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ABSTRACT I
The study assessed impact of the problems and prospect of manpower planning and

productivity in an organization. The study objectives were to determine the problems and prospect

of manpower planning and productivity in an organization and to find out challenges associated

with the problems of manpower planning and productivity in an organization survey research

designed was adopted for the study where one hundred and forty-eight (I 48) were considered as

the target population.384 was adopted as the sample size of the study. Proportionate stratified

sampling procedure was used. A self-developed questionnaíre was used for data collection.

Questionnaire (MMARDQ.). The instrument was validated by expert in the field of test and

measurement and education foundation as well as the supervisor. Test re-text technique was used

to established reliability of the instrument and a co --efficient O. 76 was analyzed using frequency

count, percentages and mean rating. The findings of the study found that problems and prospect

of manpower planning and productivity in an organization; government of the study should reduce

its influence of the day on the problems and prospect of manpower planning and productivity in

an organization.
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CHAPTER ONE

1.1 Background of the study

Manpower development according to Branch (2000) is educational and development activities

conducted by an organisation to improve the lives of their workers. The activities have definite

relationship to employment in human capital formation as a process which enable organization to

acquire and increase their manpower stock, through the process of planning, recruitment, and

training. Employer develop their staff and mobilize them in the attainment of organizational goals.

Training is therefore an integral element in manpower development. Cole (2001) viewed

manpower development as being concerned with increasing knowledge and skills in doing a

particular job. I-le went further to say that training is an attempt to improve the performance of

employees through learning which is done by increasing their skills and knowledge. According to

Ekpo (2002) manpower development programmes are designed to educate employees beyond the

requirement of their present job position so that they can be prepared for promotion and be able to

face future challenges.

The importance of manpower development has long been recognized not only by individual and

groups but also organizations and nations throughout the world. As a result, international

organizations particularly the United Nations (UN) and its specialized agency notable "UNESCO"

and the World Bank continue to mount the crusade for manpower development not only in

developing countries but also in advanced countries. This is because manpower development in

its wide context has been recognized as the basis for the wealth of nations. The wealth and vitality

of any nation rests ultimately on capital and natural resources and always passive ingredient

without human resources". Therefore, this research examined the problems and prospect of

1



manpower development in Jigawa State with particular reference to Hadejia Local Government

Civil Service.

1.2 Statement of the problem

For many years, personnel managementand specialists have recognized the need to have the right

people at the right job in order to improve productivity. Personnel experts believe that the

manpower needs of an organization can only be fulfilled by having qualified skilled and

experienced employees. This can only be achieved through appropriate procedures of manpower

problems and prospects. Experts observes that most organization suffered from organizational

inefficiency and ineffectiveness as a result of improper manpower problems and prospects.

Manpower problems and prospects had been relegated to the background level of organization

most especially in the public sector. The research therefore, intends to investigate the above

Í problem and offer possible solution with particular reference to Hadejia Local Government in

: L

?
Jigawa State.

1.3 Aim and Objectives of the study

The main aim of this research is to examine problems and prospects of manpower development

in Niger State with a particular reference to the State Civil Service in Hadejia Local Government.

In fact, the study has the following specific objectives.

i. To examine the problems of manpower development in Hadejia Local Government.

ii. To examine the prospects for effective manpower development in Hadejia Local Government.

fü, To suggest ways of improving manpower development for sustainable development in Hadejia

Local Government.

2
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··

};4 Research Questions

··
· fu the process of this research, the following questions would be asked;

i.

ii.

W11at are the problems of manpower development in Hadejia Local Government?

What are the prospects for effective manpower development in Hadejia Local

Government?

iii. What are the ways of improving manpower development for sustainable development in

the Hadejia Local Government?

1.5 ,Justification of the study

Since the success and the development ?f any nation rest entirely on the development of

manpower resources, a research of this kind would leave no stone unturned in identifying the

problems militatingagainst proper development of manpower in Niger state. The findings would

help to improve the efficiency of manpower development for effective management of scarce

resources in .Tigawa State. Moreover, the findings would also help identify better strategies of

developing manpower of various categories across various sectors of the economy and society for

effective management of our scare resources for rapid development of our nation. The research is

therefore significance since it would add to the existing literature relevant to the research topic

under review. This study may contribute to scholarship, its findings may be useful to the ongoing

debate on manpower planning, particularly at Local Government level.

1,6 Scope and Limitation of the Study

It is believed that the success of any organization is determined by the interplay of its materials

and human resources. In this case, the research is only confined to the problems and prospects of

manpower development in Hadejía Local Government wíth partícular reference to the state civil

3
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t;?j?e,1'1/1çe.
ln the cow:se of this, the areas to be examined include the following: recruitment, training,

l??t âiscíp!ine, transfer and promotion of the state employees. The research is limited to Hadejia Local
Government Civil Service,

1. 7 Definition of Concepts

I, MANPOWER: Is the number of people working or available for work or service.

ii. DEVELOPMENT: According to Walter Rodney; Development is about increase skills and

capacity. It is about better freedom creativity responsibility and material well-being of people.

iii. PROBLEMS: is something that is difficult to deal with or to understand.

iv. PROSPECTS:This simply means a wide view before the mind or in the imagination. It also

means the possibility that will happen.

iv.

v.

CIVIL SERVICE: Civil Service comprises of Servants of the state other than those

holding political appointment who are employed in the capacity and whose

remuneration is paid out of the money voted by the legislators.

CIVIL SERVANT: A civil servant is simply someone; man or woman employed by

the civil service commission and paid by government out of money voted for the

purpose by the national assembly or state House of Assembly.

4
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CHAPTER TWO

REVIEW OF RELATED LITERATURE

This aspect of the research reviews available literature on the problems and prospects of

manpower development. In this case, references were made to the writings and research findings
of various scholars in both the developed and developing countries to support this research.

2.1 Theoretical Framework

? ·-:.,

'Jii The study employs "System Analysis" as its theoretical frame work. This is because system

analysis places much premium on the integral parts that constitute an organic whole. Nonetheless

one would like to know the central theme of the system analysis theory.

According to David Easton (1964), political system is "that system of interaction in any society

through which binding or Authoritative allocations are made". Authoritative allocation may be

roughly translated as policy making. The political system operates within an environment. The

environment generates demands from different sections of the society such as demand for

reservation in the matter of employment for certain groups, demand for better working conditions

or minimumwages, demands for better transpmtation facilities, demand for better health facilities

etc. Different demands have different levels of supports. Both demands and supports constitute

what Easton calls input. The political system receives these inputs from the environment. After

taking various factors into consideration, the government decides to take action on some of these

demands while others are not acted upon. Through the conversion process, the inputs are

converted into output by the decisions makers in the form of policies, decisions, rules, regulations

¡i,pq Jaws. The outputs, flow back into the environment through a feedback mechanism, giving rise

to fresh demands. Accordingly, it is a cycliéal process.

6



I: organization. It also embraces the skills of such establishment like the craftsmen, scientists,

-1 Engineers, Doctors, Lawyers, Administrators, technologies and other professionals and

nonprofessionals from the highest skilled to the most unskilled who put in their services, manage

t
I
j
_f

·

Therefore the theory of .syst m h
·

I

' e approac 1s re ated to manpower developmt:nt since it is relating
to political environment where all manpower is centered which inv?lves decision makers.

2.2 Manpower Development in an Organization

No doubt, it is believed that, one of the functions of personnel management in any organization is

to prepare a better framework for manpower development serves as a prime mover of any

organization whether private or public. In essence, manpower development serves as the basic

pre-requisite for all forms of development in any organization. In view of this, Coleman (2001)

rightly asserted that, The fundamental objectives of manpower development is to provide the

organization with qualified personnel to perform the duties that can achieve the organizational

goals. In fact, manpower in any organization may be seen as the totality of its employees with all

aspirations, needs and capacity geared towards the pre-determined goals and objectives of the

plan, organizes or carry out the various.organizational objectives.

In essence, it is an open secret that all aspects of economic growth and development pivots on

forman resources and talents. According to Aguasiska (1992), It is a well-known fact that one of

the greatest problems which seriously undermined the states and local governments administration

has been lack of effective management of human resources. This is because the past government

was much concern on human resources which are so necessary for nation building. Consequently,

they can resort to hasty, poorly conceived· programmes of recruiting, selecting placement and

traírting. In their process they will not only incur costs that could have been less or avoided if there

had been planning, but also obtain less than optimum solution to their needs. Therefore, to eschew

7



are serious if not catastrophi h d
· ·

c azar
, organizations should be able to secure the essential skills

for the present and for the future long-term survival; a backlog of skills may be more important
than a backlog of orders to reserve pattern.

I

Pattern (1971 ), in his view also maintained that, increasingly, manpower development has come

to be recognized as the new essential for achieving all other corporate goals. Adam Smith, in his

contribution to manpower development asserted that, "The acquisition of talents and skills by an

individual through education, study, apprenticeship is a fortune not only to himself but also to the

society to which he belongs. Likewise Marshall ( 1964) contended that, 'The most valuable of all

capital is that invested in the development of manpower. In the case of Amana (1983), he is of the

view that, "manpower development is necessitated by the growing difficulties in recruitment and

training staff of the requisite caliber inadequate number at the right place and in the right time and

expanding the least amount of resources: By this, he means that the organization is force to

develop its manpower when it is faced with the problem of recruitment and training of staff, so

that the organization will now make the best use of its present manpower by reorganizing and

making the atmosphere conducive for the workers to be more committed to the achievement of

the organizational objectives.

More so, by developing our existing human resources, it will be easier for the organization to

determine its future development. However, it should be clear that, the starting point for

manpower development is to undertake a manpower inventory to ascertain what is existing in

terms ofnumerical strength and work distribution for personnel. To malee it clear. Coleman (2001)

elucidated that, the objective of manpower inventory knows with precision the existing manpower

·

Ql!pabilities of an organization. The basic information needed is data relating to the knowledge

and skills possessed by each individual in the organization. This includes not only his present

8
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1:1•,?Mitisir¡dícated by the past experiences and educational specialization. In view of the above, the
,i

·

importance of manpower development in any organization cannot be over emphasized as 118.s been

dearly a.nd expressed by different scholars. The successful implementation of developmertt plart

solely rested on the availability of financiá! and other capital inputs but more importantly, the

trairted manpower in various occupations. The shortage of skills and executive manpower could

be critical constraints in the implementation of development projects.

Therefore, there is need to train people who are results oriented, who can recognize opportunities

and meet the organizational objectives. We need professional men and women who can make our

scarce resources productive.

2.3 Justification for Manpower Development

It has been known for long that civil servants often lack relevant skills i.e. they have no

professional training to equip them to carry out the task of modem government. In view of this, it

has become imperative that after the employees are recruited, selected and inducted, he or she

must be developed to better fit the job and the organization. It has also been understood that no

one is perfectly fit at the time of hiring therefore; training and education must take place. No

organization has a choice of whether to develop employees or not. The only choice is that of

developing them on the organization's goals to be achieved. But, if there is no organized

programmes existing for this purpose then, the development will largely be self-developed while

Jiving on the job. This development would include both training to increase skills in performing a

specific job and education, to increase general knowledge and understanding our total working

environments.

9
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Planning development progr •uaromes WI return values to the organization in te!'IIls of increasing
productivity heightened mo I d .' ra e, re uce costs and great orgamzation's stability and flexibility to

adopt to changing external requirement. Such programmes will also help meet the need of

imiividuals in their research th t dd .
.

.a can a up to hfe long earners. Our society as a whole is also

vitally interested in traini d d
·

11
.ng an e ucationa y programmes m order to promote employment and

utilize the talents of its citizens. However, one of the earlier legislative attempts in this regard was

the manpower development and retraining act of 1962 which was designed to assist in the

conversion to new skills of these persons throughout the work by changing job requirement. In

1964, the economic opportunity Act (E.O.A.) was directed towards providing training assistance

for young entrance in the job market, job crops and college work study programmes were formed

to help young persons whose unemployment rates are typically double to average.

More over in 1973, because of the confusion generated by literally thousands of public Finance

training programmes, the comprehensive employment and training was passed. It objective was

to decentralize the control of programmes to local and state levels, and to focus most funds on

assisting the unskilled and long-term L.tn employment (Sabine and Thorson (1973). More so, in

1978, this single act constituted the fasted grounding portion of the federal budget with over $12,

billion appropriated for training and job formation. As practiced, it has become a type of 'revenue

sharing' with local government with emphasis on job creation to conduct unemployment (Sabine

and Thorson, 1973). After an experimental programme in the late 1970s, the job training

partnership act of 1982 allocated $3 billion to private industry councils to implement training for

the hard care unemployment. These counci1s under the control of private business person rather

than local governmental officials were assigned to training for long lasting job. The typical CEFA

Job lasted for only 18 months. The philosophy of most private organizational council is that, no

10
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,:,· tt-afüing will be offered unless th • •

b¡;
·

_

ere 1s a JO at the end of the line and attention will be given to
• •

qeveloping skills that lead t 1

,

0 ong tenn employment such of how to take an interview, adapt to

sµpervision and become on the job (Grude, 1974).

In view of the above therefore
1

.

, personne management 1s one of the most complex and challenging
field of endeavour. Not only must the organization requirement for effective work force be met,

tlle greatly concern with the expectation of both employees and society in general. Source our

society at large has proclaimed its human resources to have vital needs that move beyond a work

force status.

2.4 Manpower Development and Training

ln any organization whether private or governmental, training is the most important factor when

it comes to manpower development. Every organization needs to have well-trained and

experienced personnel to perform the activities that have to be done in such organization. And if

cuJTent or potential job occupants can meet this requirement, training then, is not important. But

i since this is not the case, then, it is necessary to raise the skill levels and increase the adaptability

of employees. As job has become more complex, the importance of employees training has

increased. When jobs were simple and easy to learn and influence to only a small degree by

technological changes, then there was little need for employees to upgrade or alter their skills

(Byrant, 1965).

But as the rapid charges are taking place now in our highly sophisticated and complex, society,

organizations need to train their personnel. From the above explanation, we can view training as

the learning experiences which seeks relatively pennanent change in an individual that will

improve his or her ability to perform well on the job Training can also involve the changing of

11
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?'t?ll$?lmowledge,attitude or social behaviour. It may also means changing what empíoyees mw
lir::.:.lí'9Wthey work, their attitude toward their work or their interaction With.•

·

their co•wQrkers.,,.

{fowever, training of any kind aimed at developing one's skills in order to perform more

;efíectively on the job entrusted to him. And
,at times, it depends on tlíe resources and opportunities

available to the organization. As Myers stated, the type of employee, training best suited to a

specific organization depends upon a number of factors such as skills called for jobs to be filled

and the kind of operating problem confronted by the organization." (Myers, 1965). Above all, for

the purpose of this research work, we need to discuss five types of training which include the

following:

a) pre-entry training

b) On-the-job training

c) Off the job training

d) Seminars

e) Introductory or orientation training

:,1\!;.,
:\'):?L.

-,.

?·.\11

f) Pre-entry Training:

· ·

f ¡ education to prepare the prospective workers for selection and toThls takes form o genera

d d alities which would make him or her succeed in latter life. Broadlydevelop the knowle ge an qu

. • f
· · which applicants has before his or her recruitment into thedefined, it is a kmd o trammg

of training is offered by academic institutions like Universities,organization. This type

.

d u of Education just to mention a few (J.P.J. Kenny and E.L. 1972).Polytechmcs, an co eges

12
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(b) On-the-job training

The most widely used method f .
.o

tra1mng takes
1

•

.

P ace. On Job, On-the-job-training places the
employees m an actual work •t

.

s1 uat1on and makes th
.

.

em appear to be more productive. In fact it is

Ieammg by domg, For jobs that .
.are either d1ffi It t

·icu o simulate or can be learned quickly by
watching and doing, on-the-job tr . .

.

ammg Is most suitable. And it occurs at all levels in any
organization. It may be returned all th e way, from the briefing, giving to an administrative officer

by his superior on how to handle a complex matter to actual instruction and to demonstrate in such

duties like typing letters how to• answer telephone calls or even how to handle files and so on.

This type of training also in I d'vo ve irect contact between superior and their subordinates (O.G.

Stahl, I 971 ).

(e) Off- the- job- training

Unlike on-the-job-training, off the-job-training is usually done in form of academic work. It is

done outside the usual working place in a separate environment where the trainee may some times

uses modified tools and equipment. It is also usually done in form of a formal education which

covers a number of techniques such as classroom lectures, films, demonstrations, case studies and

other simulation exercises and programmed instructions. Under this type of training, the trainees

would be tested and be satisfied before they leave their place of work (Stephen P. Robinson, 1978).

(d) Seminars

Programme, which is designed for high motivation and performanceThis is an internal

.

1
which is very relevant to the needs of the organization. The seminars

improvement of an emp oyee

.

t
·

es of officers. In this type of course, paper are prepared and
have to cover vanous ca egon

• of workers Series of questions are usually asked at the end of the
presented to different categones

·

i

I
I

?
I
I

i
I

!I

¡¡
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1ectures or paper presentation and . 'h .
. _rtg t anS'Wers ar · "' ·· •e ... so given to enhance the understanding of

the attendants. This is Carried out bY the employers and employees of state civil service
commission, Niger State.

(e) Introductory or Orientation T . .

ra1mng

A new entrance into an organizat' •ion needs mfonnation about the organization. The type of
information about the organiza!' Th ·

•
·10n. e

ty?e of mfonnat1on he needs may be concerned with the

type of job he may render in such organization. The type of orientation given to him will make

him to understand the importance of his job, the organization's personnel policies and procedures

of carrying it out. It also exposes him to the true picture of the organization and how it is related

to local community and the nation in general The new employee's force knowledge is likely to

be, it is essential that he is furnished with information that will enable him to find his place in an

organization. However, it is believed that training is quite necessary but training alone cannot

solve all the administration problems of any organization. Therefore the following aspects should

be considered for staff development in any organization.

i.

ii.

iii.

iv.

V.

vi.

vii.

viii.

Better pay

Security of job

Credit for work Done

Opportunity to Advance

,, d Attractive working condition
Conformable, sa,e an

Competent and fair leadership

Reasonable order and Direction

Social Relevant Organization (Udoji J., 1974).

I
I
I
I
I
I
I
•
I
I
I

I
I
•
i
i
:¡

l,
,,

I

i

i

I

I

?
t
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¥.'..
:tt·. ···•···.··•. aJso 1:'í,elieved thatof thes••·t·'·~, ..

·
· · "" e.govelllltlent ·

th'

i?çed indeed, the idea of staff dev I

in is ccn.t?tcy .(Nigeria) are adequately staffe<:l and

,¡:
, .

.

e
opm?nt from the above analysis wUI beooJ:ne a history. But

1 /J!inçe this 1s not the case, it has beco me necessary for every organization to pay a special attention
manpower development des ite thP e numerous problems associated to it. This is necessary

because of the following vari bl . .

·,. ª es. Achievmg management objectives of any organization
depends on getting the right pe 1

.

th .

op e m e nght place at the right time and preparing them for the

?sk ahead. This improving pr d t'
.

.0 uc 1v1ty and performance of an organization largely depends on

well trained personnel and th t
• .

.a orgamzat1onal downfall 1s attributed to the poor recruitment and

training policies of an organization.

2,S Civil Servants in Hadejia Local Government Area

Historically, civil servants in Hadejia Local Government can be found in different departments

within Hadejia Local Government depending on their area of specialization. In view of this, they

can be found in such department like Education which is responsible for the development of

education and recruitment of new job applicants within the Local Government, others are also

found in such places like Department of Agriculture and Natural resources, Department of Health,

Department of Finance, etc. In fact, the distribution of these civil servants in different Department

within the Local Government is due to their area of specialization and the knowledge and skilled

they have acquired. Each civil servant in his department is placed in his work according to his

level and the area he/she specialized in other to enhance productivity within his organization.

·.H' h of this kind will be very difficult if not impossible to restrict ourselves for
owever, a researc

·th·· f L I
vernment Civil Servant of only one department within the specified area of

e study o oca go

ti h so many departments within the Local Government as described above. In
.study, or t ere are

15
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CHAPTER THREE

ft,

C:&·.
-0lil'ethodology has to do with t .

w'
echniques adopted in conducting the study. Both Primary and

11¡J'tecondarymethod of data collectio ·¡
•

Y.

n WI I be used m the research work. It involves the following;
·

Research Design Sarnplin T h
.

' g ec mques, Population of the study, Instrument of data collection,

METHODOLOGY

Method of data analysis.

3,1 Research Design

Research design specified the framework in which the research is based. The survey research will

be used in arriving at conclusion which is aimed at determining the extent to which manpower

process and utilization plays a significant role in public sector, with reference to Local

Government Civil Service in Hadejia. Survey design is one in which a group of people or items

are studied by collecting and analyzing data from a few people or item considered to be

representative of the entire group (Mali ya, J 993). The research is interesting in making an accurate

assessment of the sample drawn from the population. It is classified into different method of

obtaining information in carrying out this research, the use of questionnaire was employed in

gathering information from the sampled population.

3.2 Sampling Technique

This is the process in which a portion known as sample of population is systematically selected

and taken as being representatives
of the population as such research would adopt random

.
. d to collect data from the respondents. The sample of the study is one hundred

sampling m or er

·
.

ht ([48) staffs representing the entire work force in Hadejia Local Government.

,;

and forty-e1g
,

• f the fact that any attempt to examine the entire Local Government Civil
However, conscious 0

18
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·? ?jleíLmid di(Ii¡::ult. Ther .
·•.

.

·.
.

·,·

' .• •• . . .
.

efüre, fue 1,ilwice óf tàitly teptesenta:tiye and

1
I

$?n:plt: became. inevitable Th
.

Ir.-?'·..
·

,.,.
·

...

·

.. ·. ·.·

.

.

· etefore, 125 questionnaires vvill b.e design arid

¡11,¡;ç;li:WI: to U\e. target population an .

I.?¥
-.

,
.... ·. .

.
.·

.

.

d the analysis of the research will be based óh the number

-11?JJ:U?ij\)I)llatres
completed and return.

1.-

;1$.'.,()JiUlatlonof the Study

Ii.. 'ui .

ll'i})
ation refe.rs to any collection of specified group of human beings (Rose, 1981). The

fõpülation of the study are both I d
.

1_,_

•· ·

ma e an female workmg in the study area because of the fact

·.?ât they are concerned with manpower development.
I'

1: 3,4Instruments for Data Collection

.

This research will use the following instruments of data collection; interview and questionnaire.

:
'In the case of primary source of data questionnaires and interview method will be use. The potency

of a questionnaire to furnish researchers with simple information on a wider scale cannot be

.
disputed. The kind of questionnaires to be administered for the purpose of this research will create

, iii- balance between personal initiative in suggesting answers and standardization of responses,

hence, the use of both structured and unstructured questions will be adopted. The structured

'.questionnaires will contain the questions and alternative answers. While others questions will not

.
include alternative answers. The questionnaires

will be designed and distributed to Hadejia Local

:, Government civil servants of both higher and lower Cadre to obtain relevant data to the research

,,..
, h d

·

t rvi'ew methods is also another effective method which the researcher is

:<:)µ the other an ,
m e

,.

:_ . -·
. d to obtain reliable information pertaining the problems and prospects of

"g9mg to adopt m or er

t
1

t among the state civil servant in Jigawa state. In this case, the researcher

•Jllanpower deve opmen
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.-.,!•,;,,:i'
1

.6ñtls to adoptscheduled interv· •
. .

·

-o
. .

iew technique which
;;.,¡¡?ple to be intervie .

could be convenient to the respondents. The
•!! , w Would include th
:,·

e executive memb f
l.:w.·.•.'.·.··J

,

ers o personnel management and the
,c. ,.,oca government civil serv ts f

'

an o the both hi he
i .

1.
.

.

g r ªnd lower cadre in different ministries and
-. orgamza ton m J1gawa state.

The secondary source of dat .

1
a me udes docume t

.

n ary sources, The importance of documentary
source m any research work cannot be overstªted. This is because no research work can be

successfully or effectively done with .out makmg reference to the document records. Document
sources simply means written record l'k ,

s 1 e textbooks, magazines, Newspaper, Journals, Pamphlets

and the like. These materials hav •

1 1

. .

e a vita ro e m providing the research with useful and relevant

information about the subject investigation.

I
L

i
j

3.5 Validation of the Instrument

3.5.1 Validity

'
'

{i?\?::·.,·,:.'

The research instrument will be subjected to content scrutiny by experts in the field of

Public Administration as well as the research supervisor. In addition, the researcher will ensure

that majority of the items in the research instrument successfully measured the theoretical

constructs of this study, which led to the fine-tuning of the items in the questionnaireto make them

suitable for the study.

'· 3.5.2 Reliability

•¡ tud ·¡¡ be conducted using test-retest method to ensure the reliability. The
A plots y Wl

, . b
, to a smaller version of the area twice with an interval of one week.

questJonnaITes are to e given

T
.

d d n those people who are not part of the study population, After the pilot
he test 1s to be con ucte o

1
d sing Pearson Product Moment Correlation co-efficient (PPMC)

test the result is to be ana yze u

.
. . ·¡¡ be considered reliable if the score rest between 0.5 -0,9.

to determine its rehab1hty. It wi
20



•

1

•

J;,/: iifeâ'ffi,tfiisi r?arcb Will be ana,tmd tJSing deseríptive statistics th:ê Côlllírtn•

? l!?enqy ãhg percentage, This ís done in order to make ite.asier an.d to 131$tll'e--::·
..

t!é1'J1tandfog; Qµestions in this questionnaíre detênnine the extent ofthe validity
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CIIAPn:it FOUR

DATA
:PRESENTATIONAND ANALYSIS

?apter analyzed the data collected o -

.
,,

-

_

n the problems and prospects of manpower development•??}lraparticular reference to the st t
. .

.
:

,· a e Ctvll service in Hadejia Local Government. The data were.\colfected through the use of quest' 0
•

.
.

;_

1 nnaires, interview techniques and participant observation,which are presented and analyzed in both descriptive and in tabular forms. Above all, it is pertinent
to note that the presentation and analysis of the data collected were carried out with the primary
objectives of reflecting the tnie answers to the research questions. Consequently, the sub-headings
upon which this chapter was built were derived from the exact questions raised in the course of
this research. Therefore, this chapter is divided into different sub-sections each dealing with some

specific research questions. The first section which serves as the starting point of analysis deals

with the nature and procedures ofrecruiting new job applicants in Hadejia Local Government civil

service which is usually done by personnel department in Hadejia Local Government civil service.

This is important because personnel department in any organization is responsible in recruiting,

selecting, placing, training and the development of its employees. In fact, manpowerdevelopment

policies of any organization is under taking by the personnel department.

)
t' onnaires were rightly filled and returned out of the oneMoreover, one hundred (I 00 ques 1

. .

d Therefore, 100 questionnaires were used for data analysis.hundred and twenty-five distribute ·
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111-11111-11111

emítntentpl'ôced
. , .. ~

nres of new employees in your organization"?

',.,,

. .,....?, ..........__?:::=.---e--?
,.,: .. •. Respondents

ll).;J"
t· J?i\s.l.íiffsis done <;53°2-------

1

?l'\\Sn :p1ertt
ir-r•·c··

¡-.;n,l.iJment
of sta:ffs is based 48

'
1

Percentage(%)

52%

48%

(9nnepotism and corruption
e·
'.[motal

!•

100 100%

I

Ftom the above data we are mad t d
·

, e o un erstand that the problem of manpower development m

'rrtarty departments of the area had its, genesis right from the first stage of recruiting new

employees. This is obvious because our situation, not all job applicants are employed on merit

basis rather a great number of them are employed through other means such as corruption, and

nepotism which is unca11ed for any nation building. In fact, the assessment of the above table also

revealed that of hundred percent (l00%) of the applicants, only fifty two percent (52%) were

employed base on their educational qualifications and competence. While forty eight percent

(48%) were employed through act of corruption, although they were unqualified to be employed

•

h.
• • I "t it is believed that the nepotism and corruption among employers in

m sue orgarnzatwn. n ,ac
,

t l rganizations constituted the initial problem of manpower
both private and governmen a o

.
. t b t Nigeria as a whole. This is a problem because unqualified

development not only m .Ttgawa sta e u

.
. lo ed in different departments and were entrusted with the

and tnexperienced applicants were emp Y

,

. technical abilities to handle properly. Consequently, there

Job in which they had no experience or

. h ·vate and governmental organizations not only in

e:xisted the downfall of productivity
in bot pn
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Jigawa state but also in other parts of N" .

igerm. This is obvious because the success of anyorganization largely de dpen s on well qualified personnel who could handle their jobs accurately.
Table 4.2: "Were you given o .

pportunity to be part of any training in your department".

Response
Respondents 1

Percentage 7
1 took part in further training 30 30%

·-...,:. in our department

I am not part of further 70 70%

training in our department

Total
100 100%

Source: Fieldwork 2021 I

The importance of staff training in any organization cannot be overstated. This is definite because

staff training increases the intellectual ability of any worker,junior or senior worker. Above all, it

allowed him to progress to high opportunity wherever it exist in fact it is the first prime ladder of

employment's progress in any organization whether private or governmental. It has been a

common experience that new job applicants often lack relevant skills or professional training

which will enable and equip them to carry out the task of modern government at the time ofliving;

therefore, after their recruitment into the civil service, their organizations are expected to give them

fi h t
· ·

that can aid them to develop better fit on the job entrusted on them.some urt er rammg

N . . h findings demonstrated on opposite dimension for the staff trainingotw1thstandmg, our researc

T ttest this the researcher raised the above questions to both
opportunities in the study area. 0 ª '

junior and senior workers.
·
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j
From the above table, investigation indicated that out ofone hundred percent (100%) of the junior
workers, only thirty per cent (30%) were granted the chance to go for further training. While
seventy percent (70%) were disallowed due to financial problem and other act of nepotism existing
there and within the organization. When turned to senior workers there were not many differences.

The data also show that forty-five Percentage (45%) were accorded with the training opportunity
while fifty-five (55%) had to wait patiently till the situation improves. This was not usual because

their organizations also cried out of financial problems which hinders training opportunities to

many employees.

Table 4.3: "Does your organization cater for the welfare of' its employees?

Responses Respondents

Yes

No

Total

74

26

100

Percentage

74%

26%

100%

Source: Fieldwork 2021

. . f t ff elfare in any department cannot be overemphasized. This is obviousThe significance o s a w

.

1 1

.

th enhancement of employees' intellectual abilities,because staff welfare plays a vita ro e m e

and self-actualization. Staff welfare also allowed
hardworking, social relation, self-esteem,

.

d If satisfaction of their working places. In fact, it makes them
employees to have confidence an se •

.
.

fid to their organization leadmg to senous
I

d have full con I ence
to feel more comfortab e an

.
. .

Staff welfare include
d fvity of theu organ1zat10ns.

. h' h can improve pro uc I
dedication to duties w JC

• k d opportunity to advance
enial association, credit for wor one,

hettcr pay, security of job, cong ·

. . tent and fair leadership,
fve working cond1t10n, compe

.. fe and attrac I

h
forward, comfortab1hty, sa

.
. ention a few. ln spite of all t e

I ant organization JUSt tom
.

t· and a re ev
reasonable order and direc ton
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nbove, investigation shows th
'

at staff Welfare.

íhis is because most of the f:

in the study
actors .

area has tak
mentioned

en an opposite d'
·

fhe research findings show th .

above were not f .

uect1on.

at m the or .

o priority to m

gan1zatio ,

.

any organizations

it is the first need and the mo t

n s employees

·

s motivate force of em I

were not better pay up, although

.

p?-?- .

11
¡, obvious to note that mo t

Y organization

·

s ofther
·

.

. .

esponses to the .

ínvest1ga11on
and this signifies ti

question below favored th . . .

1at seventy-?

e positive sides of

.

our percent (743/,

catered
tor the welfare of their

0) of the responses cl
,

d

employees Th' . .

aime to have

.

• .

. IS IS miagined b

the 11nage of his organizatio

ecause no employer want t
.

n no matter h

s o tarnish

ow worst it mi h

either by work or by hook or by crook.

g t be. Therefore, he has to defined it

1

Table 4.4: "Does your dep t
.

ar ment sponsor a ny staff for Higher Ed t'

-?

uca mn"?

Responses Respondents

Colleges of Education

Percentage

47 47%

Poly1echnic 39 39%

: L nil'ersity 14
I

14%

?Total 100

I

100%

Source: Fieldwork 2021

I

The above table indicated that fifteen percent (47%) of the employees in the studied area study in

,arious colleges of education, twenty percent (39%) in Polytechnics while only ten percent (14%)

study in various Universities. This indicated that we still have the problem of manpower

development in Hadejia Local Government Civil Service which as a matter of urgency needs

,pecial attention. However, it is also not enough to conclude that the problems of manpower

27



development in the studied a
1

•rea are on Y attributed to the above identified factors, rather, apart
from them were also examine other factors. One of such factors is the issue of.

The significance of manpower development policies in any organization cannot be overstated, this

is important because every action of human endeavor needs a descent planning which can lead to

its success. It is generally accepted that manpower development policies is an important element

,. in the context of manpower development and it has always occupied a prime vacuum in many

organizations. It is generally accepted that no organization that can succeed in achieving its

laudable objective without proper plan of action. This is obvious because a proper plan of action

is the first key factor in realizing organizational goals.

.
I

In view of this, the development of staff talents in any organization is interplayed by the quality

of organization plan toward that direction. Investigation revealed that there are many ways through

which an organization can plan and develop the intellectual abilities of their employees without

many difficulties. This is usually done through organizing seminars and conferences for the

benefit of employees or by providing opportunity for on-job-training which is the simplest and

most widely used method of training employees. However, empirical evidence also indicates that

·

t' se to provide off-the-job training for their employees. Off-the-job-trainingsome organiza ions u

.
.

b
• · ·

usually done outside the usual working place of employees and is
unhke on-the-Jo trammg 15

. d cation which covers a great number of techniques such as

usually done m form of formal e u

. studies and other simulation exercises and
fil demonstrat10n, case

classroom lectures, 1 m

programmes.

fi organizations were able to sponsor their
.

.

I revealed that very ew
Moreover, invest1gatwn a so

,
. h as polytechnics,

. . in the institutions of higher learning sue

employee to go for further trammg
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'I
colleges of educations and Univer . .

.sities. Despite the fact that they are the best institutions for the
development of human resources.

Table 4.5: "How does v d. our epartment support employees in terms of funds"?

I Responses Respondents Percentage

Adequate fund is provided 32 32%

'I? Scant fund is provided
--

68 68%

l Total 100 100%L_
Source: Fieldwork 2021

The importance of adequate funds in the advancement of any organization cannot be over. This is

actual because of the contention that no organization can achieve its laudable objective for which

it was set for without proper provision of adequate funds. This is important because it was

generally accepted that the successful management of both human and material resources of any

organization is interplayed by its financial capabilities. This is definite in the contention that all

departments required adequate funds for effective management.

Indeed, all departments need enough money to purchase enough equipment, to support its

employees and render other social services for the advancement of such department. Nevertheless,

1

·

h fi d. ·ndi·cated that one of the greatest problems facing many departments in the
t 11s researc m mgs 1

f d t funds for effective management. This is accepted because the
study area is lack o a egua e

"
·¡ d t provide high priority to the proper funding of such

present-day government has 131 e 0

was a total collapsed of productivity, of both human and

departments. Consequently, there

tal Organization within the studied area i.e.
th

·

te and governmenmaterial resources on bo priva

1-ladcjia Local Government.
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1
The analysis of the above table sho d hwe t at out of one hundred responses, ninety-nine percent
(68%) did agree that their de rtm •pa ents are not adequately fmanced. While only one percent (32%)
acknowledged that their departments were partially financed. This indicated that most of the

departments in Hadejia Local Government civil service were not adequately funded, which

actually brought about the low of productivity .

.,,_,_ 4.6 PROSPECTSOF MANPOWER DEVELOPMENT

The prospects of manpower development in any organization cannot be overemphasized. This is

because it is very important in improving productivity and performance of an organization which

depends largely on the level of its manpower development. As the research identified, the success

and the development of any nation entirely depends on the strength and quality of its human

resources. It is generally accepted that no nation or organization can progress with higher degree

of illiterate people. This is true by looking at the advanced nations such as the United States of

America, Britain, Frances Germany, U.S.S.R., just to mention a few. These countries were able

to develop and become highly industrialized because they had paid greater attention to manpower

development in both technical and vocational fields. Consequently, they were able to produce a

b f l·¡¡ d sci'entists engineers technicians, medical doctors, mathematicians,great num er o qua I ie
,

'

l.fi d lawyers and all sort of professionals which aided them to became
great researchers, qua 1 ie

. . . d b the world leading nations in all aspects oflife.
mdustnahzed an ecame

. ]?cemanpower development as a top priority, they will
Likewise, if the developing countnes can p

.

. ualified scientists, engineers, technicians etc than can use their
have the chance of producmg q

. .

. . . both private and governmental orgamzallons for
. hance product1v1ty

m
intellectual abilities to en

d h tr?
. .

.

ortant because it has long been prove t a or
.

.

t'es This is very imp
the advancement ofthe1r socie 1 ·

h
• ust place.

lly and culturally sue nation m

ically politically, socia
a nation to develop econom '
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1
manpower development into 1

·

h
· •

s· .ug pnonty. mee no nation can progress with higher degree of
people.

4.7 Discussion of Findings

The research that was carried out identified the major problems militating against manpower
development in .Tigawa State with a pa1iicular reference to the state civil service in Hadejia Local

Government Area. As a result, five (5) major factors associated with the problems of manpower
in the study area have been identified, faulty recruitment of new employees; inadequate training
opportunities for employees, inadequate provision of staff welfare, lack of effective manpower

development policies; lack of adequate funds in many organizationsof the study area; and lack of

seriousness towards manpower development by the government and personnel department.

Faulty recruitment of New Employee: This problem drastically undermined the effective

manpower development in both private and governmental organizations of the study area. The

investigation shows that, personnel departments who are responsible for recruiting new

employees, sometimes recruited those who are not qualified because they did not possess the

intellectual abilities to handle the task of the modem government effectively. The fact is that, they

·

ti th k expected of them. Therefore from the previous data analysis it has beenwill not per orm e war ,

d th t 4801 of the new
J.
ob applicants in the study area were employed not on merit.demonstrate a 1°

. bl ffecting the progress of manpower development in the studied
This is one of the maJor pro ems ª

area.

E I s· _ In fact the significance of staff training
. . o rtunities for mp oyee ·

Inadequate trammg ppo
..

h
.

ed This is because staff trammg
.

.

n cannot be overemp as1z .

opportunities in any orgamsatio
.

.

.

1 d
.

both technical and m vocational
s to u -date their know e ge m

oppo11unitiesenable the employee p
,
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fields by attending instltutions of higher learning like Polytechnics, Colleges of Education and

Universities among others wh· h ·¡¡ ¡¡
·1c are spec1 1ca y meant for effective development of human

resources. Despite the disadvantage the investigations have also shown however that many

organizations in the studied area did not place staff training on the high priority. And this was a

clear denial of government of human resources necessary for our nation building.

Inadequate provision of staff welfare: Staff welfare is very vital in every organization. This is

because it is the first and the most motivative force of employees in organisation. As the matter

of fact, the research findings also indicated that in the study area, staff welfare was displaced aside

and it has not been given high priority. And as such this had affected the development of human

resources not only in governmental organizations but also in private organizations.

I. Lack of effective manpower development: - In every aspect oflife, there is need for effective

and good planning strategies, this is because the importance of good policy plan determines

the success of any organization. The fact is that, investigations demonstrated that there are

weak and ineffective policy plans towards manpower development in the study area. This has

also affected the development of human resources seriously.

t f d . The significance of funds in the development of any organization cannot
Inadequa e un s. -

h
.

d This is because the success or failure of any organization is interplayed
be over emp as1ze ·

. . . ? h
.

0 organization that can carry out its activities

bv its financial capab1ht1es. In ,act, t ere is n
•

fi d This is because the possession of adequate funds is the

successfully without adequate un s.
.

.

f In a related development, the research findmgs

backbone and mainstay of any orgamza ion.

.
.

.

the study area were not adequately financed.

t f the orgamzations m
also revealed that mos O

h'.

,
. . rtunity for their employees. In fact, t is

an afford the trammg oppo
Despite the fact that they c
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has caused a serious negative implication in the activities of many organizations in the studied

area.

3. The neglect of Human Resources Development: - Generally, we are aware that an effective

management of both human and material resources of any organization is interplayed and

determined by the quality of its personnel. It is believed that there is no organisation that can

achieve its objectives ifit is handled by "low profile" personnel who cannot reason over issues.

In spite of this awareness, the research findings illustrated that many organizations in the study
·

area did not pay greater attention to manpower development which is necessary for nation

building.

Nonchalant attitudes have constituted so many problems to manpower development in Hadejia

Local Government. This chapter focuses on the challenges and prospects of manpower

development in Hadejia local Government which includes the following. Nature and procedure of

recruiting new job applicant in Hadejia Local Government, which is usually done by Personnel

department of the Local Government Civil service which shows that all the employees where

employed on merit and others were employed through nepotism and corruption. This chapter also

focused on staff training opportunities which shows that the new job applicant lacks skills and

trai·n1·ng which enable and equipped them to carry out their task of modern
professional

fi d n staff welfare which shows that there is inadequate
government. Also, the chapter ocuse o
"

.

d rt nt This research therefore highlighted the significance
welfare in many organization or epa me .

.
. nization or department for the achievement of the

of man ower development policies m many orga
.p

.
. their employees for further studies. ln

.
.

h most of organ1zat1on sponsor
organizational goals m whic

.

t' ·n funding their
b d that the weakness of organiza ion I

this research it has also been ° serve
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employees. The chapter also focused on the prospects of manpower development in the study area
and finally discussion of the research finding in this chapter.

,.
--
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CHAPTER FIVE

SUMMARY, CONCLUSION AND RECOMMEDNATIONS

5.1 SUMMARY

I'"'-·

Basically, this project comprises of five chapters. The first chapter deals with the general

introduction of the research. This chapter further examined the importance of manpower

development to nation building. ln this chapter thus, include aims and objectives, scope and

limitation and definition of concepts. Chapter two covers the review of related literature and

scholarly perspectives on manpower development. Chapter three deals with methodology for the
Iresearch. Chapter four analyzed the imperial chapter which are related to the problems and

prospects of manpower development in Niger state. Chapter five serves as the last chapter; thus, it

presents the summary, conclusion and, recommendations.

5.2 CONCLUSION

Based on the research, it is important to appreciate the need to identify the major problems

militating against manpower development in Jigawa state civil service. The research has identified

·

t d with manpower development effort within the organization.five major factors that are associa e
,

identified is in the area of faulty recruitment of new employees where
The first problem
. . .

I d that
J.

ob applicants were usually recruited on the basis of nepotism and
1nvest1gat10n revea e

..
.

r roblems identified induce: inadequate training opportumlles for

corruption instead ofment othe P
.

I t Of human resources that is necessary for nation
II. th deve opmen '

staff which is capable of sta mg e

.

h I k of staff welfare, ineffective manpower
.

fi d a also was t e ac

building. The other identt te are

d lopment The
d d neglect of human resources eve .

. .

I k f adequate fun s, an
development poltc1es, ac O

d t y great attention to
'thin the study area o no pa

departments
w1

research findings show that many
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manpower development which is very necessary for nation building, and which its neglect
constitutes a serious problem to Hadt,jia Local Government civil Service and Jigawa State as a

whole.

1
5.3 RECOMMENDATIONS

Since the importance of manpower development has been recognized not only by the individuals
and groups but also nations and in term of any organizations. It is very important that it is given
the attention it deserved not only in Hadejia or in Jigawa State but also in every part of the Nation.

This is because it has been observed that the wealth and vitality of any society lies ultimately upon
the development of its people and upon the affective commitment of human and material resources.

In respect of the above, I therefore made the following recommendations:

i. That personnel management department of any organization should always recruit well

qualified Job applicants who capable of facing the challenges of the modern-day job.

ii. Secondly, the phenomenon of nepotism, corruption and favoritism should be avoided

iii.

iv.

V,

in the area of recruitment.

There should also be adequate and effective training opportunities to employees at all

levels in any organization whether private or governmental organization.

·

1
f the maJ· or considerations in any organization, because itStaff welfare 1s a so one o

.

1 f employees. Basically, it serves as the first and the most
helps in boosting the mora s o

f mployee therefore, it should be given high priority
motivating force o any e

. hi h riority to the development of scientific and

Finally, the government should give g p

.

b th higher and lower level employees since we are m the era

technical know-how to 0

of scientific and technological development.
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APPENDIX

RESEARCH
QUESTIONNAIRE

Department of Public Administration
Jigawa State Polytechnic, Dutse.

Qear Respondents, 1 am undergraduate student from the above-named institution carrying out a

research on the problems and prospects of Manpower Planning and Productivity in Jigawa State

with particular reference to the state civil service in Hadejia Local Government. The questionnaire

is designed to generate information on the problems and prospect of manpower development in

Hadcj ia Local Government of Jigawa State. Kindly assist to provide the most appropriate

information. The information will be treated as highly confidential.

Please tick the appropriate box where necessary.

Yours faithfully.

Ishaq Musa Yaya

Public Administration.
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1. Sex: Male { } Female { }

SECTION A: Bio DATA

2.
Rd"<atiorn,[ atlai,m,m,

Primary ( ) S'<oOll"'Y ( ) Olhe" (pl,,,, •PttifyJ

3. Re ligio"' Islam ( ) Chci•iooi1y ( } Tcadiliooal Religioo () o<hm (pi?oo '"'°i/y}

4. Marital status; Single { } Married { } Divorce { } Widow
{ }

5. Age; 16-2 I { } 22-26 { } 27-30
{ } 3 I and above { }

6. Employmentstatus: Full time { Part time { } Other (please specify)

SECTION B: RESEARCHQUESTIONS

b ·n Niger State civil service?
(Employers/Employees):

1. How long have you een I

d Ranks (Employers/Employees)?
2. Department an

.

ibilities in this organization? (Employers/Employees):
3. What are your dut1es/respons

-

.

d? (Employers/Employees):ou ever been trame .] ment have Y
4. Since your emp oy '
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f_t l!Witfñ.?ntproeedur 1
) f

l?.-??-'-,/
'.···.• ·.·.···.

. ··•

.. ·.·•·.·

·

·

e\s O your organizations?(Employers)
?'1\-?itfi;?!lierit.iina.qµaltfication

't,-,-::· •••

r&>1 ':lifl!Sed>.ort llêpcitistrt and corruption
,·•

.

It À1l:eryout training were you pr t d h
' omo e tot e next grade level? (Employees):

(a)Yes { } (b) No { }

6. How many employees do you have at present in your organization (Employers):

8. Does your performance satisfy the expectation of your organization?(Employees):

(a)Yes{} (b)No{}

'

9. Is your employees' positive performance be attributed to the organization's planning before

recruitment and placement (Employers)

(a)Yes {} (b) No {}

.
. fft aining policy of your organization?(Employees)

1 O. Are you satisfy with sta r

a) Highly satisfied b) Moderately satisfied

h welfare ofits employees? (Employers)
· · cater for t e

11. Does your organization

c) Not satisfied

(a) Yes { } (b)No {}

f such welfare
If Yes, please give inSlances 0
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,·;•'tt?,:

.·•.

:::.tbtheirjob? (Employers)

lr' (p)No{}
ç

1:Zt?hãt;possibleproblem(s) do you

think
is/are facing .you in your department

r!?i\pltfyen:/Employees) please specify _

r;:'.
·•

1:·,. Í$, What possible solution(s) do you suggest for solving the problems (Employers/Employees)

please specify

42


