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. ABSTRACT
The main aim.of establishing the prison instirution (Correctional Centres) in all parts of the

Y ";";’:' :dv'i’;‘;;i;j;ni gftif;:;a is at’a pro}lid.e a rehzzbillt'tdrior? and correctional facility for those who
e pmmzn hregz ations of fhezr Sociefy. However, the extent to which this
PR e das een hcz sub-ject of controversy. A casual observation of the
e f i ;:n ou;; of t. e prisons in Nigeria presupposes. that therle are some
il JaEny ence the prisons sys:tem has not been able to live up to its exper.‘le.d

€ In Nigeria. Against this background, this paper makes an argument on why reform is
Lecemsary 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,
cll'm-i seclude criminals from the rest of the society, pending when they have atoned for 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 interview 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 logisties 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 thé system since the gradual reform
processes therein. In order to deal finally 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 and frequent, 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 in form of suggestions to the
various reform committees on what to do.
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CHAPTER ONE

1.0 INTRODUCTION
L1 Background to the Study

Fa.tiregun (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 ditectors 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 (1977) observed that the culture in which there is high level of ethnicity will result to
low ﬁroductivitiy. It follows that what dctermineg the person to be favoured is the degree of
relétionsiaip 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.



1.2 Statement of the Problem

The quality of an organization’s personnel is one of the factors that determine how the
Organization is going to be successful in terms of realizing its objectives of increased
productivity, efficiency and effectiveness. One of the most effective ways of ensuring high

standard of performance 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‘. In 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 servanis in the Prison service especially in
dc;fcloping 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 lack 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).



13  Aimand Objectives of the Study

The purpose of this study is to provide information on the recruitment procedure of Nigeria

i Prison Service (A study of Jigawa State Command). Specifically, the study attempts to;

Identify the recruitment procedures of the Nigeria Prison Services.
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

emp‘luyees.‘
1.4 Research Hypotheses

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

5 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?

i, 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



1.6 Scope and Limitations of the Study

This study will focus on “the Assessment of the Effects of Recruitment Procedures on the

Efficiency of the Nigeria Prison Services: A Study of Jigawa State Command”. This study
covers, the recruitment procedures in Jigawa State Command within period (2015-2019).This

18 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.

In the Niger Delta, the relationship between the local people and the British merchant court
was undérscorgld by the fact that the most conflict between the merchant and the local people
were mair;ly 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 and King Dappa of

Bonny.



The prison also knowp as cotrectional centers tries as much as possible through their little

budget from government to rehabilitate prisoners through the following means; Vocational

o e ? ] B
ptitude training of the prisoners, Sporting activities, Psychalogical evaluation, Provision of

essential services like library, health care etc

1.8 ° Definition of Terms/Concepts

Recruitment: Is the process 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

applicants 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 ptison. 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



e e =

the prison is often referred to as a correctional institution where offenders are confined or

punished.

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

mprovement 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 sute 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.
1.5 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 covers the concept of recruitment, but the focus of this

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



tx:a;lm.ng.and initiative 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

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

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

" tehabilitations.

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.
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CHAPTER TWO
LITERATURE REVIEW AND THEORETICAL FRAMEWORK

2.1  Introduction

The stu i : i
study will review some relevant literature that relate to the subject matter of this research

work and the chapter will also ook 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 future 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,

rganizations will not have the human resources to implement their strategies effectively
0

(Miner, et al, 1995).

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

it rr;ay take the form of advertising for large groups of employees or tracking out a lightly
1

10



overnment or o izati :
= tganization can achieve its sets of goals and objectives.

According to Mond: “ ;
2y and Noe (2005) “recruitment is a process of attracting individuals on a

timely basis, in suffici ;
ficient numbers and with appropriate qualifications, developing their

interest in an organizati ; : .
ganization and encouraging them to apply for jobs within it”, This shows

clearly that recruitment exercises are not conducted all year round but at a designated time

X =
when the need arises. The nieed arises as a result of vacant 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 competencie; that will lead to effective performance, as well as career
opportunities the organization can provide the employee. Clear knowledge 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

tesourcing cycle. The resourcing cycle begins with the identification of a vacancy and ends

when the successful candidate performs the job to an acceptable standard.

The Concept Procedure
After attracting candidates through recruitment process, the next step is to select from this
er attracti

| those that will be employed. Selection therefore, is the process of choosing from the
poo ose thal

1 of applicants, those to be hired by the organization based on the specified organizational
pool of applicants,

u i i i y ial as it is through this that the
i i i ecruitment circle is very crucial
requirements. This stage 1M the re

11



employers made decisions o, who i 7
0 15 the most 4
‘ Ppropriate cand
job applicants that has the .
relevant. qualifications, 1 is in this stage that the recruiters are very

much careful not to select candidates that will be a burden in th kfi
e workforce.

Procedures are the pr ;
e choosing from the poel of applicants those to be hired by the

organization based on t] i i
he specified orgamizational requirements, This stage in the recruitment
cycle is very im it i i
¥ Ty Tmportant as it is through this that employers make decisions on who is the most
appropriate i
pprop 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. Itisa part of the communication process.
b. Itis a vehicle for the transmission of information from one person to another.

¢. It focuses upon specific subject-matter that is relevant to its situation, occasion and

purpose.

d. Tt requires the participation of at least two people who interact freely with each other.

e. [tis initiated to achieve one or several objectives.

f It takes place in a particu]ar physical or social setting.

g. Itoccurs as partofa procedurai sequence of events.

12



The Interview Setting

avoidance of interruptions and visual distractions (Humphrey, 2010).

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 ilgnored can easily be aroused by lack of attention and it takes

much time and effort to overcome these effects (Humphrey, 2010).

Conducting the Interview

After defining the context of the interview, the interviewer has to decide on the style of

interview to adopt. The style can be directed, non-directed or probing.

23  Empirical Literatures

. future researchers who may in
i a foundation or base for
Empirically, this study will serve as

ish to embark on the assessment of recruitment and selection procedures
due course of time wish 10 ‘

£ the public service in Nigeria. In other words, this research will serve the
on the efficiency of the pt

bibliographical reference which will stimulate research for
le bipl

d selection procedures on the efficiency of

academic as a useful and veritab

: itment an
other related studies in relation 1 recrit

13



the public service in Nigetia and =t .
: Patticular]y i, Oshimili South 14
Delta State. cal Government Council of

Practically, this study is cone: X
nsidered Significant becauge it will contribute in providing the

decision makers and other ke ;
'Y actors in the Nigerian public service with the road- maps that

will necessitate prompt, :

prompt, responsive and efficient public service in Nigeria especially in
matters relating to recrui ;
‘ : £ 10 recruitment.and selection of staff. | will also suggest the panacea through

which the campai - iy
Paign against politicization of recruitment and selection of staff, corruption,

lack of accountability and transparency, poor service delivery and general inefficiency in 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

There are basiéally two main sources of recruitment open to an organization: Internal and

External ces. An organization is said to have embarked on internal recruitment when the
xternal sources.

vacant nositions are filled with present employees. This is usually done by promoting people
acant positio

. igned, a deputy director
. ot For example where a director resigned, a deputy
to fill the vacant higher positions.
d of employing a new director. This is a good

can be promoted to fill the position insteas

example of an internal recruitment.
..+ o cituation where the organization cannot meet its
| | recruiting 1s a st
On the other hand, externa
it decides to recruit people from outside. The methods

ithin
human resoutce needs from within,

14



used in extemal recruiting i
ude; advers;
ernsmg,

Employment bure X
agencies and university campuges gy h aus, state employment
g others

- Recruitment requj
) equires a sound human
resource planning system that includes

Personnel inventories, forecast of the supply and

Before an organization e :
mbarks on fecruitment exercise, it must be sure of its areas of need

3

d the number of 5 '
an T ot people required, and the skill or the educational qualification required for

performing the job. In addition insist that “the applicants should be given a Realistic Job

Preview (RJP)". Thus making the applicant knows what the 1o He 1§ wpling Brentily.

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

According to the provisions of, authority for recruitment into the public service is vested on

the Public Service Commission. Appointments are made either:

(a) By letter written by the Director of the Public Service Commission or

/ t or its appointed agents.
t between the officer and the governmen
(b) By formal agreemen

Types of Appointment

owing Categon'es
ct appo ntme 1c € ]JUE)hC service may be lllﬂde any of the fo

(a) As trainee Of pupil
i i t
(b) On probation n @ pensionable pos
to a non-pensionable post of against a pensionable post

i t
(c) On non-pensionable contrac

and
15



{d) On temporary basig,

here is recruitmen i i
- t taking place, politicians do interfere and make sure that their candidates

led through i ;
scale ugh irrespective of whether they are. qualified or not. This eventually leads to

reRtlting Saff that are in most cases incompetent. It is however, a well-known fact that for
any organization to achieve its objectives it must have people with proven competence. It was
on the realization of the need for competence in organizations that made Max Weber 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 empldyment in the form of ethnic balancing. The principle of federal 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 problem is that some of

the T W d 1n terms of papﬁt qU&HhCainn and as such heir vacancies cannot be
zones are baCk ard 1n S ca t

Iy filled fully. Again regarding this issue, since all the geo-political zones have
Pproperly fille . )

e 4 ission, in most cases those representatives intrude candidates from
representation in the comm ?

< irrespective of their own quelification, this is where the issue of
their respective zones It

‘tism comes in and this has a serious drawback as the outcome of those
ethnicity and faveritis

m eans Wi i y frui It. Incompetency of staff in
i 1l not yield an fruitful resu
employed through this m s W1

Ited to gross inefficiency. It is therefore not surprising that staff of the
Nigeria has resulted 0

ser the years deliver.
] : : not been able to oV
Nigerian Public Service have

16



applicant possess. It is good g
note here, that employees with improper or negative attitude

in most cases do not strive
hard towards the realization of the organizational goals. Their

ersonal interest is superi
1] UPErior to that of the organization. This has astrong and negative effect

as it leads to workplace tension and also lowers productivity

2.5  Recruitment and Selection: An Explication from Manpower Planning

To function successfully, organizations need manpower (human resourc‘esl) 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

departmental expansions and reductions.

i Factors in the environment, such as the labour market.

In defining manpower planning Abba et al (2004:287) conceives manpower planning as an
efining »

making process designed to ensure that enough competent

information regarding decisicn-t
le with appropriate skills are available to perform jobs where and when they will be
people with app
lanning is the process by which an
i ttern (1971) manpower p
needed. In the views of P2
; i ind of people at the right places, at the right time,
izati t has the right kin
organization ensures that 1
h they are economically most useful in doing for the organization.
hich the

doing things for W .
lanning is the strategy for the procurement, utilization,

Flippo (1971} posits that manpower p

17



development, and preseryati,
n Of Ofga'niz ;
ahon&l hu

Man resources, Vetter (1967) says, it is

the ptocess by- which managem,
ent determines 4
s how the

Organization sh {
current (human resources) Dositiong ould move from its

budgeting for organizati

getng gamzational growth through manpower. For instance, Nwankwo (2000)
noted that manpowe: s :

: iy plarmmg s concerned with budgeting for the most effective use of an

organization’s labour resou ;
Tees. Manpower planning has been described as “the process by

which an organization ensures that it has the right number of people and the right kind of

people, in the right places, at the tight time, doing the right 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 the Nigeria Prison Service

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

legislation which operate alongside each other in the country; L

accompanying Criminal procedure Code Cap 81 Laws of the Federation 1990 (CPC); the

Criminal Code and the 2c¢ ompanying Criminal Procedure Act Cap 80 Laws of the Federation

1990 (CPA) and the Sharia penal legislation in- 12 northem'statcs (which a?ph‘es to r:mly

Muslim members of these states). BY its establishment philosophy, the Nigerian prison
me:

; tment to adult offenders. Its importance
- icter pgna] trea
to adminis

Service is an institution meant
18



keep convicted offenderg (prisoners) for safe custody.

ii, keep awaiting trial ; i
g Inmates in custody, until law courts ask for their production

iti.  punish offenders as instructed by the law cousts

iv.  reform the convicted prisoners

v. rehabilitate and to te-integrate 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

P that there are some problems in the system, hignse. the: prisons system has mot
Tesupposes

b bl live up to its expected role in Nigeria. The worry about to memifimfation that
een aole to live u

Nigerian prisons have not lived up to expectations in terms of impacting positively on lives
and tions of inmates has raised several questions that have not O T——
d vocation he system’s functions and existence. Against this background of the existing
;ir:{: goj;ot meth: questions of functionality of the prisons in Nigeria, this paper articulates
the probl that exist in the Nigeria prisons and the reform processes it have been it in
E s
- o address them- The

extent to which these reform agendas
. ments b
place by successive governt
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have been implemented ang the i
€ impactg e
Y have had o

Nigeria are also discussed, the overall prison system in
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2.6  Theoretical Frame Work

Equity Theory

theory is directed

. ' s, The theory is

bullt upon social compani n wi e
Arso

P here people compare what they contn;bute to work with the

benefits derived from i
such actions (Adams, 1963). Reward is the focal point of equity theory

and is considered t} i
1¢ Most important factor of mativation. Workers try to strile a balance

between what they recei .
Y receive for their efforts and what others are receiving doing the same or

similar job. The theory was chosen because expectancy theory is only relevant in explaining
performance pay. The expectancy theory is reported to have more application in the private
sector, which is established for profit making rather than social services (Wright, 2004).
However, this 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.

-

The first chapter has covered the introductory need of the work generally. This chapter has

therefore examined the related literature on recruitment procedures in the Nigena Prison

Service in prisoner’s rehabilitation within the scope of this project; we hereby bring to light
i ;
g of the topic ** an assessment of

every material that will make fore say understandin

dure in Nigeria prison Service”. Every effort is made to reach every
recruitment procedure
ment of the Nigerian Prison Service in the

- assess
problem inherent to analyzing the

recrujtment procedures.

1 reference (0 works of some learned people in this area of study as

is i i throu s

This is achieved g Furthermore, analyzing the role of the Nigerian
er.

, searCh
well as consolidated personzl T
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theories in social science i i
Particulariy, in i administration by helping to enrich

i | the bank
o edge through jtg reliable findings on the effects of

recruitment and selection
procedures on the efficie : .
1ey of the public service in Nigeria using Oshimili Seuth Local

Government of Delt
a State as a case study. This is to say that our study would assist in
improving fronti -
P Bromtices Ofknowledge 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 i 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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CHAPTER Thppgp
30 RESEARCH METHODOLoq,

3.1  Introduction

3.2 Research Design

In conducting this research, certain methods and procedures were adopiell_l, 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.

33 Population of the Study

Odo quotes Silver Throne defined population as the totality of any group, persons, objects

hich is defined by some attributes i.e. population of any group of beings. The researcher has
which is define

ic of study.
focused her attention on, and chosen at her approved topic of study
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34  Sample Size

is a sub-group observati : '
Eroup ation 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 Yaro Yamai method

(Abdullahi, 2012) as follows:

= N
T 1+n(e)2

Where n=sample size
N= population

e= margin of error (0.05)
Thus, the sample size is:

- N
1+ n(0.05)2

4171104
= il et il S
1+ 4171104(0.05)2

4171104
~ 1042876

N =399 =400
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35  Sampling Techniques

fesearch costs, conduct the research efficiently (g d)
peed),

. enhance flexibility, as well as greater
accuracy (Anderson, 2009), There were two main methads of sampling ac

knowledged in the
Jit

terature, These are: pr ilistic;
probabilistic; and non-probabilistic sampling methods (Bryman, 2012),

3.6 Method of Data Collection

Methods are techniques used to gather data for drawing inferences, making explanations and
predictions (Cohen &Manion,1980). This method of data collection is adequate because it
rely on non-statistically based and numerically immeasurable data, which can study

empirically.
37 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
is techniqu

; ources for economic
difficulties inherent in them, matching the importance of human res
ifficultie )

growth and development.

techniques focused on extensive and length review of
i ec g
data collection

teract and other publicatl

In secondary ons gotten. This article is assumed

ini
periodicals, journals, textbooks,

rch.
to be more relevant to the resed

27




18 Method of Data Al;alysis

The method of analysig used in thig stud
Y is ¢

qualitative method of dag analysis be qualiative descriptive analysis. The
; 15 18 concermed i
with

- : identifying a i
attributes, characteristics ang traits of the o t fying and understanding the
Jects of ing

uiry (Ketlinger,1973; Selti
1979, Holton & Burnes, 1957, ger,1973; Seltiz, et al,,

The method of data i X
analysis employeq by the research was through the use of simple

percentages due to the fact that the Tesearch is a quantitative one
Data analysis formula used:

N x 100%
1
N = Number of respondents

% = percentage.
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(95) questionnaires while fiv w
9 h al
ile five (5) were lost in the process of gathering dat
data. The chapter is

consisting o i

g of data presentation, data analysis and discussion of findi
ings.

4.2  Data Presentation and Analysis

The fir ions i i

st part of the questions in the questionnaire was designed purposely for the personal
; - - :
nformation’s of the respondents and the organizations visited, and their responses to the

questions in the questionnaire showed below

Table 4.1 Sex Distribution of the Respondents

Respondent
:

v

that male have 5Zout of the total 95 people

Source: Field Survey, 2021

ined data revealed

From the table above, the obta
t of the 95 representing 4

female have 43oul
nnaires than the female.

5%. This shows that
representing 55% while the

10
there was more male response 10 the quest
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Table 4.2 Age Distributioy of ‘
the Reg,
Ponden g

_«e
S o e ey
1 I — e

—

46 and above .

Source: Field Survey, 2021

From the lllfDllliﬁholl m tablc 4.2 on Age dist but: f
1butio of the CSpDndB its, the information

reveals that ages 18-2
£ 5 had18% 26-30 had26%, 31-45 have 37% and 46 and above had19%

This indi i i
h icates that the questionnaires were mostly responded to by people who fall between

the age group of 26-30 & 31 - 45, having an aggregate of §3%,

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

Centers (Prison Services)??

[SN_[ITEM SA [A D SD_[A% | D%
1 Brief description of Nigeria |46 |29 16 4 79 21
corrections centers
2 Filling forms as procedure for | 37 | 22 23 13 |62 38
recruitment
3 Tob description information 10 |57 18 10 |71 29
EX Expectations of the advertised 16 |38 20 2t |57 43
positions

ST TP
Source: Field Survey, 2021

it i hat Brief description of Nigeria
3 ; hove it is clear tl

From the information in the table a

¢ ts. The pattern of

% agTeGd by the 79% VIews of the respondents ol

correcti ters has peen
o as hard eaned. The statement on whether the
ment W

, it
filling forms as procedure for recr
cedure for recruit

o, e agreed have 62% while the

direction of filling forms as Pro

ters min
disagreed have 38%. This means that 0 71
& ﬂgreed have

4 informatiom, t

d is changed a8 @ result of the money politics.
i

o4, while the disagreed have 29%.
The item on Job descriptio
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: ate to ryle !
accounted for unmerited candidate whig, , & country. The patery have
as not

been

; able tg
the masses leading to poor deVelOpmem Tesponse to popular Views af

of the coun
try. The Statement on whether

This shows that Expectationg of the advertjge

d positi i
| | | Positions ag they dictate what happens in the
system in correctional institutiong,

Tables 4.4 How can we explain the recruitment proeedures of candidates on non-merit

principles in the Nigeria Correctional Centers (Prison Services)?

SN _[ITEM S8 A Ip SD [A% | D%
1 Expectations of the advertised | 36 ‘ 24 12 23 |63 37
positions [
2 Required skills and [18 |47 |26 |4 |68 32
| competencies
! T
[3 Main responsibilities of the ' 24 |32 | 16 [ 23 59 41
’ positions advertised | |

Source: Field Survey, 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
reed by o

: i ies, the agreed have 638%
kills and competencies, t

it i her the requlred 5|

positions. The item on whet

i ibilities of the pOSiliOl)S
item © hethe: Main responsid 165
he ite W

while the disagreed have 32%.

i 41%. This means that Main
Tt d have 59% while the disagreed have b
advertised the agreed nav | o
rch also discovers m
itions advertised- The resed
responsibilities of the pos

_— dverﬁscd,
responsibilities of the positions a

5 Is there 7 wre o
cruitment PFOCL‘d
i Ship betwee! h pature of the re
. : any relation fween the
| orT ectlonal T f of wot kers.
ciency
N centers aﬂ.d mef 1




0 R?cru}tment procedure affe,
N1gerlél3 correctiona)] Cente; i
inefficiency of worke i

5 efficiency g Workers

caused recrui i
| | causec ecrmtmegt TOCedureg

7 nggnan correctiona] Centerg

fﬂd%

7 N? relahonship between

Nigerian correctiona] Ccenters

Source: Field Survey, 202]

The information in the tal ;
ble above, Recruitment procedure affects Nigeria correctional cemter

& inefficiency of workers as 579, agreed while the disagreed have 439, This S

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

of Nigerian correctional centers and inefficiency of workers. The item on whether No

relationship between Nigerian correctional centers and inefficiency of workers, the agreed

have 62% while the disagreed have 38%. This means that No relationship between Nigerian
0

. . : efs.
correctional centers and inefficiency of worki

of inefficiency, ineffectiveness and declining

Table 4.6 What actually is the major cause
. s ices?
productivity in Nigeria prison service

o —sA _|A

D%
41

SN _[ITEM B
L Through the conduct o?ef 3
screening O generate mthe
information about ]
applicants .
of onlin® 10 |1

Through filling
application form
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Through  filling
application form

i Others (Please Specify)
Source: Field Survey, 2021
The table above shows that through the conduct of sereep;

1g to generate more information
about the applicants indicateq by the 59,

This means

that through filling of online
application form. The item on whether through filling of onl;

ne application form, the agreed
have 28% while the disagreed have 72%.

This depicts that through filling of manuyal
application form. The item on whether through filling of manual application form 61% while

the disagreed have 39%,

The others result also shows that government in power use in

deciding the recruitment procedures in the country.
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Test of Hypothesis

This section deals with tegtiy,
& of hypothes;
SIS ags

. Ociated i
11 be used i : With the spyg
presemed wi In testing the 1, Y. The data eagl;
Ypotheses, L

owever in testin .
H 3 g the hyp()them e ) i
ant to indicate if the di

I fference i ;
significant enough to draw conclusion, The Wi ¢ in deals js
ypotheses wil] e

accepted. ther be rejected or

his study, t
In this y, three hypotheses were fm-mL:lﬂtEd, tested and converted to prove and verify
verify

assertions.

This was done by subjectirig the raw data retrieved from the field to empirical 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.

E(01-E1
si=El )2
E1

Where X*= Calculated chi-square
E= Summation
0= Observed Frequency

B Extpested Rreguenay for each hypothesis. The tests are presented

r 0.1
The test envisaged a percentage ermor 2

below.
: ‘ - than or
d chi-square is greatet
hich states that if the calculate
Going by the decision rule, whic
ice-versa.
j and vice-ve
equal to the chi-square value, reject Ho
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4.3 Major Findings

i Recruitment procedureg change ;¢ direction

f the Correctiona] institutiong.

he

5 ey has enshrine 101 in Nigaw
ii. Money hrined COMuption i Nigeria ¢ Teby making Tecruitment procedyres
inefficient

iii. ~Procedures in Nigeria have changed along religious and efhy

ic line through choices
and influences,

Prison acts prohibits inefficien yet the process is been politicized

Government in power use Security apparatus to control in their favour
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ment of R fc “An
Assessment of Recruitnient Procedure in Nigeria Correctional ¢
? onal Centers (AS

tudy of

Jigawa State Command)” Some find;
: indi i
ngs, Tfecommendationg and conclusions were made

Our findings are as follows;

Majority of the respondents, b i S

HOFILY: i » both the prison staffs and prison inmates were of 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 prisaners were taught skill

acquisition and development initiatives, for example skills like sewing, farming, Seféanioial

skills and formal education were given to the inmates. Again, majority of the respondents

Sites i ison but it requires
especially the inmates opined that there are health care facilities in the prison bu q

adequate and committed man power.

times daily and the food is nutritious

d three
Many prisoners confirmed that there Were i

because they prepare it themselves-

e
ment for rehabilitation 18 0o

M ff ffirmed that the money by govern!
ajority of the prison stafl 8

bilitation:
enough to carry out the full process s
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53 Conclusions

The Nigeria Prison Servi
1ce (CD
Trection,
‘ - al ¢
4nd re-integration ; enterg
of prisoners whg " ) has as her core fiy
ave ¢ nction,
mpleted 5, the rehabilitat
their se : abilitation

gmatly influenced b .
y Recruitment Broag htences in
ures, he prison has been

From the ﬁndings of this St
Y,

Wwe conclud
affected el
by the procedures, follows, that the recruitm
ent are actuall
y

Also prisoners ar
re taught ski
il isiti
Is acquisition ang devel
opment initiati
1ves, the health
care

service in the priso
prison needs more experienced and ded;
edicated personn
And also, the staff )
i offices
are old, and the fund for rehabilitation
101 15 not enough,
B!

5.4 Recommendations

he fol g
QW1 a h
C
mendatmns, arising n the fi ings and co
T re € recom of di d conclusions of this

research;

1 The decon 1 el 0 be € thened 1n its work by changl their
st
gestion commuittee n eds t be streng ZIng

eriodic visi :
periodic visit to the prisons o be more regular and frequent.

i, U : ;
navoidably, more prison yards need t0 be built. If the standard of distribution of

e is to be revisited, where there was at

prisons across the country before independenc

an apparent need now to have at least one

least one prison per province, there is

prison yard in each senatorial district in Nigeria.
e,-distribution exercise, if need be backed up by

1, i, 22
i Similarly, there should be regular T
¢ equally 1© al
al prison capactty in

ecords that the tot

| the prisons and also according to

legislation to share inmates almos
theit capacities. From ouT finding, it 1 in the I

ate population,

Nigeria is far above the total Inm
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Vii,

As more prisons are
I'E.C()mme
Nded th
» the

: Te shoulg
and other infrastrucyye facilitjeg " be adequate -
» Such 5

S recreation, faci]

he transport: i g
P ation of the accused fl'Om U\e prisons to the courts Sh()l.l]d b
t u e made to be

realistic when the allocated vehicles are made 1o function properi
erly.

Designing of skills training should be made to salisfy the aspiration of most inmates,

Limiting the training facilities to carpentry, bricklaying, barbing etc. may not lead 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. Prisan libraries are needed and part

tics
time teachers to teach various subjects including English language and mathemati

could jon i on the observation that some prison
i endation is based

1d be engaged. This recomm | |

nal/academic careers than in vocational

; i tio
inmates are more interested in educa

_— i i istic, then the
i sons is realistic,
if the desired decongestion of the pr
Importantly, 1if tac

ASUTES.
. 5 LhESC two me
nking of taking

1d be thi _
gusarmmrat shan es[abljihed in order

to ease the problem of

1d be
i Prison-based courts shou .
| - ced to the courts:
RS mmamsmuu:ed es to imprisonment.
transporting t ahemam,ﬂ -
i e
et - 1l be reduced.
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AN ASSESSMENT OF 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[ ]

60 and Above [ )
Religion: Islam | ] Christianity [ ] Others [ ]
Marital Status; Married [ ] Single[ ] Divorced[ ] Widow [ ] Widower [ ]
Educational Qualification: Primary [ ] O’Level [ ] A’Level and Above [ ]

SECTION B: Substantive Issues

INSTRUCTIQNS:Plcase tick [V] in the appropriate box; use the scale on the right to reflect
your views on the items below:

SA:  Strongly Agree
Agree

D: Disagree

SD:  Strongly Disagree

A%:  Percentage of Agree

D%: Percentage of Disagree

What is the nature of the recruitment procedure in Nigeria
Correctional Centers (Prison Services)? i

Brief description of Nigeria corrections centers

Filling forms as procedure for recruitment

Job description information

Expectations of the advertised positions
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uitment Procedures of candidat
1 We exp : tme es on | SA
ou-merit principles in the Nigeria Correctional Centers (Prison
Jervices)?

Required skills ang competencies
|

{7 | Main responsibilities of the positicns advertised ....
|

J\Js there any relationship between the nature of the recruitment

|procedure of Nigeria correctional centers and inefficiency of

!‘workers?

Recruitment procedure affects Nigeria correctional center &
inefficiency of workers

l jow can we explain the reery;
|
'r
1

Inefﬂciency is workers is caused recruitment procedures

Nigerian correctional centers and inefficiency of workers

No relationship  between Nigerian correctional centers and
inefficiency of workers
What actually is the major cause of inefficiency,
declining productivity in Nigeria prison services?
12. | Through the conduct of screening to generate more information
. about the applicants

Through filling of online application form ....
Through filling of manual application form ....
Others (Please specify —

ineffectiveness and
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