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ABSTRACT
Themainaim.orestabl'sh' th · · · ·

·

• .

? 1 mg e prison znstztutzon (Correctional Centres) In all parts of theWorld
1?cludzng Nigeria is to provide a rehabilitation and correctional facility for those whohave violated the rules and regulations of their society, However the exteni to which thism . .

,axim
1.s

true in practice has been a subject of controversy. A casual observation of the
population that goes in and out of the prisons in Nigeria presupposes that there are some
problems in the system, hence the prisons system has not been able to live up to its expectedrole in Nigeria. Against this background, this paper makes an argument on why reform is
necessary in the Nigerian prisons (Correctional Centres). Some of these reasons include
reforming the prisoners to be better than what they were before they were imprisoned,rehabilitate the prisoners in order to equip them with new skills or improve ·on their old ones,
and seclude criminals from the rest of the society, pending when they have atonedfor their
"sins". The equity theory of the theory is built upon social comparison where people
compare what they contribute to work with the benefits derived from such actions (Adams,
1963). Main sources of information for this study are primary materials like questionnaires
and personal inten1iew of the prison staff, inmates and secondary materials which include

• journals and official bulletin of the government, Among other issues, this discourse
articulates various reforms that have already taken place and are still on-going in the
Nigerian prison system (Correctional institutions). These include efforts in the decongestion
process, provision of necessary infrastructure facilities and other logistics including
transportation services and general skills acquisition programmes. This article also makes a

critical impact appraisal of the reform processes in the system. From the appraisal, the
author believes that there are more gains than pains in the system since the gradual reform
processes therein, In order to dealfinally with prison congestion, this paper suggests that the
decongestion committee needs to be strengthened in its work by changing their periodic visit
to the prisons to be more regular andfrequent, more prison yards need to be built, and more
non-governmental organizations should be encouraged and allowed to visit the prisons to
monitor the activities there.from which they can make an input inform of suggestions to the
various reform committees on what to do.
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CHAPTER ONE

I.O INTRODUCTION

1.1 Background to the Study

Fatiregun (1992) sees recruitment as that process of assessing a job, announcing the vacancy,

arousing interest and stimulating people to apply. Recruiting, according to Mathis and

Jackson (1997), is the process of generating a pool of qualified applicants for organizational

jobs.

Balogun (1980) defined recruitment or employment as the process by which personnel or

manpower resources are made available through appointment as in the case of board

members, or directors of government enterprise especially in public organization.

Recruitment into the Prison service was no longer what it used to be. There were

discrimination and favoritism in the recruitment of employees into the service. Adebayo

(1985) argues that the level of loyalty and commitment of the people to the goals of the state

or public service depends sometimes on the type of political culture they have.

Robert (I 977) observed that the culture in which there is high level of ethnicity will result to

low productivity. It follows that what determines the person to be favoured is the degree of

relationship between him, and the person favouring him including others competing with

him.

Thus, The prison also known as correctional centers tries as much. as possible through their

little budget from government to rehabilitate prisoners through the following means:

Vocational aptitude training of the prisoners; Sporting activities; Psychological evaluation;

Provision of essential services like library, health care etc.
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1.2 Statement of the Problem

The quality of an organizati?n's personnel is one of the factors that detennine how the

organization is going to he successful in tenns of realizing its objectives of increased

productivity, efficiency and effectiveness. One of the most effective ways of ensuring high

standard of perfonnance in any organization is through recruitment and selection of qualified

and well-motivated candidates.

According to Warton (1994) a well-articulated recruitment and selection of qualified staff

will lead to increase in productivity, heightened morale, reduce supervision, efficiency,

effectiveness, increased organizational stability and flexibility. He argues that continued

training can also help employees to develop the ability to adapt themselves to new work

methods, learn how to use various kinds of equipment and adjust to major changes in job

content and work relationship. ln spite of the importance of recruitment procedures to the

achievement of organization's set down goals; it has been observed that candidates are not

only recruited on merit bases but also on non-merit criteria in Nigeria Prison Service. The

nature of recruitment procedures of Prison servants in the Prison service especially in

developing countries like Nigeria has not been well articulated to ensure recruitment and

selection policy.

This is why scholars like Ezeani (2004) and Onah (2003) contended that the general

inefficiency, ineffectiveness and declining productivity in the Nigerian public service are

likely to be caused by inadequate recruitment and selection procedures in employment of

workers and Jack of clear human resource objectives. It is therefore against this backdrop that

this study intends to investigate into the topic: the effects of recruitment procedures on the

efficiency of the public services in Nigeria using Nigeria Prison Service (Jigawa State

Command).



1.3 Aim and ObJectives of the Study

The purpose of this study is to provide infonnation on the recruitment procedure of Nigeria
Prison Service (A study of Jigawa State Command). Specifically, the study attempts to;

i. Identify the recruitment procedures of the Nigeria Pri.son Services.

ii. To find out the recruitment procedures available in the Prison Services.

iii. To determine whether the recruitment procedures of Nigeria prison service are

well implemented or not.

iv. Find out the problems associated with the recruitment procedures of the service

employees.

1.4 Research Hypotheses

It is therefore in view of the foregoing that this study will raise the following questions:

i. What is the nature of the recruitment procedure in Nigeria Prison Services?

ii. How can we explain the recruitment procedures of candidates on non-merit

principles in the Nigeria Prison Service?

iii. Is there any relationship between the nature of the recruitment procedure of

Nigeria prison services and inefficiency of workers?

iv. What actually is the major cause of inefficiency, ineffectiveness and declining

productivity in Nigeria prison services?

1.5 Significance of the Study

The significance of the study will presents the value or contribution which the research will

make to the existing knowledge. Obasi (1999:73), asserts that research is most important tool

for advancing knowledge and enables man to relate more effectively to his environment. The

significance of this study is categorized into theoretical empirical and practical significance.

3
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1·6 Scope and Limitations of the Study

This study will focus O "th A f h
.n e ssessment o t e Effects of Recruitment Procedures on the

Efficiency of the N1'gen· p
·

S
·

· A f
·

·a nson ervices. Study o J1gawa State Command". This study

covers, the recruitment procedures in Jigawa State Command within period (2015-2019).This
is to enable us unveil critical issues on the recruitment procedures in the Nigeria Prison

Service using Jigawa State Command.

1.7 Historical Background of the Study Area

The origin of modern prisons service in Nigeria is 1861, the year when conceptually,

western-type was established in Nigeria. The declaration of Lagos as a colony in 1861

marked the beginning of the institution of formal machinery of governance. At this stage the

preoccupation of the colonial government was to protect legitimate trade guarantee the profit

of the British merchant in Lagos formed a police force of about 25 constables. This was

followed in 1863 by the establishment in Lagos, a police court to resolve party disputes

among merchants and traders. The functioning of the courts and the police in the colonial

settings necessarily means that prisons was needed to complete the system. And it was not

long in coming, for in 1872, the Broad street Prison was established with an initial capacity of

300.

Jn the Niger Delta, the relationship between the local people and the British merchant court

was underscored by the fact that the most conflict between the merchant and the local people

were mainly commercial. Although that was evidence of prison in Bonny at the time, not

much is known about the size and content. But those who were later to oppose British rule

were usually deported as happened in the case of King Jaja of Opopo 2nd King Dappa of

Bonny.

4
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'thtl prison also known as corr ti
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.

,
ec ona centers tries as much as possible through their little

budget from government to rehabilitate prisoners through the following means; Vocational
aptitude training of the prisone s rt' • • ,

. , .rs, po mg act1v1t1es, Psychological evaluation, Provision of

essential services like library, health care etc

1.8 Definition of Terms/Concepts

Recruitment: Is the proces? to which organization solicit, contact interest potential

appointees, and establish whether it will be appropriate to appoint any of them. It may also

connote the filling of vacancies by appointment of persons not already in the public service,

and it excludes transfer of offices from other public services.

Procedures: procedures is the processing and rank ordering of the applications and

interviewing applicant in order to determine the offer of jobs. After recruitment exercises has

produced an applicant pool. There are usually more applicants than openings. A decision

must be made to offer employment to some subsets of the applicants while rejecting or

postponing an offer to others. Selection activities aim at identifying the most suitable

applícants and persuading them to join the organization.

Inmate: ·is a person proved guilty of a crime alleged against him/her and legally sentenced to

punishment of a confinement in a prison. In other words a prisoner is a person sentenced to

penal servitude.

Prison: a prison is a building designated by law or used by the sheriff for the confinement or

detention of persons who are judicially ordered to be kept in custody. According to Lectric

Law library lexicon (2003) a prison is a place where persons are confined or restrained from

personal library. It can also be regarded as a correctional detention or penal faculty. Hence

5



the prison is often referred to as a t· 1

. . .corree 10na mst1tut1on where offenders are confined or

punished.

Reformation: (mostly called reforms) this refers to measures calculated to impact moral

improvement in a person's character so that he will be less inclined to re-offer the future.

(Ahire 1990)

Rehabilitation: This refers to the post release effort to make it easier for the offenders to

resettle in a society (Ahire 1990)

Warder: A person who works as a guard in a prison, and also responsible for supervising

and making sure rules are obeyed.

Community: The people living in one place, district or country considered as a whole.

Psychological evaluation: This is an examination into a person's mental health by a mental

health professional such as a psychologist. A psychological evaluation may result in a

diagnosis of a mental illness. It is the mental equivalent of physical examination.

Government: A group of people governing a country or state.

Penal servitude: A state of being forced to work for others and having no freedom.

1.9 Plan of the Study/Outline of Chapters

The study is structured into five chapters. Chapter one contains the general introduction,

research background, statement of problem, the aim and objectives of the research,

beneficiaries and scope of the study.

Chapter two is literature review and cavers the concept of recruitment, but the focus of this

study is recruitment procedures, challenges, performance. Benefits cover rehabilitation, skills

6



t),ait\ing .and initiatiw development. The chapter compares pay and benefits in the Nigeria
prison services.

Chapter three describes the research methodology employed. The research paradigms and or
-, philosophy, research design, population and sampling, methods of data collection used and

1 data analysis techniques. The validity, reliability, generalizability as well as ethical issues

r were also deliberated in this chapter.

Chapter four contains the analysis, results and interpretations/discussions of data collected

from public construction workers pertaining to recruitment, procedures, inmates and

rehabilitations.

Chapter five covers the summary, conclusions and recommendations of the study,

contributions to knowledge. The limitations of the research were also discussed in this

chapter.

7
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CHAPTERTWO

LITERATURE RE VIEW AND THEORETICALFRAMEWORK

2.1 Introduction

The study will review so
1

1.
me re evant 1terature that relate to the subject matter of this research

work and the chapter ·u I I k .Wt a so oo at the theoretical overview of the work. For a clearer

overview of the various literatures on the study, this section is divided into the major

subheadings.

2.2 Conceptual Framework

The Concept of Recruitment

Butler, et al (1991) defines recruitment as "encompassing the array of organizational

practices and decisions used to affect the number or types of individuals who are willing to

apply for, or to accept, employment in a given vacancy". Thus defined, recruitment combines

with selection and placement procedures to bring people into positions, specified by some

type of job analysis, that were previously unfilled. If, through recruitment, a large number of

candidates can be identified for a particular position, selection procedures may be used to

determine which are most likely to pass the test provided by furure performance evaluations;

it is thus possible to skin the cream off the top of the applicant pool. But if recruiting yields

only just enough people to fill vacancies, there will be a long way from the cream level.

Successful recruiting thus is the sin qua non for successful selection and staffing. Without it,

organizations will not have the human resources to implement their strategies effectively

(Miner, et al, 1995).

Griffin, (1997) defines recruitment to mean, "securing the right people for particular jobs, and

. k h
? rrn of advertising for large groups of employees or tracking out a lightly

11 may ta e 1 e ,o

10



skilled individual for specific k" . .

·

.wor
. '1111s means th t .

. . .

a not any person WI th paper qualification
1s ehg1ble for recruitment A h

.

. c oice has to b
.

de- ma e on who is the right candidate for a

particular post. This is very imp rt0 ant due to the fact that it is through this process that the
government or organization can h' .ac teve its sets of goals and objectives.

According to Monday and Noe (ZOOS)
" .

.recnntment ts a process of attracting individuals on a

timely basis, in sufficient numbers and w·th .

1 appropriate qualifications, developing their

interest in an organization and ·

h
· · • · ·encouraging t em to apply for Jobs w1thm 1t". T!us shows

clearly that recruitment exerci d ed ¡¡
· ·ses are not con uct a year round but at a designated time

when the need arises. The need arises as a result of :cant positions created by those who left

the service as a result of their retirement, withdrawal from the service or other reasons.

During this process, efforts are made to inform the applicants fully about the selection criteria

of the required competencies that will lead to effective performance, as well as career

opportunities the organization can provide the employee. Clear knowledgf: of the job helps

the potential employees to put in their best when employed because it is only when you know

what you are going to do that you can understand not only how to do it but how to do it best

(Yaro, 2014).

Recruitment procedures of staff are often conducted in a series of stages known as the

,

I Th urcing cycle begins with the identification of a vacancy and ends
resourcing eye e. e reso

ful d'd te performs the job to an acceptable standard.
when the success can 1 a

The Concept Procedure

.

h gh recruitment process, the next step is to select from this
After attracting candidates t rou

.

¡
ed Selection therefore, is the process of choosing from the

pool those that will be emp oy ·

h' d by the organization based on the specified organizational
pool of applicants, those to be ue

.
.

. the recruitment circle is very crucial as it is through this that the
reqmrements. This stage m

11



r
employers made decisions on who is the .most appropnate candidate to be employed of all the
job applicants that has the relevant ual'fi ,

.
.

.q 1 1cat1ons. ft 1s tn this stage that the recruiters are very
much careful not to select candidates that .11 b b d

.w1 e a ur en m the workforce.

Procedures are the process of ch ·

fr .
·

h
oosmg om the pool of applicants those to be h1red by t e

organization based on the specified organizational requirements. This stage in the recruitment

cycle is very important as it is through this that employers make decisions o? who is the most

appropriate candidate to be employed of all the job applicants that possess the relevant

qualifications, experience and aptitude. It is at this stage that the recruiters are very careful

not to select candidates that would not fit into the workforce properly.

Planning and Setting Up the Interview

For any applicant to be hired or offered employment in any organization, the applicant must

attend an interview (which is the selection process). According to Humphrey (2010), for a

situation to be described as an interview it must meet the following criteria:

a. It is a part of the communication process.

. h' I

" the transmission of information from one person to another.b. It IS a ve IC e ,or

. b. ect-matter that is relevant to its situation, occasion and
c. It focuses upon specific su

J

purpose.
.

. .
.

n of at least two people who interact freely with each other.
d. It requires the part1c1pat10

h' ve one or several objectives.
e. It is initiated to ac ¡e

.

1 hysical or social setting.
f. It takes place in a part1cu ar p

rocedural sequence of events.
g. It occurs as part ofª P

12



The Interview Setting

7

In any interview, privacy is an
·

. important requirement Th' .
,

· is is to avoid third 'parties havingknowledge of the conversation betw heen t e candidate d th
·

.an e interviewer during interviews
Although the interview has a social element

, .

.

·

' it is also ª business meeting. If an office is used
for the interview it might be necess

1

.
. ,ary O consider !tdmess, positions of desks and chairs, as

weil as barring the telephone and turning off the personal computer. Privacy includes

avoidance of interruptions and visual distractions (Humphrey, 201 O).

In the course of the interview, every effort must be made to establish rapport with the

candidate. If this element is missing, chances are that the objectives will not be achieved,

unless a deliberate stress situation has been created for a purpose. It is also necessary that the

necessary courtesies are extended to candidates during any waiting period. This is because

feelings of being isolated or ignored can easily be aroused by lack of attention and it takes

much time and effort to overcome these effects (Humphrey, 201 O).

Conducting the Interview

. . f th interview the interviewer has to decide on the style of
After definmg the context o e ,

. .

l
be directed non-directed or probing.

mterv1ew to adopt. The sty e can ,

2.3 Empirical Literatures

,, d t' n or base for future researchers who may in
.11 e as a ,oun a 10

Empirically, this study WI serv
.

t ofrecruitment and selection procedures
bark on the assessmen

due course of time wish to em
.

.
•

·

I other words, this research will serve the
I'

.

service m N1gena. n

on the efficiency of the pub IC

.

1
ference which will stimulate research for

. ble bibliograph1ca re

academic as a useful and venta
.

. d election procedures on the efficiency of
.

o recru1 tm ent an s

other related studies in relation t

13



the public service in Nigeria and .

·

particularly in Oshim1·1· S'
1 outh Local G •

Delta State. ovemment Council of

Practically, this study is considered .
.

significant beca ·

·1
.

. .

use it w1 1 contnbute in providing the
dec1s10n makers and other key act .

hors tn t e Nigeri bl' .an pu 1c service with the road- maps that
will necessitate prompt respon

.

d .
' stve an efficient public service in Nigeria especially in

matters relating to recruitment and
1

.

. se ection of staff. It will also suggest the panacea through
which the campaign against politi

•

t· f .ctza ion o recrmtment and selection of staff, corruption,
lack of accountability ·and transparency

·

d 1·
· · · ·

, poor service e 1very and general meffictency m the

Nigerian public service can be effectively tackled. Last, but not the least, this study has the

potential to strategically improve the efficiency and effectiveness of the Nigerian public

service through its advocacy on reforming the recruitment and selection procedures of public

bureaucracies in Nigeria especially the behavioural aspect of the bureaucrats who are charged

with personnel management and administration in public service. In this regard, this work is a

i practical pain staking "post mortem" surgical examination of the problems of Nigerian

public service as well as the way forward.

Sources/ Methods of Recruitment

.

·
· sources of recruitment open to an organization: Internal and

There are basically two mam

•

t' n is said to have embarked on internal recruitment when the
External sources. An orgamza 10

·

h sent employees. This is usually done by promoting people
vacant positions are filled wit pre

. , For example where a director resigned, a deputy director
to fill the vacant higher positions.

• •
·

tead of employing a new director. This is a good
can be promoted to fill the pos1t1on ins

.

1
¡ recruitment.

example of an m erna

. •
·

a situation where the organization cannot meet its

On the other hand, external recrmttng ts

.
.

-1 d cides to recruit people from outside. The methods
d fr m w1thm, 1

e

human resource nee s 0

14
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used in external recruiting include· d ..
' a

vertismg, employment bureaus, state employmentagencies and university campuses among others. Recruitment requires a sound human
resource planning system that includes personnel inventories, forecast of the supply and
demand of human resource action pl d

' ans an control and evaluation procedures.

Before an organization embarks on ·1
· •

•recru1 ment exercise, tt must be sure of its areas of need,
and the number of people required, and the skill or the educational qualification required for

perfonning the job. ln addition insist that "the applicants should be given a Realistic Job

Preview (RJP)". Thus making the applicant knows what the job he is applying for entails.

The reason for this is that sometimes people apply and are employed without actually

knowing the real nature of the job they were recruited to do. In some cases, the new

employee may be frustrated with the job or may find out that he does have what it takes to

perform well on his duties.

Nature of appointment in the Nigerian Prison Service

. . f authority for recruitment into the public service is vested on
According to the prov1srnns O

'

.
. .

Appointments are made either:
the Public Service Commission.

.

t fthe Public Service Commission or
.

b the D1tec or o
(a) By letter wntten Y

. ,

ffi nd the government or its appomted agents.
(b) By formal agreement between the o icer a

Types of Appointment
.

b nade in any of the following categories:
h ublic service may e 1

Direct appointment 10 t e p

(a) As trainee or pupil

.
.

a pensionable post
(b) On probation 10

. ble post or against a pensionable post
t to a non-pensiona. ble contrae

( c) On non-pens10na

and
15
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;

I
(d) On temporary basis.

2.4 Challenges of Recruit .

·

rnent 1n the Nigerian Prison Service

In the first instánce the issue of .

mentocracy is very h 1

.

. .
.

mue ackmg. This manifested as a result
of consistent interference of pol't' 1

.

1 Jea office holders in the issue of recruitment. Whenever
there is recruitment taking place I'

..
' po lllcians do interfere and make sure that their candidates

scaled through irrespective of wheth h
.er t ey are qualified or not. This eventually leads to

recruiting staff that are in most c
.

.ases Incompetent. It 1s however, a well-known fact that for

any organization to achieve its ob· t'
·

jec 1ves 1t must have people with proven competence. It was

on the realization of the need for competence in organizations that made Max Weber the

greatest exponent of bureaucracy to 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. The principle of federal

character has also compounded the problem, since it has legalized nepotism and segregation

in employment in the form of ethnic balancing. The principle of federa\ character is a

principle saddled with the responsibility of given equal opportunity to all the six geopolitical

zones in terms of employment into the federal civil service. But the proble11 is that sorne of

the zones are backward in terms of paper qualification and as such their vacancies cannot be

Agal·n, regarding this issue, since all the geo-political zones have

properly filled fully.
• ' in most cases those representatives intrude candidates from

representation in the commisswn,

. t' e of their own qualification, this is where the issue of

their respective zones mespec iv

. . es in and this has a serious drawback as the outcome of those

ethnicity and favontism com

·

11
t yield any fruitful result. Incompetency of staff in

employed through this means wi no

. ffi
·

ncy It is therefore not surprising that staff of the

eel t gross me 1c1e •

Nigeria has result 0

·

b able to over the years deliver.

Nigerian Public Service h.ave
not een

16



I
I
i

There is also the issue of recru.
11

I nent purely based .on skills rather than positive attitude.
Recruitment in Nigeria is most! by ased on the skills and t hn'

I d
·

h
ec leal know-how of the person to

be emp oye wit out giving due .

considerations 10 the attitudes and character that the
applicant possess. It is good to n t h

·

oe ere,thatem 1 •h.P oyees wit unproper or negative attitude
in most cases do not strive hard towards . .the reahzahon of the organizational goals. Their
personal interest is superior to that of th . .

.

e organization. ThtS has a strong and negative effect

as it leads to workplace tension and also lo d
. .wers pro uc1Iv1ty.

2.5 Recruitment and Selection: An Explication from Manpower Planning

To function successfully, organizations need manpower (human resource?) to manage and

harness other organizational resources into achieving the goals. To get the human resources

(manpower) to come into work needs planning. Manpower planning is designed to ensure

that personnel needs of an organization will be constantly and appropriate limit. According to

Abba (2004:286), it is accomplished through analysis of the following:

i. Internal factors, such as current and expected skill needs, vacancies and

ii.

departmental expansions and reductions.

. th nvironment such as the labour market.
Factors in e e '

• Abba et al (2004:287) conceives manpower planning as an

In defining manpower planning,
.. ,

k'ng process designed to ensure that enough competent
information regarding declSIOn-ma 1

·¡ ble to perform jobs where and when they will be
.

t kills are avm a

people with appropna e s

.

(l971) manpower planning is the process by which an

needed. In the views of Pattern
. .

• ht k' d of people at the right places, at the nght hme,
th t it has the ng m

organization ensures ª
. . . .

·

ally most useful m domg for the orgamzat1on.
h. h they are economic

doing things for W te
. . .

·

·s the strategy for the procurement, ut1hzat1on,
ower planning 1

Flippo (1971) posits that manp

17



development, and preservar 10n of organizati onal human
the process by- which mana

resources. Vetter (1967) says, it is
geinent detennin h.es ow the org

·
,

current (human resources) p 'ti'
antzation should move from its

os1 ons.

On the other hand there a, re people who b r
.

e ieve thªt manpower planning is all about
budgeting for organizational gr howt through m anpower. For instance, Nwankwo (2000)
noted that manpower planning i s concerned with budgeting for the most effective use of an

organization's labour resources M .

· anpower planning has been described as "the process by

which an organization ensures th t
•

h h
.

a 1t as t e right number of people and the right kind of

people in the right places t th
·

h
·

·
·

'
,

ª eng t time, domg the nght thing, to serve the purposes of the

organization" (Chandler and Plano, 1982:263).

It may also be described as an attempt to forecast how many and what kind of employees will

be required in the future, and to what extent this demand will be met (Gradham, 1980:121).

Similarly, Bowey describes the concept as "the activity of management which is aimed at

coordinating the requirements from, and the availability of, different types of employees.

Usually this involves ensuring that the firm has enough of the right kind of labour at such

times as it is needed. It may also involve adjusting the requirement to the available supply.

Establishment and Functions of tbe Nigeria Prison Service

s established in accordance with three forms of penal
The Nigerian prison system wa

•d h other in the country; the Penal Code and the

legislation which operate alongsi e eac

. d re Code Cap Sl Laws of the Federation 1990 (CPC); the

accompanying Criminal Proce u

. . Criminal Procedure Act Cap 80 Laws of the Federation

Criminal Code and the accompanying
.

.

·n 12 northern states (which applies to only
I 1 g1slat10n

1

.

1990 (CPA) and the Sharia pena e

. . .

.

t blishment philosophy, the N1genan pnson
t s) By its es a

Muslim members of these stª e ·

¡ treatment to adult offenders. Its importance
. to administer pena

service is an institut10n meant

18



is in the bid to reduce crime ,

m the societ o
. .

y. n the basis of i

.

service was established to m .

mpnsonment policy, the prison
. anage cnminals in .

prison Yards Th' . .

empowers the Nigerian pri
· 15 consl!tul!onal function

son operatives to:

1.

ii.

iii.

iv.

v.

keep convicted offende
(

.

rs prisoners) for safe custody,
keep awaiting trial inmat .

es m custody ·¡ I' untJ aw courts ask for their production
punish offenders as instructed b th 1Y e aw courts

refom1 the convicted prisoners

rehabilitate and to re-inte t
.

gra e prisoners who have completed the sentences in the

prison (extract from prison training manual) (cited in Adetula et al. 2010)

Inferring from the above, the main aim of establishing the prison institution in all parts of the

world including Nigeria is to provide a rehabilitation and correctional facility for those who

have violated the rules and regulations of their society. However, the extent to which this

maxim is true in practice has been a subject of controversy. Instances abound where the

prisons have become a training ground for criminals instead of rehabilitation home in Nigeria

(Obioha 1995).

A casual observation of the population that goes in and out of the prisons in Nigeria

h me problems in the system, hence the prisons system has not

presupposes that t ere are so

. ted role in Nigeria. The worry about the manifestation that
been able to live up to its expec

.

d t expectations in terms of impacting positively on lives

Nigerian prisons have not ltve up 0

.

ed veral questions that have not yet been completely

and vocations of inmates has rais se

. and existence. Against this background of the existing

addressed on the system's functions
.

¡ ·1 of the prisons in Nigeria, this paper articulates
. f funct10na 1 Y

gap arising from the quest10ns
0

.
. and the refonn processes that have been put in

N. ena pnsons
the problems that exist in the ig

th m The extent to which these reform agendas
ts to address e ·

place by successive governrnen
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been implemented and the impacts they have had on the overall prison system in

have

.

en· a are also discussed.N1g

=

ii
¦

7
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2.6 Theoretical Frame Work

Equity Theory

i

I

I

The theory adopted to exp!
.

b.am t ,1s research is called .

,

t the emplo ,

¡, 1.

equity theory. Equity theory is directed
a yee s ee mgs on how fair! th

.
.

y ey are treated compared to others. The theory is
bmlt upon social comparison hw ere people compare what they contribute to work with the
benefits derived from such acti (Adons ams, 1963 ). Reward is the focal 'point of equity theory
and is considered the most im orta ,

.
. .

P nt ,acto1 of mot1vat1on. Workers try to strike a balance

between what they receive for tl
·

f"1e1r e ,arts and what olhers are receiving doing the sarne or

similar job. The theory was chosen because expectancy theory is only relevant in explaining

perfonnance pay. The expectancy theory is reported to have more application in the private

seclor, which is established for profit making rather than social services (Wright, 2004).

However, !his study focused on seniority pay which has been employed in public sector.

Therefore, workers' motivation, job satisfaction, attraction and retention could be explained

using equity theory, since the literature established that the heart of equity theory is money,

which is view as the most important reward at the workplace.

h d the introductory need of the work generally. This chapter has
The first chapter as covere

.

1 d l'terature on recruitment procedures in the Nigeria Prison
therefore examined the re ate 1

. .
· 'thin the scope of this project; we hereby bring to light

Service in prisoner's rehabilitation, wi

Say Understanding of the topic
"

an assessment of
.

·11 make fore
every matenal that w,

Pn·son Service". Every effort is made to reach every
.

d ·n Nigeriarecrmtment proce ure 1

t of the Nigerian Prison Service in the
, the assessmen

problem inherent to analyzmg

recruitment procedures.

f some learned people in this area of study as

. .
. ou h reference to works o

This ts achieved thr g
alvzing the role of the Nigerian

furthennore, an "

l
researcher.

well as consolidated persona
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Prison Service (N.P S) in th.

e
rehabilitation of .

.

prison trunate i tud· dthat it will be of the futu
·

s s te under headings, suchre scholars and aid t· 0
contemporary business concern.

Theoretically, this study has th .e potential of e trib •

. .
.

on utmg greatly to the growth of existingtheones m social science particul
1

.

.ar Y, m pubhc administration by helping to enrich the bankof knowledge through its reliable
find1·ngs on the effects of recruitment and selection

procedures·on the efficiency f th bl' .
.0 e pu 1c service m Nigeria using. Oshimilí South Local

Government of Delta State a d
· ·

· ·
s a case Stu y. This 1s to say that our study would assist m

improving frontiers of knowledge especially in the personnel management and administration

in the Nigerian public service by examining the procedures of recruitment and selection

critically. This is important because it is only a viable manpower that can provide quality

service delivery for national and grass root development. In other words, the study will unveil

the problems which have constrained effective i recruitment and selection procedures in the

Nigerian public service. This study also has the potentials of contributing immensely to the

existing body of literature on this subject matter.
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3.0

3.1

CIIAJ>TER. TJIREE
RESEARca METnoo OLocy

Introduction

Research method has to do with th e me!hods adopted by the researcher to collect data which
are relevant to the problem 'Under consid .

eration. The researcher used survey study method in
the course of this research.

3.2 Research Design

ln conducting this research, certain methods and procedures were adopted. These research

adopted descriptive survey design for this research work. This design facility is the collection

of data from large samples. To advance in this actual field of study, research design will be

defined. A research design is a plan or blue print which specifies how data relating to a given

problem should be collected and analyzed. It provides the procedural outline for the conduct

of a given investigation.

3.3 Population of the $tudy

d ti d population as the totality of any group, persons, objects
Odo quotes Silver Throne e me

.
.

0 ulation of any group of beings. The researcher has

which is defined by some attnbutes 1.e. p p

. chosen at her approved topic of study.
focused her attent10n on, aud
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3.4 Sample Size

!II-

This research population was less than 400 · Thus, the current study determined sample sizewith reference to the formula proposed b yY aro Yemeni. Therefore, the formula below wasemployed to determine the sample size Yaro y ·• ?
1 th

.

• emem s ,ormu a us:

A sample population Nigeria Prison Service, Jigawa State Command is to be use for this

"'1
study. Sample refers to the selected members of the entire populations for use in the study it
is a sub-group observation from a large population in order to make inference about the

characteristic of the large population. Since it would not be convenient for the researcher to

study the entire population, the sample size will be determined by using Yara Yamai method

(Abdullahi, 2012) as follows:

N
n=

1+ n(e)2

Where n= sample size

N= population

e= margin of error (O.OS)

Thus, the sample size is:

N
N =

1+ n(o.osJ2

4171104 ?N=
1+ 4171104(0.osJz

4171104
N = ?
N= 399 = 400
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3,5 Sampling Tech .

mques

The sampling techniqu
.

es tnvolved tak'tng a repre •
,

the data collected from
sentattve portion ofth

,

.

such represent t'

e population and using
a 1ve port·

Using correct s ¡·

ton as research inf<
.

amp ing method
onnal!on (Latham 2007)

8 enable
'

·

h

s researchers to h

researc costs, conduct th
ave the ability to redu •

h
e research ffi .

cmg t e

e ictent]y (speed) nh
(A

,
e anee fl 'b•1·

accuracy nderson 2009) Th
exi 1 1ty, as well as greater

,

·.
ere were tw .

0 mam methods of •

literature. These are: probabili
.

.

samplmg acknowledged in the

Site, ªnd non-probabilistic ·

sampling methods (Bryman, 2012).

3.6 Method of Data Collection

Methods are techniques used to ti dga ier ata for drawing inferences, making explanations and

predictions (Cohen &Manion 1980) Th'' . is method of data collection is adequate because it

rely on non-statistically ba d dse an numerically immeasurable data, which can study

empirically.

3. 7 Research Instrument

Data collection of this study was through primary and secondary Data. In the primary data

collection, the researcher used written questionnaires together information from respondents.

This technique is preferred to the observation and experimental technique because of the

difficulties inherent in them, matching the importance of human resources for economic

growth and development.

. techniques, focused on extensive and length review of

In secondary data collecnon
. t and other publications gotten. This article is assumed

periodicals, journals, textbooks, mterac

to be more relevant to the research.
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3.8 Method of.Data Analysis

The method of analysis Used in this study is the qualitative descriptive analysis. Thequalitative method of data analysis is concerned with
identifying and understanding theattributes, characteristics and traits of the objects of inquiry (Kerlinger,1?73; Seltiz, et al.,1979, Holton & Burnett, 1997).

=

·

.

h h th use of simple

The method of data analysts employed by the research was t roug e

percentages due to the fact that the research is a quantitative one.

Data analysis fonnula used:

N x 100%

N = Number of respondents

% = percentage.
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CiiAP'fER FOUR

PRESENTATION AND ANALYSIS OF DATA
4.1 Introduction

This chapter is primarily concemed w'th th .1 e presentahon and analysis of data; the tabular
mode of presentation was preferred in this analysis alongside with relevant computations and
explanations. Questionnaires were used for gathering data from respondents. Out of the one
hundred (100) questionnaires distributed, the researcher was fortunate to retrieve ninety-five

(95) questionnaires while five (5) were lost in the process of gathering data. The chapter is

consisting of data presentation, data analysis and discussion of findings.

4.2 Data Presentation and Analysis

.

d
•

d urposely for the personalThe first part of the questions in the questionnaire was es1gne p

information's of the respondents and the organizations visited, and their responses to the

. •

ire showed belowquestions m the questwnna

f th RespondentsTable 4.1 Sex Distribution o e

Percenta?e
Reseondent 55%Gender
52Male

45%
43

!00%Female
95

Total

52out of the total 95 people
I

d that male have
d ta revea e

obtained a

45% This shows thatFrom the table above, the
f tbe 95 representmg

ave 43out o
. o h'le the female h

f ale.representmg 551/o w 1

. aires than the em
the questwnn

¡ sponse to
there was more ma e re
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Table 4.2 Age Distribution of the R
·

espondents

!!

-
Age

RespondentTs=zs
17 Percentage.26-30
25 18%31-45
35 26%46and above
18 37%Total "7s--------:-:19,.,.'½"-,,_. _Source: Field Surve_y_,?2:;:;-0:::-2::-1--.....:..::-

1:..:0..::0c.:%:__ __

From the information in table 4.2 on Age distribution of the respondents, the information
reveals that ages 18-25 had18% 26-30 had26%, 31-45 have 37% and 46 and above hadl9%.
This indicates that the questionnaires were mostly responded to by people who fall between

the age group of 26-30 & 31 - 45, having an aggregate of 63%.

Table 4.3 What is the nature of the recruitment procedure in Nigeria Correctional

Centers (Prison Services)??

I?IN
ITEM SA A

Brief desc1iption of Nigeria 46 29

corrections centers
37 222 Filling forms as procedure for

recruitment
IO 57

3 Job description information

Expectations of the advertised 16 38
4.

positions

Source: Field Survey, 20Z l

D SD A% D¾
16 4 79 21

23 13 62 38

18 10 71 29

20 21 57 43

that Brief description of Nigeria
.

.

the table above it is clear
From the information Ill

. f the respondents. The pattern of
h 79% views o

b agreed by t e

whether thecorrections centers has een
d earned. The statement on

. twas har
for recru1nnen

h ve 6?% while thefilling forms as procedure
itment, the agreed a -

for recru
..

5 procedure
1t of the money pol!t1cs.direction of filling forms a

. hanged asª resu
mind 1s e

o

.

s means that voters
º while the disagreed have 29%.

disagreed have 381/o. Thi
eed have 711/o

• the agr
.

. [ormauon,The item on Job descriptwn Ill
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This means that money 1

..
po lhes a[£ect the e

.

accounted for unmerited .

andidate to rule
candidate Wh. h

a country Th

·

JC has not b

. e pattern have

the masses leading to
een able to

poor dev
1

response to
e oprnem f

pop u lar views of

Expectations of the advert·

0 the
country Th

!Sed po ·¡·

· e state
SI ions ·1h

ment on whcth

.

' e agreed hav
.

er

Tlus shows that Expectati
e 57% while the ct·

ons of the advert·
isagreed have 43'½

.

???ª
?

system m correctional insti'tut'

s they dictate what 1

.

ions.
iappens m the

Tables 4.4 How can we ex 1

.

p am the rccruitm ent procedures of .

principles in the Nigeria C .

candidates on non-merit
' orrectmnal e 1en ers (Prison Services)?

I
SIN I ITEM

1 Expectations of the advertised l ?: I
A D SD A%

postt10ns j 124
12 23 63

D%
37

2 Required skills
competencies and¡

1s 47 26 4 68 32

I

I
3 Main responsibilities

I

of the 24 I 32 16 I 23 59

positions advertised

41

I
Source: Field Sur\'ey, 2021

The data from the information above shows that expectations of the advertised positions as

agreed by 63% while the disagreed have 37%. The advent expectations of the advertised

positions. The item on whether the required skills and competencies, the agreed have 68%

while the disagreed have 32%. The item on whether Main respons1bi111ies
of the positions

advertised the agreed have S9% while the disagreed have 41 %. This means that Main

-

d The research also discovers that main

responsibilities of the positions
advertise ·

responsibilities of the positions
advertised.

.

, rwecn the nature of the recruitment procedure of

Table 4.5 Is there any reh1t1onsh1P
be

,.
. efficiency of workers?

Nigeria correctional centers and in
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' _, Recruitment procedur ffi1

• Nigeria correctional : ª ects

I .

ffi
. enter &me 1c1ency of workers 57 43

I
-

Inefficiency is work .2

d. ers1s 12cause recruitment roced 20
15i -

N.
. ures 48 34 663 ig?nan ?orrectional centersand meffic1enc of workers 32 25 40 60-¡-- No
. relationship between 27Nigerian correctional centers

32 13 23 62 38and meffic1ency of workers
Tource: Field Survey, 2021

The infom1ation in the table above Recruit' ment procedure affects Nigeria correctional center
& inefficiency of workers as 57% agreed whi'le th d' d he 1sagree ave 43%. This means that

Recruitment procedure affects Nigeria correctional center & inefficiency of workers. The

item on whether inefficiency is workers is caused recruitment procedures, the agreed have

34% while the disagreed have 66%, This means that vote Nigerian correctional centers and

inefficiency of workers. The item on whether Nigerian correctional centers and inefficiency

of workers, the agreed have 40% while the disagreed have 60%. This means that the amount

d
·

ffi
· of workers The item on whether Noof Nigerian correctional centers an me 1c1ency ·

. .

t' 1 centers and inefficiency of workers, the agreed
relationship between N 1genan corree 10na

. , 38% This means that No relationship between Nigerian
have 62% whtle the disagreed have ·

. ff¡
·

ency of workers.correctional centers and me ici

f. fficiency, ineffectiveness and declining
·

r cause o me
Table 4.6 What actually is the maJO

.
.

•

n services?
productivity in Nigeria pnso

_-SA
of 36

SD A% D%
59 41

ITEM ?----=?.
h the conductThroug

t more
screening to genera e

the
infonnation about

applicants ?? 17

? onJme 1

Through filling ------
applica?--

21

31
37 28 72

2
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? Through ?1Õ-,21 G;;--;-,---,,;-;:--
application fonn 30

21
, 16 61 39-¡-- Others

(P'ltl.;-;e;;?asis?e?s;p;;;;e?c1ifff_y?)???????3166_-_-_:_2?8????õ9-;:;2:2:_??6?7--_-_-_-?3-?3
_

?e: Field Survey, 202 I

The table above shows füat through the conduct of
screening to generate more informationabout the applicants indicated by the 59%. This means that through fílling of online

application f01m. The item on whether through filling of online application form, the agreed
have 28% while the disagreed have 72%. This depicts that through filling of manual
application fonn. The item on whether through filling of manual application form 61 % while

I h
I I h th I ment in power use in

the disagreed have 39%. T 1e ot ers resu t a so s ows a govern

deciding the recruitment procedures in the country.
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'
rest of Hypothesis

This section deals with testing of h O
.yP thesis

associated With th
Presented will be used in testing th h

e study. The data earliere
Y!)otheses.

However, in testing the hyPothesis ·

t
•

,
1 is relevant to

·

d' .

in icate if the difference in deals issignificant enough to draw conclusion Th· e null hYPotheses will either be rejected or
accepted.

ln this study, three hypotheses were fonnulated tested d .

d
•

, an converte to prove and venfy
assertions.

This was done by subjectirig the raw data retrieved from the field to empincal and statistical

data in order to arrive at more credible and reliable events.

The technique used in testing the hypotheses is the chi-square contingent table, using the

formulae.

X¡=E(Ol-Elh
E1

Where X2= Calculated chi-square

E= Summation

01= Observed Frequency

E1= Expected Frequency
h

· The tests are presented
1

for each hypot es1s.

e error or O.
The test envisaged a percentag

below
d hi-square is greater than or

f the calculate e

.

1
which states that ,

Going by the dec1s1on ru e,

d vice-versa.
·ect Ho an

equal to the chi-square value, reJ
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Major Findings4.3

i
ii.

Recruitment procedures change the direction of th .
.

.
.

e correctional Institutions.Money has enshrined COITuption in Nigeria thereby making recruitment proceduresinefficient

iii. Procedures in Nigeria have changed along religious and ethnic line through choices

iv.

v.

and influences.

Piison acts prohibits inefficient yet the process is been politicized
t l·n power use security apparatus to control in their favour

Govemmen
·
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CIIAPTER FIVF;

5,0 soMMARY OF FINDINGS co
.

.

,

NCLlJSJONs AND .

RECOl\fMENDA TIONS
5,1 Summary of Findings

This chapter presents us with the
maJ· fi

.or
tndmgs in the d ata analysis on the topic "AnAssessment of Recruitment Procedure I Nin geria Correctional Centers (A Study of

Jígawa State Command)". Some findings .

' recommendatmns and conclusions were made.

Our findings are as follows;

Majority of the respondents, both the prison staffs and prison inmates were c,f the opinion that

there is recruitment procedures works going on in the correctional institutions. Majority of

the respondents both the correctional institutions and prison inmates were of the opinion that

that the prison is overcrowded and this has its effects on prisoners' rehabilitation negatively.

Overwhelming number of respondent were of the opinion that the prisoners were taught skill

· · · · , le skills like sewing, farming, vocational
acquisition and development m1tiatJves, ,or examp

.
.

t s Again majority of the respondents
skills and formal education were given to tlie wma e · '

.1 h facilities in the prison but it requires
.

d th t there are bea t care
especially the inmates opme a

adequate and committed man power.

.

d .1 and the food is nutritious
fed three tunes a1 y

d th t there were
Many prisoners confirme a

because they prepare 1t themselves
t for rehab1htat1on ,s not

b govemmen
h t the money y

MaJonty of the prison staff affirmed 1 ª

f rehabilitat10n.
enough to carry out the full process

0
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5_3
Conclusions

fhe Nigeria Prison Service (Corr .

.
.

.

ectional
Centers) has as her cor .

and re-mtegrat10n of pnsoners wh h
e function6, the rehab·¡·

.

o ave com
1

1 1tat10n

.

p eted their sentence .

.

greatly
mfluenced by Recruitment p

s In the prison has b
rocedures.

een

Frorn the findings of this study w
' e concluded as fi

11o ows, that the recruitme
affected by the procedures.

nt are actually

Also prisoners are taught skills acqu· ·rISi ion and development initiatives, the health care

service in the prison needs more experienced d d
·

an ed1catedpersonnel.

And also, the staff offices are old and the fund 'or rehab'l't t'
·

, " 1 1 a 10n 1s not enough.

5.4 Recommendations

The following are the recommendations, arising from the findings and conclusions of this

research;

I. The decongestion committee needs to be strengthened in its work by changing their

periodic visit to the prisons to be more regular and frequent.

If the standard of distribution of

ii.
.

d need to be built.
Unavoidably, more pnson yar s

.

.

to be revisited, where there was at

b Ii e independence
1s

prisons across the country e or

t ed now to have at least one

there is an apparen ne

iii.

least one prison per province,
·

¡ district in Nigeria.
prison yard in each senatona

, •r need be backed up by

d. tributíon exercise, 1

b regular re- 15
.

Similarly there should e
.

s and also accordmg w
, ?ro???=

.

s alrnost equa .

.
.

legislation to share inmate
d h t the total pnson capacity m

r finding, it is in the recor s
t

a

their capacities. Frorn ou
.

ulauon.
tal inmate pop

Nigeria is far above the to
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1
=

jv. As more prisons are re
commended

.

' there shouldand other infrastructure li .1•
.

be adequate p
..

ac1 lites, such rov1s1on for hedd.as
recreation .

,
mg

yards should be re.furbish d , facilities, etc. The , .
.

e in terrn existing Prison

h .

s of the physical structu ...among ot ers. Ensunng that II h .
re/fac1ht1es in thema t e capital bud

. getary allocation t th ,

are supervised through a standb .

8 0 e pnson services
y committee that may b .

would do this.
e conStituted by the minister

v.

VI.

The transportation of the accused from th
.

e pnsons to the courts should be made to be
realistic when the allocated vehicles ar d

.e ma e to functrnn properly.

Designing of skills training should be mad ·
• •

e to satisfy the asp1rat1on of most inmates.

Limiting the training facilities to carpentry brickla
·

b b"
I d, ymg, ar mg etc. may not ea to

successful rehabilitation. More crafts and vocational skills, including computer

operation should be included in the prisons vocational curriculum in order to provide

opportunity for those that still aspire for higher educational qualifications and to boost

the esteem of the prisoners when they are released. Similarly, facilities to help

academic oriented inmates ought to be provided. Prison libraries are needed and part

.
.

.

luding Enghsh language and mathematics
time teachers to teach vanous subjects me

d
.

.

based on the observation that some prison
could be engaged. This recommen atton 15

.

. Vacademic careers than in vocatwnal

inmates are more interested in educat10na

education.

\'Ji.

.

d
Importantly, if the desire

ki a these two measures.
h"nking ofta n,, Im of

government should be t 1

.

d r to ease the prob e
.

h d mor e

Id be estabhs e

rts shou
Prison-based cou

- d to the courts.
laccu,e ·

t

transporting the inmates
ative measures to ímpnsonmcn .

itute 81tern

t need to in5t
. will be reduced.

There is an urgen
le ?oing to pnson

t,er of peoP -

. the nurn
When this is done,

is realistic, then the
. f the pnsons

decongestton
o

J.

11.
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I
AN ASSESSMENTOF RECRUITMENT PROCEDURE IN NIGERIA

CORRECTIONAL CENTERS (A STUDY OF JIGAWA STATE COMMAND)

SECTION A: Socio Demographic Characteristics of Respondents
Sex: Male[ ] Female [ ]

Age: 30 -39 [

40 - 49 [

50 - 59 ¡ l

60 and Above [

Religion: Islam [ ] Christianity [ Others [ ]

Marital Status: Married [ ] Single [ ] Divorced [ Widow [ J
Widower [

Educational Qualification: ?rimary ( J O'Level ( J
A'Level and Above [ J

SECTION B: Substantive Issues

INSTRUCTIONS:Pleasetick¡?¡ in the appropriale box: use the scale on the right to retlectyour views on the items below:
SA: Strongly Agree

A: Agtee

D: Disagree

SD: Strongly Disagree

A¾: Percentage of Agree

D¾: Percentage of Disagree

/What is the nature of the recruitment procedure in NigeriaCorrectional Centers (Prison Services)?
1. Brief description of Nigeria corrections centers

.

2. Filling forms as procedure for recruitment
3. Job description information

4. Expectations of the advertised positions

SA SD
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(owcan we explain the recruitment procedures of candidates on SA A D SD
,on-merit principles in the Nigeria Correctional Centers (Prisonservices)?

i,----
Expectations of the advertised positions

:J.

e--

1'6. Required skills and competenciesI

?- t---

/7. Main responsibilities of the positions advertisedI

ps
there any relationship between the nature of the recruitment SA A D SD

1 procedure of Nigeria correctional centers and inefficiency of'I workers? ·

8. Recruitment procedure affects Nigeria correctional center &inefficiency of workers
9.

Inefficiency is workers is caused recruitment procedures10. Nigerian correctional centers and inefficiency of workersII. No relationship between Nigerian correctional centers andinefficiency of workers
What actually is the major cause of inefficiency, ineffectiveness and SA A D SDdeclining productivity in Nigeria prison services?12. Through the conduct of screening to generate more information

. about the applicants

13. Through filling of online application form
ry¡-- Through filling of manual application form
e----

Others (Please specify
--15.

?-
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