· ·

·

' ,
s an a its. Educat10nal methods mclude storytelling,

discussion, teaching, training, and directed research. Education frequently takes place under

the guidance of educators, Howe:ver learners may also educate themselves. Education can

take place in formal or informal settings and any experience that has a formative effect on the

way one thinks, feels, or acts may be considered educational.

The methodology of teaching is called pedagogy Formal education is commonly divided

formally into such stages as preschool or kindergarten, primary school, secondary school and

then college, university, or apprenticeship, Muller (2017) view education has a word we hear

very familiar in everyday life, because education is considered the most significant activity in

any society. Wangbara (2016) finds out that education as the process of training man to fulfill

his aim by exercising all the faculties to the fullest extent as a member of society.

Afebendeugne & Ugwu (2015) finds out that education is every interaction that happens is

every association that occurs between adults with children is a field or a state where the

educational work in progress. Education efforts that are deliberately chosen to influence and

assist children with the aim of improving knowledge, physical and morals that can gradually

deliver the child to the highest goal.

d f is defined as a learning process for the individual to

According to Usaka (2017) e uca ion •

.
.

.

d, f the higher specific objects and specific. The

attain knowledge and understan mg O , .

I
•

· d"vidual has a pattern of thought and behavior m

knowledge gained formally resu tmg m 1

accordance with the education.

I
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2.1.2 Level of Education· Level f d
.

•

· 0 e ucation are ordered set of categories, intended by
group educational programs in r 1

·

.

e ation to graduates of learning experience and the
knowledge, skills and competencies which h

. . .

eac program 1s designed to impact.

According to Spinter (2018) defin ¡
1

• · ·

es eve of educat10n as the years of fonnal mstruct10n
received and successfully complet d li

•
·

e
, usua y based on passmg formal exams. the Umted

Nations Educational, Scientific ànd Cultural Organization (UNESCO) recognizes seven

levels of education in its International Standard Classification of Education System (ISCED,
from Level O (Pre-Primary Education) through Level 6 (Second Stage of Tertiary Education).

UNESCO's International Bureau of Education maintains a database of country-specific

education systems and their stages. Education during childhood and early adulthood is

typically provided through either a two- or three-stage system of childhood school, followed

by additional stages of higher education or vocational education for those who continue their

formal education: Early childhood education at preschool, nursery school, or kindergarten.

Primary education at primary school or elementary school, and sometimes in the early years

of middle school, Secondary education at secondary school or high school, and sometimes in

the latter years of middle school. Higher education or vocational education

2.1.3 Placement: This simply means placing of something or someone in a particular place

or position. Placement refers to the task of assigning specific job to employees. Placement

helps to improve efficiency and ·satisfaction .of employees. After the employee has been

selected and recruited, the problem of place?ent arises. Glick (2017) finds out placement

refers to the task of assigning specific job to employees. Placement is in no way less

·

h t ¡ ction A competent employee may be efficient and satisfied if is

tmportant t an accura e se e .

1 d
· ·

b market Placement of workers helps to improve efficiency and
properly p ace m JO

•
·

. . F b' (2015) finds out that placement ofan employee in the right
sat1sfact10nof employees. un i

.

f I
d performance reduces absenteeism and employee-

job results in improvement O mora e an '

.

. . . f chines equipments and matenals and keeps the
turnover. leads to better ut1hzat1on ° ma '

.
·

.
. em loyees on jobs, the requirements of both the

employee satisfied. Whtie placmg P

li uld be considered.,
organization and the employees s 0

1
ts occur for a set, finite period of time that

. ka (2017) posited that p acemen
According to Dur

k U J'ke temporary work, the purpose
k lace and the wor er. n l

is agreed upon between the wor p
.

h k an opportunity to learn something
. is usually to give t e wor er

of a placement of this nature
.b t omething to that environment for a

. or for them to contn u e s
.

from a new work environment
t the allocation of people to the Job.

016) defines placemen
as

set period of time. Macquine (2
..
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It I• s assignment or re
·

-assignment of an

d
. . .

I
.

employee to a n d"f!i
.

inclu es imita assignment of new
ew or t erent Job. Placement

employees and prom
.

employees. The placement is ar"
.

otion, transfer or demotion of present
tsmg out of promoti

. .

new employee to a job apparent!
.

on, transfer, demotion. Assignment of

y seems to be simple task.

2.1.4 Ministry: This means a government department th . .

areas of government wo k A . .

at IS responsible for one of the

r . m1mstry is a high ovemme . .

minister that is meant t
.

g ntal orgamzatton, headed by a

o manage a specific secta f bl'
. . .

have different types f
• . .

r O pu te admm,stratmn. Governments may
o mm,stnes such a M"

.

M
..

t fD ti

' s mISlry of Interior, Ministry of Foreign Affairs a

1ms ry o e ence (which may be d"
. .

'

. .
.

IVtded mio Ministries for Land, Naval, and Air Forces),

Mmtstry of Justice, Ministry ofc,finance . .

,
and Mm,stry of Education or similar is also

commonly present. Ministries are li
. .usua Y immediate subdivisions of the cabinet (the

executive branch of the govemme t) d b
.

n
,

an su ordmate to its chief executive who is called

Prime Minister, Chief Minister Pr 'd
· · ·

,
es, ent

,
Mm1ster-President, or (Federal) Chancellor.

Bennet (2016) defines a ministry
?s

a departm?nt of government, led by a political Minister.

Ministries are usually subordinate t th b'

·

d
· · ·

·

o e ca met, an prime mmtster, president or chancellor.

A government will usually have several ministries, each with a specialized field of service.

2.2 The Level of Education of Workers

Educational level refers to the academic credentials or degrees an individual has obtained.

Here, we use the term "educated employees" to refer to those individuals who hold at least

bachelor's degrees because these degrees are necessary for entry into many higher-paying

occupations (Howard, 1986), (Trusty & Niles, 2015). For practical reasons, we are not

investigating differences among school majors. Because few organizational studies have

considered differences in majors, we are constrained in that regard in the current meta-

analysis. In any event, individuals with specialized skills (such as accounting) will gravitate

to specific kinds of firms (such as major accounting finns). As a result, it is difficult to assess

differences between accountants and non-accountants in the same firm in any meaningful

way. For much the same reasons, we are not examining the effects of obtaining vocational

education here. There is little previous research, for example, on the impact of vocational

d
·

• • h" b h
·

rs Moreover it is difficult to compare college graduates to

e ucat10n on c11tzens 1p
e aviou ·

•

.

.

¡

· ·

b cause they do not have similar access to, or similar

those who received vocat10na tra1mng e

.
.

. h th 's Labour Markets.
rates of partic1pat10n m, eac o er

2.2.1 Structure of the EducatióÍI System in Nigeria . .

.

. Ni eria continues to change based on the asp1rat1ons

The structure of the education system m g . .
.

.

d the style of admtD1strat1on1s therefore not

of the government, the education programme
an

[;
!

8



static. Maintaining a functionin
.

g structure is important n

also for the social and economic .

ot only for the education system but
environment of the coun .

.

'

an arrangement of persons, programm .. ,

try. Fasas1 (2017) views structure as

es, positions or u 't
.

to achieving a specific objective It
.

m s ma specific manner, with a view

.

· ts a framework that d
·

.
. .

structure of educat10n in Nigeria l'k
epicts the period of schooling. The

'
1 e other aspects of th ·

change in line with the dynamics f d
.

.

e educallon system, continues to
0 e ucatton itself. · •

of administration.
' aspirallons of the govenunent and style

\
I

However, Mccrystal and Mcaleer (2016)

Prepare students to meet th h
.

argued that the changing educational structure will
e c angmg demands Th

d l

.

.

· e structures have pushed the education
sector to ea with the continuing h

'

. .

c angcs at both an individual role level and an

orgamzattonal level. The structure is th d
.

us es1gned to prepare the students to face future

changes and enhance their higher ed f •uca ion and social status with power and responsibility.

According to the federal government d
· ·

,
e ucatton 1s the most important instrument of change,

any fundamental change in the intellectual and social outlook of any society has to be

preceded by an educational revolution (Federal Republic of Nigeria, 2006, p.8).

The hierarchical structure of the education system in Nigeria has its base in early childhood

education (0-5 years of pre-primary school), in which the government's role has been limited

to setting standards, providing curriculum guidelines and training teachers within the private

sector providing educational service. Basic education consists of compulsory primary and

junior secondary education. The senior secon_dary school level includes both an academic

curriculum provided in general secondary schools and other curricula provided in technical

colleges and vocational centers. The tertiary level of education comprising universities,

polytechnics and colleges of education is charged with responsibility for the production of

different categories of high-caliber manpower required for national development.

Education in Nigeria has evolved over a long period of time, with a series of policy changes.

The 1976 Universal Policy Education Program gave every child the right to tuition-free

· ·
·

d 1· f Universal Primary Education program in the Western

pnmary educatton. The mtro uc wn °

· .

·
· 1957 Jed to the 6-5-4 or 6-5-2-3 system, that is, six

region m 1955 and the Eastern region m

d D ur years of higher education, or for those who

years of primary, five years of secondary an °
.

. (HSC) course after secondary education, there

look a two-year Higher School Certificate

were three years of higher education.

fi Primary three year middle school and

I
.

h was a ,ve-year ,

n the Northern part ofNígena, t ere
. 1960 a variety of structures still

fi
After independence

Ill ,

?
· tve-year secondary school system.

?(
5:
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7
'

existed around the country. The 6_ 3_ 3-4 system wa •

introduction of the National Policy
s mtroduced in 1977 following the

on Education Thº .

the strUcture of education throuoho t h

· is was introduced to bring uniformity to
"' u t e country Th 6

primary education, followed by th ..

· e -3-3-4 system stipulates six years of
ree years of junior seco d

senior secondary education. Th I

n ary school and three years of
e ast segment of fou .

.

education. Tertiary education 1

.-

.

r years is for umversity or polytechnic
a so mcludes calle e f .

· ·

N"
•

b

g s O education. The current structure of
education m tgerta ased on the 6_3_3_4 s

.

.
. .

YSlem began with the implementation of the

National Pohcy on Education (NPE) in ¡ 977_

2.3 The Criteria for Workers Placement

Education is required for several ?easons d
· · • .

.

an 11 1s a cntenon for workers placement in work

place. These mclude acquiring know! d
· • •

e ge, preparing md1viduals for various social roles,

status, transmitting culture to escape fr d ¡¡- ' om u and unpleasant occupation, source of

knowledge, skill, which enables people to begin new tasks and do old ones more effectively

and lastly to supply the manpower need of the country (Schaefer, 2016).

In its broad sense, education embraces all those experiences of the individuals through which

knowledge is acquired, the intellect enlightened or the will strengthened. In its strict sense,

education designates the consciously planned and systematically acquired formal education

or training carried on through the various social agencies of education especially the school

(Marsh, 2018). Education is also important in terms of certification (regarded as eligible for a

particular position) and socialization (meant to prepare individuals for adult roles). In

contemporary Nigeria society, education is reg_arded as a basic yardstick for the placement of

people into important social positions.

Educational level refers 10 the academic credentials or degrees an individual has obtained.

H th
" d ted employees" to refer to those individuals who hold at least

ere, we use e tenn e uca

bachelor's degrees because these degrees aré necessary for entry into many higher-paying

occupations (Howard, 1986), Trusty & Niles, 20IS).

f on Workers Placement

2.4 The Significant Influence of Educa ion

. h d ation begins. At first, education is an

F h"ld
. bom hts or er e uc

rom the moment a c t
ts '

d imitates them. As the infant_grows

.
.

.

¡¡ t watches others an

mformal process in which an m an
£ nnal through play dates and

. f education becomes more o
.

mto a young child, the process O
.

•

•

1 d with education. The first 1s

. manifest f¡¡ncuons associa e
.

.

preschool. There are several rnaJOr d ts are taught to practice vanous

d kindergarten,
stu en

socialization. Beginning in preschool
an

iO



sQCietnl
roles. The French socio! . •

.
. . .

og1st Emite Durkhei

acadennc d1sc1phne of sociology h
.

m O 858-1917), who established the
' c aractenzed school " . . .

children how to get along with oth
s as sociahzatJon agencies that teach

ers and prepare th £

1 S9S).
.

em or adult economic roles" (Durkheim

Education also provides one of the m ·

.? 01 methods used by peo ¡ fi d
. . .

This function is referred t

Pe or upwar social mob1hty.
0 as placement u · •

.
_ .

· mvers1ty and graduate schools are viewed as

vehicles tor movmg students closer to the cai . .

.

eers that will give them the financial freedom

and ?untv they seek. As a result · •

· ' umverSity students are often more motivated to study

areas that they believe will be ad t

.

van ageous on the social ladder. A student might value

busmes.s courses over a class in Victorian poetry because he or she sees business class as a

stronger vehicle for financial succes ¡
· ·

- .

s. n many soc1et1es of the world today, educational

attainment is one of the most important ¡; t d
· ·

·
·

ac ors etermmmg the occupational and rncome

level to which a person can aspire.

According to Yusuf (2016), in his work on iinpact of education on social mobility among

llorin people. he opines that on the average, an individual's educational attainment tend to

determine his occupational choice, income level and life style. The study found that

respondents' educational attainment was not associated with fathers' educational level. On

che other hand, close relationship were found between respondents' educational level and

their income as well as social status. Most adolescents in contemporary society spend a

greater part of their lives in institutions where they receive formal education. This form of

education (fonnal) is regarded as a major agency of socialization in these societies Bilton, et.

al. 1989; Giddens and Duneier, (2017).

In contemporary Nigerian society, education is regarded as a basic yardstick for the

I

·
· rt t social positions. Education is required for several reasons.

placement of peop e mto 1mpo an .

.

. .

¡
d reparing individuals for various social roles, status,

These mclude acqumng know e ge, P

ti d 11 and unpleasant occupation, source of knowledge,

transmittin2 culture to escape rom u

~ '

. k nd do old ones more effectively and lastly to

skill, which enables people to begm new tas s ª

try (Schaefer 2018).

supply the manpower need of the coun ·

.
.

.

. developed in modem soCietJes by focusmg

. . d h formal educauon
Socmlog¡sts have debate W Y h e emphasized the important

•
.

. vides. for example, some av

on the social functmns that 11 pro
fi

.

1
and perpetuate

the social system.

.
. .

h individual to it rn o,

role of education in sociahzmg t e
. the collective consciousness and

. the function of passmg

Education is here seen as servmg .

1 mobility refers to the amount of

• r>.A h 2015). Saeta

culture, of a pre-existing
society v .. ars '

1l



movement from one stratum to hanot er. It describes th
social position over time. In princ· 1

.

e nature and amount of change in

Ip e, this change can b d

instance, one can consider the
11

.

e efined for any social entity. For
co ective mobilit of 1

. .

nation in terms of health status rt
Y e asses, ethmc groups, or the ent1re

, I eracy and education.

According to Haralambos and Ho b
:

r orn (2015) social mobTty
· ·

·r,
· •

industrial societies tha ·
.

.

1 1 is Sigm 1cantly higher m

n m pre-mdustnal ones I
.

.

.

1
¡ 'b d C

· n particular, status m pre-industrial societies
1s arge y asen e . onsequently, ascribed e

. . .

.
. .

haractenst1cs 1.e. class of origins, sex, race and
kmsh1p relations have less and less intl . . .

. .

uence on md1v1dual's social status ... Rather, status is

seen to be mcreasmgly achieved on th b
.

.

e as1s of ment - talent, ability, ambition and hard

work has replaced ascribed characteri r · •sics as the entena for detennining a person's position
in the class system.

It is in this respect that Parson (2018) d
· ·

argue that achievement 1s one of the major values of

most modern societies. Individuals are judged and accorded prestige in tenns of their

occupational status which is seen to be largely achieved by their own efforts and ability.

Education has been considered as one of the .instrument for attaining such achievement. In

most modern society today, education has become the key element in the process of social

placement. Educational qualification and the number of years completed at schools has

become the most important yardstick needed for occupational attainment. The close

association between years of schooling and level of occupational attainment and income is

true of both developed and developing societies alike. Occupational attainment and entry into

elite post in the society seems to be dependent more than anything else on credentials.

According to Imoagene (2017) in his study of western Nigerian new elite found that the

difference in the occupational distribution in the father's generation is not significant. He

argued that the factor for high occupation in the society i.e. top civil servants, and

businessmen or Professors cannot be understood by referring to his/her origin status. Rather,

d t. th
·

rt t 5•1ngle clue to understanding the career patterns and opportunity
e uca 10n was e 1mpo an .

.

f
• d th type of first

1·
ob taken on entry into workforce which is

o the new ehte. In other war s, e

.
•

d
, subsequent career. However access to this important

based on credentials determine a man s

•
.

1
distributed among people. Rather, while some

institution in the society 1s not even Y

•

1 portunity others find it difficult to acquire

individuals have access to educat1ona op

•

·

a··· thod of learning.
knowledge through this formahze me

t f: hi'ng consequences on individuals, groups as

¡

·

ty has ar reac

, Inequality in educational opportuni . developing societies where educational

I,
Th' is more som

,l.
Well as the society as a whole. is

.
, life chances (Imoagene, 2017). Thus,

.
.

I determines a man s

credentials more than anythmg e se,
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those who have the opportunity to ed .

. ucation tend to .

,,, ded by others wh ¡ k .
.

acquire certain privileges that can be ill-
ª"ºr o ac this basic t

. .

t f h .
rammg. Education, no doubt is an important

instrumen o c ange m modem societies W'th .

.

·
1 education an individual or group can raise

towards more highly valued positions and d
.

.rewar s m society.
According to Akerejola (2016) knowled ..

.
.

.

ge of the mob1ltty function of education is the major
motLvatmg force for sendmg children to hse ool. To these children in tum educational success

means fulfilled life. In the view of Kelsalet (20. IS)
•

'

·education has become the key element m

the process of placement in today's
·

¡·
.soc,e 1es. Educational qualification and the number of

Years completed at school have also b h
• • • ·ecome t e most important entena for occupatmnal

attainment. The positive association between years of schooling and level of occupational
attainment is, in Kelsal's view, true both of developed and underdeveloped countries. In the

same vein, Parelius (2018) in his study of incomes profile in the United States showed that

the median income of all whites above eighteen years who are year-round full-time worker

was higher if they had four years of collegti. The association is no less true of Nigeria

Aboyade (2015) posited that where earnings vary between non-literate primary school

leavers, secondary school and university graduates. In the Nigerian situation, lmoagene

(2017) contends that occupational attainment and entry into elite position in the society seem

to be dependent more than anything else on credentials.

For instance, Glick and Miller Ó.Ó I 6) argued that limitations to educational attainment in

society is brought about hecause some individuals who have the capacity to acquire more

than a modest degree of education do not have the motivation or the means to do so. Also,

others lack the mental ability to pursue their education as far as they wish and can afford.

. Id b ble to believe that majority of people who eventually complete
However 1t wou e reasona

their sch?olingcan justifiably expect to recei?e considerably higher income on
entering.the

. GI" k and Miller (20 ¡ 6) demonstrate that there 1s a

labor market. Along this argument, ,c
. .

f nua! income associated with each mcrease m

progressive increase in the average amount o an
.

b sociated with a

to Say that each year invested in schoohng can e as

education. This is

monetary return.

2.5 Effectiveness of Placement of Workers
.

.

I' med that the best gift parents could give to their
. .

1
"dmhasassu

1,_',
Historically conventiona wis O

•val of the child in future and for
r

,

.
.

h later gives way to the survt
. .

I t.
children is sound educat10n whic "

.

d" ered that the relat10nship between
.

l ations it was iscov
-

life. With the advent of education eva u

I always clear. Cole (2017) finds out it

ic ce of workers was no
levels of education and performan

lie
::c.

i;,._
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s
clear evidence to link accessibil \y

.

I

.

I tn terms of acces .

development,
while others have found r I

s to educal!on with economic
. itteornolinkae .

ma)' exist are as hkely to come from . .

g stªtmg that any correlations that
· extShng political or

this review that accessibility should b th
natural resource. It is proposed in

e ought of not just in t
1

0 in terms of placement of work
· errns of access to education but

a s ers or employment o .

b d on levels of education wo k .

pporturnty. Without proper placement
ase , r ers are isolated h"

. th th h
'

w tch perpetuates the deprivation trap by
denymg em e c anee to perform as expected a .

.
.

nd also denymg them access to their most
basic needs. Wrong placement will slow dow h

. .

.

.
n t e d1ffus1on of new technologies and

techniques, decrease m levels of production i

.

.
. .

, ncrease m level of unemployment, high rate of
inefficiency, meffect1veness and hereby leading t h' h .o 1g rate of corruption and poverty.

ln the technologically advanced
?ountries normally the status gradation is defined by the

occupational and educational levels of education. "Briefly, in view of the close relationship
between education and occupation, and to the extent that occupation is an important, if not

the only avenue, for income and social status, education acquires significance as a

determinant of social placement and social stratification." It is noticeable that in the industrial

societies the most prestigious jobs tend to be not only those that yield the highest incomes but

also the ones that require the longest education, The more education people have, the more

likely they are to obtain good jobs and to enjoy high incomes.

2.6 The Issue of Meritocracy in Placement of Workers

I.

Meritocracy is whereby people get employed on the basis of their ability. Augusto (2017)

d h
·

h advancement within the system turns
posited that meritocracy refers to a system un er w ic

.
. credentials and education. These are often

on merits like performance, mtelhgence, •

'

.
. Danny (2015) meritocracy can refer to any

determined through evaluations or examinations.
. .

•

.

1 (201 SJ finds out that ment 1s equated with
. ed h' evement. Dun op

fonn ofevaluat10n bas on ac 1

•

ly age and selected for
,

. ssors are identified at an ear

mtelligence-plus-effort, its posse
, "th quantification, test-scoring,

.

d there is an obsess10n w1

appropriate intensive educatton, an
. that everyone has the right to

.

. he workplace simply mean
. .

and qualifications. Mentocracy m t

ly and often. Those opm1ons are

ed to share them open
. .

expresstheir opinions and are encourag
h t re deemed the best. This ,s the

d based on those t a a

listened to and decisions are then ma e
,

. that employ a meritocracy worker

I many organizauons b also by
key distinction of the meritocracy. 0

rking hard and smart, ut

h' not simply by wo
·

t am and their
forge their own path to leaders ip,

.
. ositively impact their e

' have the ab1hty to p
romotes equal grounds

expressing unique ideas that
. f the system.

It P

smooth runnmg o

organization. Meritocracy ensures
1•J
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for people from different races d
.

an castes. It
govemmental organizations. endorses efficiency and effectiveness of

Marcus (2015) finds out that merit .

.
.

ocracy is an efficient s
. .

be it m a government or some org
.

.

ystem of ass1gnmg power positions
. .

amzat1on. It has ro .

,

However. 1t also reqmres a clear and d
.

P ven to be effective over the time.
.

. . . .

efin1te description of' .
, .

that this ment 1s w1thm the reach of all
· ment and 1t should be ensured

the members of a
•

the need for competence in orgai
.

.

society. It was on the realization of
11zatJons that mad M

bureaucracy to state that candidat fi
. .

e ax Weber the greatest exponent of
es or positions in

· .

basis of technical qualifications.
orgamzatwns must be selected on the

2.6.1 The Complex Relationship betwee Ed .

.

n ucation and Workers Placement

According to Pitfall (20 I 7) he po ·t d d

• .

SI e e ucation acts as a generator of upward mobility it

does not mvanably do that, the reciprocal I t' h. b
. •

re a 10ns 1p etween educat10n and social

stratification it is stratification that affects education ·

·1 Th" f? ·

pnman y. 1s e ,ect 1s greater than the

effect of education on stratification. In many societies the facilities for education leading to

higher levels of occupations and professions like medicine, engineering, management, etc.,

are limited. But the number of aspirants to make use of such facilities is very high.

Since the cost of higher education is very high and several constraints govern admission to

such education courses, only a select section o.f the society can manage to enter such courses.

This section is normally the privileged section of the society, which occupies a top position in

the stratification system. Such a system of higher education with all its constraints etc., is

often defended on meritocratic grounds. Thus education instead of being a generator of

upward social mobility is forced to function as an agency of stratification, to function as an

agency of status retention.

2 6
.

S I t·
. the Nigerian Public Service: Nature, Challenges

• .2 Recrmtment and e ec ion m
.

. endered by governments the world over are

According to Ibrahim (2018) finds the semces r

.

.

a· "duals known as the public servants under an

bemg provided through a group of 10 ivi
.

.

.

ice In Nigeria, public servants comprises of semor

umbrella of a system called the pub he serv ·

. h are largely distinguished
.

.

. and administrative cadres w o

-i.
and Junior sta? as well as executive .

. k nd the duties they discharge.
.

.

s training, skills, ran s a

• based on their educational quahficauon '

1.t of the administrative structures
:,

d refers to the tata I y
.

· The public service on the other han
I lam 2016). Jt covers agencies

. ..
.

•

. arried out (Ademo e ,

.
.

·:,
.
IV!thtn which the work of govemJ:!1ent

is c
.

1
rores and the Judiciary mcludmg

?' I C ·¡ Service, Leg1s a

'.
at the Federai levels like the Federa ivi

!

i,l¡I

i

;¡

!

I
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their agencies and parastatals. Th
.

. .

e term usua]l
agencies

than the c1v1l service
1 d

. .

Y denotes a wider
· n a dttion it en

scope of governmental

of the ministries and department of th
compasses the civil service in the str'ct

e central govern
I sense

also covers local governments, the m .1.

ment and the field administration· it

.

t itary, the police
•

concept also covers advisory governme .

and other security agencies. The
.

ntal bodies and the .

is a dynamic structure of government .

pubhc enterprises. Public Service
. . .

which operates based
five years m N1gena so as to keep in tu .

on rules that are reviewed every
ne w,th changing ti

society and to provide for the futu .
:

mes, to serve the current needs of
re requirements of the

public service is "Permanence"
people. One of the principles of a

According to Pilbeam and Corbridge (2018 ) they finds out that the p bl' · •

defined as a permanent body of official th
u 1c service 1s often

d 't l'ti
.

t
.

d

s at carryout government decisions. It is permanent
an I s I e 1s no tie to the life of a

•

.

ny particular government. From this principle, it is

pertment to note that persons are employed
.

t h
.

m O t e service at one time and in some other
time such persons do exit the service due to one reas th h

• •on or e ot er either retirement, transfer

withdrawal from service etc. This is why governm I fr.
· · •

'

en om time to time do recrwt and offer

appointments to prospective candidates to fill in the vacant po ·¡· 'th
· k 1bes1 ions wt a view to eep

government's work going. This again, signifies the importance of recruitment as a

government tool for increasing the workforce by hiring candidates "ith the right

qualifications, attitude and enthusiasm to demonstrate commitment on the job.

2.6.3 Meaning of Recruitment

The term recruitment simply means, "Securing the right people for particular jobs, and it may

take the form of advertising for large groups. of employees or tracking out a lightly skilled

individual for specific work" (Scott 2017). This in essence means that not any person with

paper qualification is eligible for recruitment into the service. A choice has to be made oo

who is the right candidate for the post; a person with maturity, high sense of belonging, skills

and good moral attitude. This is very much paramount due to the fact that it is through this

·
· hieve its sets of goals and objectives.

process that the government or an organ1zat10n can ac

. .

e attracted and they applied; care should be

However, even when those that are ehgible ar
. .

1
d enthusiasm to make contnbutmns to the

taken and select only those that have the zea: an

organization Newell and Shackleton, (20l6)-

2018) "Recruitment is a process of allillCling

According to Monday (2015) and CrawfoTd (
'

d with appropriate quaJificatioos,
.

d'
.

.
. fficient numbers an

. . . "

1n IVJduals on a timely basis, m su
..

. them to apply for jobs wilhin rt.·

,

d
.

. tion and encouraging .

_ ,
evelopmg their interest in an organiza d all year round but at a designated

?,"1'1..
.

is not conducte
1': 'nis is a clear indication that the e_xercise

·,
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time when the need arises. The need a
.

.

.

rises as a result of
left the service as a result of either retire .

vacant position created by those who
.

.

ment, withdrawalfro .

During this process, efforts are made t
.

m the service or other reasons.
.

o inform the ap lie

of the requtred competencies that w'll
I

p ants fully about the selection criteria
. .

h
.

1 ead to effective r,

opportunities
t e organization can pr 'd

per ormance, as well as career
ovt e the employee Cl

potential employees to put in their b

· ear knowledge of the job help the
est when employed b

. .

what you are going to do that you e

ecause it 1s only when you know
an understand not onl h

.

indicates that "the process of recr •t
Y ow to do it but how to do it best

UI ment has two ·

·.
Important purposes.

Firstly, recruitment should focus on both tt .

.

1 f?
• •

b

a rachan and retention of the interest of applicants
smtab e or a given JO . Secondly, it should ere . . .

ate a pos11tve image of the organization in the
eyes of people who come in contact with it" Th· e first purpose implies that recruiters should

emphasize on retaining the qualified candidatés and th' b
..

1s can e done by first g1vmg them the

job and then motivate them. This
is. very much necessar b th

· f ·

l

·

.
y ecause e issue o Just emp oymg

the right candidate without proper motivation can lead to brain drain and as such the overall

aim of recruitment is defeated.

Apart from this the organization. department or ministry in question that is recruiting the

candidates should try as much as possible to portray its good image by demonstrating high

sense of fairness at the very time of selecting candidates. The candidates should be given

equal, fair and even treatment irrb¡X:cfr,e of ethnic background, religious differences and

other sentimental issues. This w ¡¡¡ ádhrcel:, gíYe tbe candidates a feeling that they make the

right choice and will try as much as po,1.é:'.:,k to put in their best in achieving the stated aims,

goals and objectives. One of the re:-"'5,D!Yi 10,,;;1 mo,1 employees faíl on the job is the fact that

th f:
·

¡ at d Op= -

·s.
"', --•=' ;.,nd equit)• should therefore serve as one of the

ey are not atr y tre e . ?"''''" - '"'"''"º =··

guiding criteria for recruiting canáiá=.o.
. .

,. -+e ,ervice is often conducted through series of

Recruitment and selection of perSDm,e,, i!'.1\•,· '-"'
• • .

. ._ Tu,. ,,:,sourcing cycle begins with the 1dent1fica!Jonof a

stages known as the resourcrng cyclcc. L .? ·

• bl
,, ••

11

". ndidate is performing the Job to an accepta e

vacancy and ends when the gucc?,J'll. "11
· t b

is 10 decide that there 1s a vacancy o e

standard. The ftrst step in tile recruibmtmt ,pmcess
. roach If for example, there is

. aff., ·¡•?illl! 1l01Tle strategic app ·
'

filled. This can be done systematic O
' •' -

•

his immediate subordinate may

,
. Im? :from the service,

. .

a vacancy as a result of exit of an en,P: '
.

b d from within the orgamzat1on to

.. 1,,wtheortJtereisno
o Y

be appointed to fill in the gap:.Jt ¡!J',()IT"
,._~ 1ight from outside.

.
.

, ,,-spO:ttlllY = SP

fill m the vacant position thananotltlllflf---

lt"7
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2_6.4
Selection

According to Mathis (20 I 7) noticed th at after attractin .

process,
the next step is to select from th"

.. g candidates through the recruitment
.

is pool those that .

therefore, 1s the process of choosing ü
will be employed. Selectionrom the pool of a

.

organization based on the specified O
•

•
pphcants, those to be hired by the

.
rgamzational requireme .

.

circle is very crucial as it is through th. h

nts. Th,s stage m the recruitment
is t at the employer ·u

.

appropriate candidate to be employ d f
8 WJ decide on who is the most

e o all the job a r
qualifications Mathis (2017). It is in this sta

PP icants that have the relevant
ge that the recruiters are v h f¡ 1

I
t candidates that will be b d

. ery mue care u not to
se ec a ur en m the workforce.

According to Boxall and Purcell (20 J 5) "Th k .

' e ey pomt of selection is how to make fair and
relevant assessment, which indicates strength ds an weaknesses of applicant". A lot of
candidates may apply for a particular position candidates eve th h

•

'th' n oug m most cases w1

same qualification but with different backg d d'ffi .

.

roun
,

1 erent experiences, different affiliations
and different attitudes or characters. However, even if all of them are qualified to be offered
the job, not all of them are going to get it as such the most suitable candidate is the one to be

selected. If this is done, it is an indication that the organization is powerful and has strength.

Strength in this sense connotes the ability to do the right thing. This is where most recruiters

in the Nigerian bureaucracy are found wanting. Instead of going on the right direction by

appointing only those that deserve to be employed, the reverse is the case.

=

This point is further highlighted by Pilbean (2016) where he asserts that: "recruitment and

selection process is based on action between "applicant and job", which is dependent on

stating a need by an organization, using the most appropriate recruitment and selection

·

d d'fying the recruitment and selection
techniques and on "reviewing, evaluating an mo 1

.
. ,, D 't the fact that both activities are directed towards

system m the light of expenence . espt e

.

h. h recruitment activities Jay the groundwork
obtaining suitably qualified employees, m w ic

. . ool of applicants from whom the selectors may
for the selection process by provi_dmg

the p

while establishing a clear link
h d (2007) differentiate the two tenns

e oose, Bratton & Gol
. f generating a pool of

. . "Recruitinent is the process o

between them in the following way.
.

. Selection is the process by which
t to an organization.

_ capable people to apply for employmen
00¡ of applicants a person or

-
. ments to choose from a p

••
managers and others use specific m51ru

. management goals and legal

•1
. the job(s), given

P_.
ersons more likely to succeed m

N li Shackleton (2016) who
h iews of ewe '

clear barking of t e v
·iment and contribute to the

will show comtnI

only those that
tequirements." This is a

·

..

,?Phasized on recruiting

??ganizationsprogress.
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In setting out a similar distinction F' oot and Hook (2
functions are closely connected each .

OOS) suggest that: "although th two
.

, requires a se ar
e

maY in practice be fulfilled by different
p ate range of skills and expertise and

.
staff members" Perha

and processes involved. Even though th .

·

ps there are certain protocolse functions are ca
.

dwithin the same context at the same ti

· rne out almost simultaneously i.e.me, the process involved .

.
. . .

stages handled by an expert in each sta p·
is conducted bit by bit 1.e. m

ge. irst of all a writte .
.

which must be screened and then be f,
n apphcation has to be submitted

.

orwarded to the next sta e f.
.

.

finally selection of the right candidate.
g or sortmg and filtermg and

2.6.5 The Selection Process

The selection process involves Preliminary i t
. ..

. . .

n erv,ew this 1s usually the applicant's first
contact with the orgamzation. For the organi t' ,za ion, It represents the first stage of the selection
process. It is usually at this stage that those who a t l'fire no qua 1 1ed are weeded out. If the
number of the applicants is on the high side, the preliminary interview helps to bring it to a

manageable size. It is now those who pass this stage that are allowed to face other rigorous
tests. Application Blanks is the form given to.job applicants from which information about
their qualifications, experience and any other information that are related to an applicant's
ability to perform well on the job is gotten. ln summary, the application blanks request for

iofonnation that is job-related. Through the application blanks, the interviewer gets some

specific information about the applicant which will be useful in the main employment

interview. This helps to test the applicant's reliability and accuracy of facts. Tests are seen as

the most objective method of judging applicants provided they are well exposed to the same

test under the same condition. Tests are increasingly becoming an integral part of the

· ·

b
·

, d • t There are different types of tests and theselection process because of its o v1ous a van ages.

h t th t rganization is engaged in and the type
one chosen by an organization depends on w a a 0

of personnel it wants to employ.

l.6.6 Types of Recruitment Tests
. r 1 be

a number of ways that an app 1can can

Throughout the recruitment process there are
h 1

.

(20 I 6) finds out that such tests allow t e emp oyer
tested by a prospective employer. Nicolo

h I
t identify and develop those

, . , otentials and also e p o

-

to.identify
and recognize the applicant 5 P

.

S) •ted that some of the tests in
. Ivancevtch (201 pos,.l specific skills to match job requirements. .

d t sts which measures specific
.

d bility and aplltu e e

ll recruitment and selection process mclu es ª
. . ability or potential to learn

. . dication of ex1stmg
'· !kill sets and the resultant score gives an m

b'J'ty such as numerical, verbal,
',

,., articular a 1 1

\?Us required for the job. They evaluate a p
. and administered under exam

•:.,110 re multiple choices
.-;?grammatic etc. Often the tests ª
;,i<,i
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I

onditions. Practicing tests will h
1

.

e e p to Increase a
.

found on the Internet. These tests ge
PPhcant's

familiarity
.

.

t more difficult t
with them and can be

rush
them, but to thmk carefully d

awards the end s 't
. .

.

an to go back t
' 0 1 is important not to

psychometnc
and personality tests .

0 those you cannot
assess IDdividu 1,

answer. Secondly

values through responses to questions
a

s preferences in behavior attitud d
.

or statement
' e an

multiple answers with each of the . .

s. These tests are un-timed d hquestions relaf
an ave

personality,
such as team-working abil'ty 1

.

mg to different aspects of applicant's
I

' eadersh1ppreferen
honestly as they are trying to fit job a I' .

ces. The tests must be answered
PP icants mto a job role a

.
.

what the employer wants, he may find h. .

nd if an applicant tries to guess
imself 1n a job that d

these tests the key is to remain positivei J b
.

. .

oes not suit him! For any of
• 0 offering is not solei b

are only used as one part of the recr .1

Y ased on these tests - they

.

u1 men! process and thirdly:- Interview· An interview is a

formal exchange of facts, impression and vi .

·

. .

ewpomts between a prospective employer and a

prospective employee with a view to their mutu I 1ª se ection or parting. Interviews vary greatly
in their content, but are often used to asse h h.

. . .

ss sue t mgs as interpersonal skills,
commumcat1on skills, and teamwork skills and can b d

.

, e use to assess Job knowledge. Well-

designed interviews typically use a standard set of questions to evaluate knowledge, skills,

abilities, and other qualities required for the job.I
I

I
11!is in order to reduce the impact of personal biases and improve validity of the interview,

that the structured method is often advocated. A structured interview is one where the

I
li h d'dates are asked the same questions. Using

questions are prepared beforehand and a t e can 1

l. bTty Reliability in interview is the degree
a structured interview method also increases re 18 1 1 ·

. .

h ti rmance of the candidates. ln a s1tuat1on
·

of agreement between the interviewers on t e per O
•

I ·
·

1

.

s about the candidates, then the

wh h
•

t the same cone us10n

I
ere t e interviewers arnve a

1

• the reliability is

.
. to different cone us1ons,

·

iehability is high. On the other hand if they come
.

sons The first is to assess

I.

. rocess for two roam rea .

. \lw. Interviews are used in the selection P

the ·

h
·

b (Cole 2017)
· candidate's motivation fort e JO ·

'

·
.

. •

1
b

.

d by trained md1V1dua s, e

In.. ducted or supervise
w have any value interviews should be con

n specification
or job profile,

, .

,

. irroring the persa .

'-;'1ictured to follow agreed set of quest10ns
111

. The interview is more than a selection

· • k questions.
,d allow candidates the opportunity

to as

Employers generally conduct interviews face-to-face. Though interviews are quite popular in

the selection process, its validity is increasingly being questioned. By validity we mean the

extent to which the interview can suitably predict the right candidate(s) for the job from the

pool of candidates. The reasons for doubt over the validity of the interviews is that it has been

found out that most times the biases of the interviewers do affect their sense of judgment.
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device. It is a mechanism that is capable of

organization
to the candidate w·th h

communicating inform f
.

' 1 t e aim. of .
.

ª ion about the job and the

ínformat10n about the process and th
g1vmg a realistic .

b
.

.
.

us can minim•
JO preview, providing

organizat10ns seekmg high perfo .

ize the risk of job ffi
.

.

.
.

rmance ln their sele
.

o ers being reJected.

considerable attention to maximizin th
ction processes should th fi

.

g e uses of th .

ere ore give

method with other psychometric me
e mterview and ideaJly b. hasures where .

com me t e

appropnate
2.6.7 Nature of Appointment in th N· .

·

e 1ger1an Public S
.

According to the provisions of Fed
I

ervice
era Government of Ni .

. '

and federal Government, Official Gaze
gena, Pubhc Service Rules 2008

tte 25th- of August 200 .

Authority for recruitment into the pub]' .
.

9 & Pension Reform Act 2004.
lc service is vested on th p

.
.

Appointments are made either:
e ubhc Service Commission.

(a) By letter written by the Director ofth p bl' .

.
.

e u ic Service Commission or

(b) By formal agreement between the officer and the .
,

.

.

government or ,t s appointed agents.
2.6.8 Types of Appomtment

According to the provisions of Federal Govern t f N'
• .men ° igerta, Pubhc Service Rules 2008

and federal Government, Official Gazette 25th of August 2009 & p ·

R f¡ Aens1on e orm ct 2004.

Direct appointment to the public service may be made in any ofth ? li
· ·

e ,o owmg categones:

(a) As trainee or pupil

(b) On probation in a pensionablepost

(e) On non-pensionablecontract to a non-pensionable post or against a pensionable post and

(d) On temporary basis. Eligibility for Appointment depends on the prospective employees of

the public service are expected to ·satisfy the following conditions: must be over sixteen (16)

years of age, Possess such minimum qualification as are specified from time to time, be

certified by a government medical officer as sound in health and medically fit for the

government service and possess a testimonial of good conduct from his last employer or if

not previously employed, from the last school or college be attended, (Civil Service Rules).

H
b runent must state: Whether he has been

owever, every applicant for employment Y gover
.

.
t he has engaged in and 1f he has left

convicted of criminal offence, all employmen .

. mployment whether he 1s under any

\llnployment, why he did so; or if he is still m any e '

.

. fr fi m pecuniary
embarrassment.

obligation to remain in it and whetl]er he is ee ro

,

;;6,9 Conditions of Appointment . en age without fonnality daily-
·

JTu¡¡
t are authonzed to g '

:'.: _

.. .,Y-rated staff Heads of Departmen
s

d Officers on probation officers on

;::filf"'4 .

· ed rate of pay an
.

.

\?.l? staff in accordance with authortz . confirmed in the service. Durmg

'·
.• ,

.
ears before being

?·

,at1on are required to serve for
two Y

.

l
,,¡

21



the period of probation an empJ .

.
.

oyee is required
Ppropriate

to his appointment. The h'
to Pass the prescribed . .a W Ite paper exammat1on

nacted as Decree No. 43 of 1988 Th d

on the 1988 civil service f,e
. .

. e ecree made provisi
re orms was

Of appoIDtment, promot10n and discipl'i b
ans for the sharing of the pone etween th F

wers

Ministries/Parastatals. The decree limited h
:

e ederal Civil Service Commission andt e powers of the .
.

officers on GL 07-1 O only, Participatin comm1ss10nto: Appointment of
.

. .

g as an observer in the p
of Ministnes, Performmg appellate fun t'

ersonnel Management Boarde mns on petitions b ffi .

ministries and that of the personnel m
Y O icers agamst the decision of

.

anagement board, Provisio f .
. .

appointment, promotion and discipline.
n ° uniform gu1delmes on

Powers of appointment, promotion and d'
.

I'
. .

. . .
.

1sc1 p me of other officers were transferred to the
Mm1stnes and Extra-Mm1stenal Departments Th A .

· e y1da (20 I 6) review panel recommended
that the power of the commission be rest d b

.
.ore ut with modifications. The Panel

recommended that the power of the Civil Service e · •
.

.omm1ss10nover recruitment, promot10n
and discipline should be as follows: Recruitment Officers on GL 07-13, Promotion Officers
on GL 14-17, Discipline Officers on GL 14-17. It is recommended that the commission
should handle transfers and secondments in the civil service for officers on GL 07 and above.

Contract Appointment is a temporary appointment which does not provide for the payment of

I a pension. The duration of a contract appointment is limited to the period specified in the

contract itself. The appointment may be tenninated by the government at any time in

accordance with the terms specified in the contract agreement.

2.6.10 Challenges of Recruitment in the Nigerian Public Service

In the first instance the issue of meritocracy is very much lacking. This manifested as a result

. . ffi h Id s in the issue of recruitment. Aboyadeof consistent interference of poht1cal o ice O er

. k' lace politicians do interfere and
(2016) finds out that whenever there is recruitment ta ing P '

.

h
. ective of whether they are qualtfied or

make sure that their candidates scaled throug mesp

not.

.

t cases incompetent. It is however, a

Th'
. . taff that are m mos

IS eventually leads to recru1tmg s
.

.

t' s it must have people with
.

. to achieve its obJeC ive
Well-known fact that for any orgamzatwn ,, mpetence in organizations that

. ion of the need ,or co
..

Proven competence. It was on the reahzat
. te that candidates for pos1t10ns

of bureaucracy to sta
.

lllade Max Weber the greatest exponent .

1 qualifications.
However, m the

, he basis of technica
. ns TheIll organizations must be selected on t

d rely on sentimental reaso ·

·l!àse . d selection are base pu
·

e it has legalized
+·

• of Nigeria, recruitment an
nded the problem,

sIDC

.¡. ,
• lso compou .

·

-, Iple of federal character has ª
of ethnic balancmg.

. ent in the form
IIsm and segregation in employm

I
I

I
¦

22



'"',-,,.priodpleof "'=I ""''"" O, .
.

?,, ,

..

·
. principle saddled ·

?' "' opportumty to all the six geopolitic
1

•

With the responsibility of given equal
=-' ,

.
.

a zones m tenns f
??- service. But the problem is that

O employment into the federal civil
=f' some of the 2

qualification and as such their vac .

ones are backward in terms of paperanc1es cannot b e Properly filled fully
there is also the issue of recruitm

·

ent purely based on sk'll
Recruitment in Nigeria is mostly based .

.

1 s rather than positive attitude.
on the sktlls and I h

.

be employed without giving due .

ec nicai know-how of the person to
considerations to the .

applicant possess. It is good to note h

attitudes and character that the
ere, that employees ·th

.

in most cases do not strive h d

w¡ improper or negative attitude
ar towards the realization of the or

. .

I
.

personal interest is superior 10 that of th
gamzatlona goals. Their

.

1 d t k I

.

e organization. This has a strong and negative effect
as 1t ea s o war p ace tension and ais 10 owers productivity. (Ibrahim, 2014)

2.7 Theoretical Framework

'

l
--r

For the purpose of this research, Bureaucracy Theory of Management is used as the
theoretical foundation for this study.

2.7.1 Bureaucracy Theory of Management
Max Weber (1864-1920), who was a German.sociologist, proposed different characteristics

foWld in effective bureaucracies that would effectively conduct decision-making, control

resources, protect workers and accomplish organizational goals. Max Weber's model of

Bureaucracy is oftentimes described through a simple set of characteristics.Max Weber's

work was translated into English in the mid-forties of the twentieth century, and was

oftentimes interpreted as a caricature of modern bureaucracies with all of their shortcomings.

However, Weber's work was indented to supplant old organizational structures that existed in

the earlier periods of industrialization. To fully appreciate and understand the work of Max

Weber, one therefore has to keep the historic context in mind, and not "just" see his work as a

caricature of bureaucratic models.

h b tic model are presented. Each characteristic is

Below, some characteristics oft e ureaucra
. .d•

.

1 féatures of administrative systems they were
described in relation to which tra Itiona

intended to succeed.
.

.

e clearly specified and each area has a

F.
•

•.

h
·

· dictional areas ar
IX,t:d Division of Labour t e JUrIS

d t the whim of the leader. This
¡'. ,

.
.

d 'ghts that cannot be change a

.

S¡iêêtfic set of official duties an n
. f d ties found in more traditional

:•?, ,, • .
. .

. bitraTY assignment o u

; dl'V1.s1on of labour should mm1mize ar
d guiar and in which the leader

·t .. ·,... b was not firman re ,

·?¡??tures, in which the division of la our

??.: .

<;. change duties at any time.

i?,:
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Hierarchy of Offices each office shou ld be control!office. However, lower offices should .

.

ed and
supervised b

.

.
.

· mamtarn a right Y a higher rankmghierarchy. Thts should replace a more tr ct·
.

to appeal decisions made h1· h
.

th. a Ittonal s . g er m e

relations are more diffuse, and not based on .

ystem, m Which power and authorita clear h1erarch·
1

YIA h. qo?mRational-Lega ut onty a bureauc .
·

racy is founded on ra
.

authority rests on the belief in the
"legality"

tional-legal authority. This type of
•

.
of formal rules and h' .of those elevated m the hierarchy to p

:

1erarch1es, and in the rightosses
authority and .

to officials based on their skills, positio d . .

issue commands. Authority is givenn an
authority placed f, .

This should supplant earlier types of ad
.

.
.

ormally m each position.
mm1strat1ve systems wh .

based on others, and more individual
' ere authority was legitimized

, aspects of auth ·1 1·k.
· on Y I e wealth, position ownershipheritage etc.

'
'

Creation of Rules to Govern Performance rules sh Id b
.ou e specified to govern officialdecisions and actions. These formal rules should be ¡ 1- 1

1

.
.re a 1ve y stab e, exhausttve and eas!lyunderstood. This should supplant old systems in which rules e ·th •11 d fl d

, w re et er 1
- e me or stated

vaguely, and in which leaders could change the rules for conducting the daily work
arbitrarily.

Separation of Personal from Official Property :and Rights official property rights concerning
e.g. machines or tools should belong to the office or department • not the officeholder.
Personal property should be separated from official property. This should supplant earlier

systems, in which personal and official property rights were not separated to the needed

extent.

Selection Based on Qualifications officials are recruited based on qualifications, and are

ensated with a salary, and are not
appointed, not elected, to the office. People are comp

.

1 d ower etc. This should supplant more
compensated with benefices such as rights to an

• P

.
. raditional systems, where officials were often

particularistic ways of staffing found m more t

h 1 d
·

hts etc.

1 rank Benefices sue as an
, ng. ·

illlected due to their relation with the leader or soem
.

·

b replaced by a general
. eo le which was to e

l\'ere also common ways of compensating P
.

P '

- §alary matching qualifications.
areer for officials.,

h Jdbeseenasac
())¡ anizations s ou

•

,

ear Career Paths employment in the org
. career. After an introduct10n

¡I;-
.

i
ates a hfe)ong

.

1\? official is a full-time employee, and antic p

em loyee from arbitrary dism1ssa .

'l\i\ .

h. h protects
the P

i"'110d, the employee is given tenure, w ic ..
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This should supplant more tradi't•tonal syst .

·determined by the leader, and in Wh' h
ems, tn Which

employ ,IC
employees

l

ees career paths wereMax Weber viewed these bureaucr t'
acked the

security oft
. .

a tc elements as sol
.

enure.
earlier and more traditional

administrative
uttons to problems or defects withinsystems Like .

parts
of a total system, which, if

combined
.

.

.

wise, he viewed these elements as
d ff¡ . and instituted ffi

.effectiveness an e 1c1ency of the adm
•

.

.

e
ec!Jvely, would increase theIntstrative structure.

The bureaucratic structure would to a greater extent protect emfrom leaders, and would potentially give ployees from arbitrary rulingsa greater sense of securiAdditionally, the bureaucratic structure w Id
ty to the employees.ou create an opportunit £specialists within one specific area, whi

1

.

Y or employees to becomec i would increase the effectiven .
.

each area of the organization. ess and efficiency m

Finally, when rules for performance are relatively I bls a e, employees would have a greaterpossibility to act creatively within the realm of th ·

.
.err respecttve duties and sub-tasks, and tofind creative ways to accomplish rather stable goals and targets.

I 2.7.2 Application of the Theory
I
i The relevance of this theory to this research work is that for any organization to achieve their

âuns and objectives the procedure highlighted by Weber should be followed. For instance the
aspect of selection based on qualification, Weber believe that that if selection is based on

qualification that is levels of education, it will give room for right positioning which will in

t¡¡m enhance efficiency and effective and high level of performance.
The theory also posited that employers should be value free. This is to say that during

recruitment and selection, employers should employ based on qualification and not other

social factors such as family background, economy status, religion affiliation, political party,

ethnicity among others that may be considered.

2,7,3 Critics of Bureaucracy Theory of Ma,nagement
.

' .

th following are the shortcommgs
Cftlically looking at the theory of Weber, e

.

h -1 is too excessive it.
. .

1 beneficial; especially w en ,

D1v1s1on of Labour may not be complete Y

bl m between the clients and
.

. . lity will lead to pro e

?111
lead to alienation. Formalistic tmpersona

.

d
.

very organization, however
th

·¡¡ rm rµle be apphe m e
·,

•
e officials. He recommended that um O ,

•

d ativity. He neglected the
, .· .·.

. . of innovation an ere
· · li¡? Uniform rule will prevent the exercise

'?li.?ce of environmental factors on organizations.

"\),,]ftrength of the theory
. Recognition of service

•
.

. ct compensat10n,
sensus, Technical samty, d¡re
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CHAPTERTHREE
RESEARCH METHODOLOGY

This chapter includes the re h
.

, searc design stud tf .

size determination, sampling t h
.

' y se mg, populahon of the study, sampling
ec mques, methods of d t

.

analysis.
a a collectwn, and techniques of data

3.1 Research Design

The study adopted cross sectional d
.

.

1

esign research to examme the level of education and

p acement of workers in Zamf S
. .

b
.

ara tate Mmistry of Finance. The choice of this design was

ecause 1t helped the researcher t ko now the level of education and placement of workers in

Zamfara State Ministry of Finance.

3.2 Study Setting
Gusau is ª city and Local Government Area located in the northwestern Nigeria. It is the

capital of Zamfara state. The local government has an area of 3364km2 and the population

according to population projection (2016) is 4,515,400. Gusau is one of the towns established

during the jihad of Sheikh Usman Dan Fodio. It was a small emirate comprising of various

towns that had once been part of the western section of the kingdom of Katsina, namely

"Katsina ta Y amma" or "Katsina !aka" before colonial rule. It borders Chafe and Katsina in

the east, Bungudu in the West, Kaura- Namoda in the north and Dansadau in the South.

Gusau, sits just north of a line drawn from Kebbe and Kano, and the town is located on the

main railway between Kaura Namoda and Zaria, and it is on a secondary highway between

Talala Marfara and funtua. Sharia practice was first declared in the city in 1999 by the then

governor Ahmed Sani (Yariman Bakura).Gusau, city now has an Emir, Alh. Kabir

Mohammed Danbaba which upgraded from district head Sarkin Katsina Gusau to Emir by

former Governor Ahmed Sani (Yariman Bakura).

The town has two major Rivers; Sokoto river plain to the west which passes through

Dandume, Kwaren Ganuwa, Gidan Fakkan, Gidan Malamai, then to Gusau, and Bungudu up

to Kaura- Namoda. The area drives most of its drinking water from these rivers. Apart from

h
·

h small Fadamas and marshlands where swamp rice, sugar Cain, and

that, t e nvers ave

are Cultivated. Gusau serves as a major industrial center of northern

market gardening
•

· th ·1 "nclude groundnut and tobacco processing, textile

Nigeria. Industnes m e ci Y 1
.

.
. The city is active in mining the deposits of gold and

manufacturing, and cotton gmmng. .

.

.

d Gusau is Jinked by roads and a railroad to other

diamonds in the surrounding countrysJ e.

!!
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cities in the region; the city also h
.

as a reg10nal airport The . .

cultural region of northem Nigeri It h

· city 15 part of the Hausa- Fulani
ª· as a substantial M r

numerous mosques and Muslim .
.

us Im population and contains
orgamza!Jons. Archeolo

·

¡

•

was occupied by Old Stone Age (37 000
.

gica evidence suggests that Gusau
, -15,000 years ago) 1

from this period have been found in the
peop e and many quartz tools

area. Gusau once served as a leper colony.

In any Islamic society like Gu d
.

' sau, e uca!Jon is geared t d

Quran' the source of i

. ,

owar s understanding the Holy
nsp1ra!Jon. In terms of t d

.

G d' t
,

wes ern e ucatlon, the first school established in

usau 1s net was probably in 1925 s· h
. .

f G h

· mee t e mcepllon of western education many people
o usau ave been benefitin fr •

. . . .

g om it. At present there are many primary and post primary
mst1tut10ns m the town A n b f h

.

· um er O t e products of these institutions and others outside

mclude renowned administrato D
.

rs, octors (Academic or Medical) and other categories of

workers m the public and private sectors of the Nigerian economy.

Gusau town grew after the arrival of the railway from Zaria, 105 Miles (169 km) southeast in

1927 and is now a major collecting point for cotton and peanuts (groundnuts) grown in the

surrounding area. Although cotton ginning, weaving and dyeing are long established local

activities, it was not until the late 1960s that a modern textile plant opened in the town. A

seed · oil mill and soya bean- meal processing plant were also built. Besides cotton, cloth,

and peanuts. Gusau exports tobacco grown in the Sokoto River's floodplains around Talata

Mafara, ( 48 miles 77 northwest), chicken, and goats to Zaria, The town's Hausa and Fulani

people also raise cattle, sheep, donkeys, horses and camels and trade in Millet, Rice,

sorghum, cowpeas, beans, and floodplain- grown vegetables. Today, Gusau can be counted as

one of the second largest town in Sokoto state. Within Gusau are number of entrepreneurs

many of whom established modern industries and factories. These however go side by side

3.3 Population of the Study

The targeted population for this research work was the workers of Zamfara State Ministry of

Finance comprised of both the permanent staff and the casual staff such as the director, senior

accountant, secretary, unit heads, head of department and drivers, security, cleaners, office

.

·

¡ The total population of.workers in Zamfara State Ministry of Finance

assistant, respective Y•

Th fi 400 respondents were chosen to cover the total population of Six

was 671. ere ore,

O (671) The sample was selected using purposive sampling

Hundred and Seventy ne ·

technique.

--

I I 11
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3.4 Sampling Size Determ· .

mation

Since the population of th
.

e study is known

sample size determination fi

· The study empl d

ormula to det .··
oye Taro's Yama

population of staff work .

ermine the sample size fi h

ne ( 1961)

er m the Zamfa S

or t e study The e
.

Using Yamane's formul t d

ra tate Ministry of Finance

. st1mated

a o etermine sampl
.

was 671 (2019)

N
e=

.

1
+ n (e)2

i..
i
i'
i=

Where,

n = the sample size

N = the total population
e= the level significances (0.05) or 95%

!=constant

N

1 +n(e)2

n= 671

1
+ 671 (0.05)2

n = _Jill_
672 X 0.00025

n= 671

0.1680

n = 399.4.04

n= 400

3.5 Sampling Techniques

The sampling techniques adopted for this research was purposive sampling techniques.

Through purposive sampling techniques, the ministry was divided into different unit which

includes: Administration Department 90, Expenditure Department 45, Main Account
'':>i
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I

=

Department 55, Finance lncorp dorate Department 35
.

Sub- Treasury Department 36 St

' lnspecl!on and Control D

.

, ore Control Unit 45
epartment 40,

purposive sampling technique
'Board of Survey 54.

s were used because the d

the research study which includes b th
epartments selected were relevant t

0 male and fi
1

•

0

ema e without religion bias

3.6 Method of Data Collection

·

Data was collected using q f ..ues 1onna1re. A structured o e

was used in gathering data It .

P n and closed ended questionnaire

.

· consisted of standard . . ..

information from parti
•

.
.

queStIOns eltc1tmg demographic
cipants, it captured the ob' e

·

exploration of the research .

1
cttves of the study and enabled the

quesl!ons The quest"
·

?

Language and

· mnnaire or the study was written in English
was translated to those wh d'd

Q f
.

O 1 not understand English language
ues 10nnaue was preferred fo th t d

.

h.

r e s u y because it had the capacity of covering wide range

geograp teal area It assured .

· anonymity, confidentiality and reduced cost.

3,7 Method of Data Analysis

Data was analyzed using
·

¡s1mp e percentage. Data was presented in the form of tables and

percentages with explanations at the end of each table for easy comprehension and to answer

research questions and assumptions of the study. Also, data gathered from questionnaire was

incorporated and synthesized to show areas of convergence and divergence in the response to

be obtained from the field work.

3.8 Problems Encountered in the Field.

The limitations of this work includes; Languáge barrier which was the greatest limitation or

hindrance the researcher encountered in the course of this work, some the respondents do not

understand English language, but with the help of the research assistance who helps in

translating English language to Hausa for easy comprehension.

Another limitation was the issue of baa-shiga (No entry). This was a serious challenges

encountered by the researcher, this prompted the researcher to employ a female assistant to

help administer the questionnaire in some oftic?s
were male are not allowed to enter.

Unwillingness of the respondents to give out information also contributes to the challenges; it

was not easy for researcher to convince respondent that the study was merely on academic

exercise due to high level of illiteracy among the people in the ministry.

All this constitute the challenges encountered by the researcher on the field, but inspite all the

challenges the research was able to successfully collect the data for this research study.

i

.I1

i1

I
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CHAPTERFOUR
DATA ANALYSIS AND PRESENTATION

¦

I
i

This is the point where data gathered are presented in tabular forms. Here the informationgathered was discussed, explained and recommendations were drawn. The chapter coversdiscussions from all sections of the questionnaire, the responses to the question was analyzedon the percentage bases for easy interpretation and overall discussion of findings. Fourhundred ( 400) questionnaires were distributed to the respondent and one hundred and seventyone (171) was retrieved. One hundred and ninety two (I 92) was not returned due to the
negligence of the respondents and thirty seven (37) out of the ones retrieved were invalid
because some workers are illiterate.

4.1 Socio- Demographic Characteristics of Respondents
This section present the socio demographic data of all respondents as gathered through
the use of questionnaire. It covers responses from Gender, Marital Status, Age, Religion,
Academic Qualification and Categories of Staff.

Table l. Gender Distribution of Respondents

Gender

Male

Female

Total

Frequency

65

106

171

Percentage %

38.0 %

62.0%

100%

1.
l

l

R her's Survey, 2019Source: esearc

65 (JS O'¼) of the respondents was.

t ble 1 out of a total of 171 respondents, . ºAs shown m a
,

h"I 106 (62 0%) of the respondents was women.men, w 1 e ·

• . • ondents
. Marital Statns D1stnb11t10n of RespTable 2

Percentage %Frequency[_ Marital statns

Single

Married

60

101

8Divorced
2

?

s..

??Pª:=r;_at_ed1'71_-

171Total

Source: Researcher's Survey, 2019

35.1%

59.1%

4.7%

1.2 %

100 %
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As shown in table 2, out of a total of 171 respondents 60 (35 1 '¼)
single, 101 (59.1 %) are married 8 (4 7 '¼)

.

' · 0 of the respondents was
' •

0 was d1vorc d h"l
was separated.

e
'

w I e 2 (1.2%) of the respondents

Table 3. Age Distribution of Respondents

Age
Frequency Percentage %

18-26
25 14.6%

i 27- 35 30 17.5 %• 36-44?- 40 23.4 %

::,
45 -53 60 35.1 %

• 54-62 16 9.4 %•
-· Total 171 100 %

Source: Researcher's Survey, 2019

As shown in table 3, out of a total of 171 respondents, 25 (14.6%) of the respondents was 18-

26 years, 30 (17.5 %) was 27-35 years, 40 (23.4 %) was 36-44 years, 60 (35.1 %) was 45-53

years, while 16 (9 .4 % ) was 54-62 years.

Table 4. Religion Distribution of Respondent

Religion Frequency

Christianity 65

Islam 90

Any other 16

Total 171

Percentage %

38.0%

52.6%

9.4%

100%

Source: Researcher's Suwey, 2019

h
·

t ble 4 out of a total of 171 respondents, 65 (38.0%) of the respondents chose
Ass own m a ,

. . . 90 (52 6'¼) of the respondents chose Islam, while 16 (9.4%) of the respondents
Chr1stiamty, ·

0

chose any other.

I
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Table 5. Academic Qualification Distribntio f Rn o espondents
-

Academic qualification
Frequency Percentage %

?-

SSCE
20 11.7%

OND/NCE 40 23.4%
BSC/HND 57' 33.3 %

-

MSC/MA 40 23.4 %
PhD

14 8.2%
Total

171 100 %

Source: Researcher's Survey, 2019

As shown in table 5, out ofa total of 171 respondents, 20 (11.7%) of the respondents was

SSCE, 40 (2.4%) of the respondents was OND/NCE, 57 (33.3%) of the respondents was

BSC/HND, 40 (23.4 %) was M.sc/ M.A, while 14 (8.2%) was PhD.

Table 6. Nature ofEmploymeut Distribution of Respondents

Nature of Employment

Permanent Staff

Temporary Staff

Frequency

106

65

Percentage %

62.0%

38.0%

Total

:S-ource: Researcher's Survey, 2019

As shown in table 6, out of a total of I 71 respondents, 106 (62.0.0%) of the respondents was

f" hile 65 (38 0%) of the respondents was temporary staff.
permanent sta ,, w ·

171 100 %

Table 7. Categories of Staff Distribution of Respondent

,-- categories of staff Frequency Percentage %

56
32.7%

Junior Staff
67.3 %

Senior Staff 115

171 100%
Total

--
h

, Survey 2019
Source: Researc er s '

d t 56 (32 ?%) of the respondents was
. ble 7 out of a total ofl 71 respon ens, .

As shown m ta '

d ts was senior staff.
. . "' h'l 115 (67.3%) of the respon en
Jumor staH, w I e

.
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4.2 Levels of Education of Work .

z
.

ers 18 amfara State M' ·
.

This section present level of work d

•mstry of Fmance
ers ata of all respondent

of questionnaire.
8 as gathered through the use

Table 8. How long have you w k d
.or e with Zamfara State Ministry of finance

I How long have you worked with Zamfara;: Frequency Percentage %--
State Ministry of Finance

5 years below 25 14.6%
6- 10 years 45 26.3%
11-15 years 60 35.1%%

16 years & above 41 24.0%

Total 171 100 %
I

Source: Researcher's Survey, 2019

As shown in table&, out of a total of 171 respondents, 25 (14.6%) of the respondents had

worked for 5 years below, 45 (26.3%) of the respondents had worked for 6-10 years, 60

(35.1) of the respondents had worked for 11-15 years, 41 (24.0%) of the respondents had

worked for 16 years above.

Table 9. Response to what is your highest level of education in Zamfara State

Ministry of Finance?

I
what is your highest level of education in Frequency Percentage %

Zamfara State Ministry of Finance

SSCE
45 26.3 %

OND/NCE
15 8.8%

BSC/HND
70

_409%-=jMSC/MA
30 17.5%

11 6.4%
PhD

171 100 %
Total

Soure-; R?eardler--;sSurvey, 2019

.

9 t f total of 171 respondents, 45 (26.3%) of the respondents had

As shown m table ,
ou O ª

h d OND/NCE 70 (40.9%) of the respondents had

SSCE, 15 (8.8%) of the respondents a ,

BSC/HND, 30 (17.5 %) had M.sc/ M.A, while 11 (6.4%) had PhD
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Response to do you think the kn
.

ow ledge you have acquired througheducation makes you more competent?
Doyou think the knowledge you -have-

Table 10.

acquired through education makes

I
you more competent

Yes
135=-

i No
33

_J Not Sure
3

-
Total 171

- Source: Researcher's Survey, 2019?

Frequency Percentage %

78.9%

19.3 %

1.8%

100 %

As shown in table l O, out of a total of 171 respondents, 135 (98.9%) of the respondents chose

yes, 33 (19.3%) of the respondents chose No, while 3 (1.8%) of the respondents chose Not

sure.

Table U. Responses to do yoµ think that education is criteria for placement in

Zamfara State Ministry?

1 Do yo11 think that education is criteria Frequency Percentage %

for placement in Zamfara State

Ministry
Yes 100 58.5 %

No 64 37.4%

Not sure 7 4.1 %

171 100%
Total

Source: Researcher's Survey, 2019

. bl 11 out of a total of I 71 respondents, 100 (58.5%) of the respondents chose
As shown m ta e ,

d t hose No while 7 (4.1%) oftherespondentschoseNot
Yes, 64 (37.4%) of the respon en e ,

,

s11re.
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Response to where you I dpace on your educational qualification?
Re5Ponse to where you placed on your

Table 12.

educational qualification

Yes

Frequency Percentage %

No
7 4.1 %?------:-=----

JOO 58.5?
Not sure -----------64 37.4%

171 100%
Total

i'

Source: Researcher's Survey, 2019.

As shown in table 12, out ofa total of 171 respondents, 7 (4.1%) of the

respondents chose yes, 100 (58.5%) of the resp_ondentchose No, while 64

(37.4%) of the respondents chose Not sure.

Table 13. Responses to would yon say the education has significant

influence on the requirement for workers placement in Zamfara State

Ministry of Finance.

would you say the education has significant

influence on the requirement for workers

placement in Zamfara State of Finauce

Frequency Percentage %

Yes

No

Not sure

15 8.8%

141 82.5 %

15 8.8%

J171 100 %
Total

?- researcher survey 2019ource.
.

13 t fa total of 171 respondents, 15 (8.8%) of the respondents chose

A h wn Jl1 table ,
ou o .

h ts s o

while 15 (8.8%) of the respondents e ose no

yes, 141 (82.5%) of the respondents chose No,

sure.
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fable 14. Responses to do you think th t 1
ª P acement ofw k .

Ministry of Finance is effective?
:

or ers Ill Zamfara State

?nses to do you think that placement of

workers in Zamfara State Ministry f F' .0 manee 1s

effective

Frequency Percentage %
-

Yes
70 40.9%

No 96 56.1 %

Not sure 2.9%

Total
L

Source: Researcher's Survey, 2019

As shown in table 14, out of a total of 171 respondents, 70 (40.9%) of the respondents chose

yes, 96 (56.1 %) of the respondents chose no, while 5 (2.9%) of the respondents choose Not

171 100 %

sure

Table 15. Responses to do you think that placement in Zamfara State Ministry of

Finance is based on merit?

I
Do you think that placement in

Zam.fara
State

Ministry of Finance is based on merit

Yes

No

Frequency

70

96

Percentage %7
40.9%

56.1 %

2.9%
Not sure

L Total

Source: Researcher's Survey, 2019

.

t bl 14 out of a total of 171 respondents, 70 (40.9%) of the respondents choose

As shown 1Il a e ,

yes, 96 (56. I%) of the respondents chose no, while 5 (2.9%) of the respondents chose not

171 100% _J

sure.
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Table 14. Responses to do you think that pl
. .

.
a_cement of workers in Zamfara State

M1mstry of Finance is effective?
·

ÍÍewonses to do you think that placement of

workers in Zamfara State Ministry of Finance is

effective

Yes

No

Not sure

i Total

Do you think that placement in Zamfara State

Ministry of Finance is based on merit

Yes

---No
Not sure

Frequency

70

96

s

171

Source: Researcher's Survey, 2019

As shown in table 14, out of a total of 171 respondents, 70 ( 40.9%) of the respondents chose

yes, 96 (56.1 %) of the respondents chose no, while 5 (2.9%) of the respondents choose Not

sure

Table 15. Responses to do you think that placement in Zamfara State Ministry of

Finance is based on merit?

Frequency

70

96

Percentage %--

40.9%

56.1 %

2.9%

100%

Percentage %

40.9%

56.l %

2.9%

L Total

Source: Researcher's Survey. 2019

h
.

t ble 14 out of a total of 171 respondents, 70 (40.9%) of the respondents choose

Ass own in a ,

f h ndents chose no while 5 (2.9%) of the respondents chose not

yes, 96 (56. ¡%)o t e respo '

171 100% J

sure.
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rabie 16. Response to what do you think can b de one to enhance placement of workersin Zamfara State Ministry of Finance?

-;i"iat do you think can be done to

enhance placement of workers in

zamfara state ministry of finance

?Merit
Experience

Total

Source: Researcher's Survey, 2019

Frequency

154

17

171

Percentage %?

90.1 o/o

9.9%

100%

As shown in table 15, out of a total of 171 respondents, 154 (90.1%) of the respondents chose

merit, 17 (9.9%) of the respondents chose experience.

I
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4,3
Assumptions

Assumption 1

'fable 17, Level of Education ,

d
M" •

is a etermin t f
m1stry of Finance

an ° workers placement ¡ z ,8 am,ara State

I
I
§

Placement of workers

Level of Education

Yes

No

Not Sure

Total

Frequency (t) Percentage(%)

100 58.5%

71 41.5%

o 0%

171 100%

Source: field Survey, 2019

As shown in table 17, out of a total of 171 respondents, 100 (58.5%) of the respondents chose

yes, 71 (41.5%) of the respondents chose No, while O (0.0%) choose Not sure.

Findings from the study indicated there is no doubt that level of education is a determinant of

placement in Zamfara State Ministry of Finance. Majority of the respondents agreed that

level of academic qualification is a yardstick of placement of workers in Zamfara State

Ministry of Finance. From the table above majority of the respondent JOO (58.5%) agreed

that level of education is a determinant of placement of worker in Zamfara State Ministry of

Finance as opposed to 71 ( 41.5%) respondents. The findings of the study agreed that with the

assumption that level of education is a determinant of placement of workers in Zamfara State

Ministry of Finance. At such it should be noted that level of education is a determinant of

placing workers in Zamfara State Ministry ofFinance.

Therefore the study assumption should be accepted that level of education is a determinant of

placement of workers in Zamfara State Ministry of Finance.
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Assumption 2

Table 18 Placement of workers i n Zamfara State Mini .

stry of Fmance is based on merit

I

Placement of Worker
Merit

Frequency (f) Percentage (%)

Yes 70 40.9%

No 96 56.1%

Not sure 2.9%

Source: Researcher's Survey, 2019

As shown in table 18, out of a total of 171 respondents, 70 ( 40.9%) of the respondents chose

yes, 96 (56.l %) of the respondents chose No, ?hile O (0.0%) chose Not sure.

Findings from the study indicated that placement of workers in Zamfara State Ministry of

Finance is not based on merit. From the table above majority of the respondents 96 (56.1%)

agreed that placement of workers in Zamfara State Ministry of Finance are not placed on

merit as opposed to 70 ( 40.9%) respondents.

The findings of the study does not agreed that with the assumption that placement of workers

in Zamfara State Ministry of Finance is based on merit. As such it should be noted that

placement of workers in Zamfara State Ministry of Finance is not based on merit.

Therefore the study assumption should be debunked that placement of workers in Zamfara

State Ministry of Finance is based on merit.

4.4 Discussion of Findings

This section is based on discussions of findings of the objectives of the study and responses

gotten from the questionnaire
administered.

e•amine the level of education of workers in Zamfara State Ministry of

4.4.1 To ?

Finance

. . d
.

d" ated that majority of the respondents 70 (40.9%) agreed that the

Fmdmgs from the stu Y m tc .
.

. f k 'n Zamfara State Ministry of Fmance is Bachelor of

highest level of educatton ° wor ers 1

.

.

I Di loma (Hnd). It was established that the knowledge

Science (Bsc) and Higher Natlona P
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•

acquired through education Bsc and Hnd
.

unproved Worke1·s ,

Ministry of Finance. The findings agreed
.

h
oo111polcncy In Zomlitrn Stowwit those of Sekute (2018) I

factor for organization for better organiza!' ,

I mt oducutlon Is a keyion to function properly.
4,4.2 To assess the criteria for w kor ers placen1c11t ·

zFinance
III nmfürn Stntc Mh1IHtry of

Findings from the study indicated that . .

maJonty of the re d
d t.

. . .
spon ents I 00 (58.5%) agreed that

e uca ton 1s a entena for placement f .

bl. h d h
. .

o workers m Zamfara State Ministry of Pinancc. ft was
esta 1s e t at ma,ionty of the

. .

respoodents JOO (S8.5%) in Zamfora State Ministry of
Fmance testified that workers in Zamf: . . .

.

.

aia 8tªte Mtmstry of Finance are not placed on their
educational qualification becau f I'

.
. • . .se O re 1g1ous affihat10n, poht1cal influences, ethnicity that is

why workers are not placed th b
.on e ases of their educational qualifications.

The findings correlated w'th th f S1 ose o anatana (2015) that education is a criteria for
placement of workers in an organization, and workers should be properly irrespective of their

religious affiliations, ethnic backgrounds.

4.4.3 To ascertain the significant influence of education on the requirement for

workers placement in Zamfara State Ministry of Finance

Findings from the study indicated that majority of the respondents 141 (82.5%) agreed that

education has a significant influence on the requirement for workers placement in Zamfara

State Ministry of Finance. It was established that education has a significant influence on the

requirement of workers placement in Zamfara State Ministry of Finance because education is

regarded as a yardstick for the placement · of workers into important positions in an

organization. The findings agrees with those of Yusuf (2016) that education has a significant

influence on the requirement of workers placement in any organization.

4.4.4 To assess the effectiveness of placement of workers in Zamfara State Ministry of

Finance

Findings from the study indicated that majority of respondents 96 (56.1%) ngrced that

placement of Workers in Zamfara State Ministry of Finance is not effective bccnuse workers

are not placed on the bases of their educational qualification and experience.

The findings agree with those of Taylor (2017) that in other to get an orgnnizntlon to be

effective they must recruit and place workers with proven competence appropriately.
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4,4.S To examine the issue of
meritocracy in Zam fara State Ministry of Finance.

Findings from the study indicated that the majority of the respondents 96 (56.1%) agreed thatworkers in Zam fara State Ministry of Finance are not placed on merit. It was established that
placement of workers in Zamfara State Miliistry of Finance is based on particularistic
principle such as bias, relationships, religious affiliation, ethnic group among others. It has
also been established that to enhance placement of workers in Zamfara State Ministry of
Finance, workers should be placed on the bases of their educational qualification,
achievement, experience in the ministry this° will bring about productivity, efficiency and
effectiveness in the organization.

The findings agree with those of weber ( 1920) that employment and placement of works in

organizationsshould be based on achievement.
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CHAPTERFIVE
SUMMARY R

.
.

• ECOMMENDATIONSAND CONCLUSION
This chapter bas1cally consists of th e summary, conclusio
the research work. The summary

n as well as the recommendations of
aspect deals with the ·

•
.

chapter five. Lastly, the researche t fi
.

simphfica!Jon of chapter one to
r pu orth recommendations which serve as way forward .

5.1 Summary

. The first chapter is basically th .

de mtro uctory aspect of th·
element discussed in I d .

b

18 research work. The research
e u e, ackground to the t d hs u Y, t e statement of the problem, the

research questions the aim and b'
.

. .

' 0 ¡ectives of the study, the research assumptions the
significance of the stud th

'

Y, e scope of the study, and lastly the operational definitions of
terms.

The chapter two is titled the literature review and the theoretical framework, where in the

researcher engaged in an in-depth consultation to extract scholarly literatures, to propose the

state of knowledge on issues which include; introduction to the chapter, the level of

education, the criteria for workers placement, the significant influence of education, the

effectiveness of placement of workers, and meritocracy. It is imperative to note that, this

research work employed the bureaucratic theory of management (propounded by Max

Weber). The central thrust of bureaucratic theory of management is indented to supplant old

organizational structures that existed in the earlier periods of industrialization. The theory

open minds of managers, directors and board of directors to how organization can be

structured to attain optimum and maximum profit and the goal of the organization both at the

individual level and at the organizational level.

The applicability of this theory to placement of workers cannot be overemphasized, Nigeria

as a country is faced with endemic, pandemic and pervasive nature of unemployment,

poverty, limited education and great level .of inequality, all of which transcends into

involvement of wrong placement of workers.

The chapter three of this research is titled research methodology essentially, in the segment of

h th dology the research design adopted for the study is the survey research

researc me o ,

. Th t d
,., "mfara State Ministry of Finance. This research adopted the stratified

design. e s u y = .
.

.

h
.

d the simple random techniques in choosing the sample population for

samplmg tee nique an .

.

.
. th h work involves gathering information from a pnmary data

this study Smee e researc h
.

t' nn ire was effectively and efficiently used as t e

source, the use of research ques 10 ª
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instrument. The questionnaire wh. h

•

IC was divided into tw .

Section A covers the demograph. d

O sectmns, namely s t' .

IC ata of the
ec mn, A and B

status, Age, Religion, academic 1.

respondents which include· Ge d M .

·

qua 1fication and
' n er, arital

questions on levels of educatio d
.

category of staff. Section B involves
n an queshons on placement.

The chapter four is labeled the .

presentation and anal .

concerned with the analysis of th d

ys1s of data. The chapter is primarily
e ata generated throu h th .

the course of this research k 1

· g e ques!Jonnaires administered in

war . t was reported in this h

hundred (400) questionnair
c apter that, a total number of four

es were administered H

(171) of this was recovered b h

· owever, one hundred and seventy one

Y t e researcher a fig h' h
. .

total administered questio
.

' ure w IC is eqmvalent to 100% of the

nna1res. As stated earlie th t th
this research work i d' .d d

.

··
r a e research questionnaire adopted in

.

s 1v1 e mto two sections. These two

efficient analysis usina f,
.

sections were subjected into

"' requency distribution and percentages.

LaStly, chapter five contains th .

e summary, conclusmn based on the findings of this research

work as well as the d
· •

recommen ahons which show case reliable and effective measures in

tackling placement of workers.

5.2 Conclusion

Conclusively, this research work has been able to establish the fact that, level of education,

experience, knowledge acquire by workers in the social structure detennines a great extent of

their placement. In other words, the level of education, experience, and knowledge acquire

determines the position such worker should be placed without any bias or prejudice

(meritocracy)

The findings also indicated that, low level of productivity, lack of experience, and low

academic qualification leads to wrong placement of workers. Furthermore, the findings of

this research work depicts that workers low level of education which is an important element

of placement plays a significant role in the placement of workers, to this end, the majority of

the respondents believe that, lack of education will lead to wrong placement.

Furthermore, the research shows that, wrong placement of workers still exist in the ministry

and that the only and possible solution to solve this issue is to encourage education at every

level. because wrong placement
will not only increase social problems like unemployment,

·

b t ·t will also increase the criminality of workers and individuals in such

poverty, corrupt10n u 1

organization and the society at large.
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5.3 Recommendations

In order to improve on pia cement of workers in Zamf:
and to also solve other social prob I

ara stªte Ministry of Finance
ems that are associated 'th I

,

following recommendations are co .

d

WI P acement of workers, the
nsI ered to be of fundamental

.

be considered:
importance, thus these must

1. Education must be encouraged nat'ionally. That is lhe government of Nigeria should
encourage people to go to school b

.
.

.

II
Y makmg pohcy that will encourage education

nationa y.
·

Employers should focus more on levels of academic qualification, levels of

experience, and knowledgeacquired by workers.

Skill acquisition is also a factor to be considered in placement of workers.

Employment should be seen as clear career path, this means that employment in

organization should be seen as a career for officials. An official is a full time

employee and anticipates a lifelong career. After an introduction period, the employee

is given tenure which protects the employee from arbitrary dismissal. This should

supplant more traditional systems, in which employee's career were determined by

the leader and in which employees lacked the security of tenure.

3.

4.

5, Selection based on qualifications either skill acquisition or academic qualification.

This means that employers should be bias free, and should select without prejudice.

5.4 Suggestions for Further Studies

This research is concerned with levels of education as a determinant to workers placement in

Zamfara State Ministry of Finance. However, it should be clearly stated that the effect of

wrong placement of workers is not limited to Zamfara alone; as such any future research

should cover a wider area by considering other institutions, ministries and local governments

in Zamfara State as well as other states in Nigeria.

:::i
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Appendix I: Letter of Introduction

Department of Sociology,

Federal University Gusau,

41" November, 2019.

Dear Respondent,

My name is Sunday Oloruntoba Ojo, a final year student of the above named school and

department, with Admission Number 1510207018, I am carrying out a research on ?Level of

Education and Placement of Workers in Zamfara State Ministry of Finance", The study is

purely an academic investigation for the completion of a research project in partial fulfillment

of the requirements for the award ofBachelor of Science Degree (B,Sc) Sociology,

¡ will be grateful if you will kindly co-operate with me by completing the questionnaire. All

infonnation given will be treated in strict confidentiality and used for the purpose of this

research work.

Thanks in anticipation.

Yours Faithfully,

Sunday OJoruntoba Ojo

I
I

,!
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Appendix II: Level ofEducati
F.

on and Placement of w k .

manee.
or ers m Zmara State Ministry of

Instruction· Pl ·

a··

e?se 10 icate the appropriate res onse b
· ·

?
various boxes provided.

P Y tickmg ( ) where necessary in the

SECTIONA: Demographic Data

l. Sex: Male(

Single ( )

Female ( )

2. Marital Status: Man-ied() Divorced (

3. Age: 18- 26 ( 27-35 ( ) 36,44 (

4. Religion: Christianity (

6. Nature of Employment:

Permanent staff ( )

7. Category of Workers

Junior staff ( )

Islam (

Temporary staff (

Senior staff (

45- 53 (

Separated (

54-62()

Any others (

5- Academic qualification:

SSCE ( ) OND/NCE ( ) B.SC/HND ( ) M.A/M.SC ( ) PhD (

SECTIONB: Levels of Placement in Zam fara State Ministry of Finance

8. How long you have worked with Zam fara State Ministry of Finance?

(a)5yearsbelow( ) (b)6-10years () (c)ll-15years()
( d) 16 years above

9. What is your highest level of Education in Zamfara State Ministry of Finance?

(a) SSCE ( ) (b) OND/NCE ( ) (e) B.SC/HND ( ) (d) M.A/M.Sc ( )

(e) Phd ( )

10.

1 J¡

Do you think the knowledge you have acquired through education make you more

competent?
(a) Yes ( ) (b) No ( (e) Not sure

I l. If y es state yourreasons;

.
.

.
.

n for placement in Zamfara State Ministry of

12. Do you think that educatton is a entena

Finance?
(b) No ( )

(e) Not sure

(a) Yes ( )

52



13.

14.

If yes, were you placed based on your educational qualification?
(a)Yes( ) (b)No ( ) (c)Notsure

lfno why?

15. Would you say that Education has a significant influence on the requirement for
workers placement in Zam fara State Ministry of Finance?
(a) Yes ( ) (b} No ( ) (e) Not sure

16. Ifno why?

17. Do you think that placement of workers in Zamfara State Ministry of Finance is

effective?
(a)Yes( ) (b)No ( ) (c)Notsure

18. IfNo Why,

19. Do you think that placement in Zamfara State Ministry of Finance is based on merit?

(a)Yes( ) (b)No ( ) (c) Not sure

20. If no why?

I
f¡

,-'( !

21.
.

b d to enhance placement of workers in Zamfara State

What do you thmk can e one

Ministry of Finance
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