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ABSTRACT i

This project focuses on the impact of manpower planning in the local
government, Human resources have been previously identified as most
linportant resources in any local government. Therefore, the knowledge of
effective manpower planning is seen as a yardstick for meeting the dynamic of
global challenges. It is in view of the above that the research reached inio the
impact of manpower planning in the local government. Available books and
Journals were reviewed on manpower planning. Human Capital Theory was
adopted and used as the theoretical basis of analysis. Three set of propositions
were developed to assist the researcher to find out the imtpact of manpower
planming in the local government. To achieve this, questionnaire and oral
interview were carried out to gather data and information. 70 questionnatres
were administered and 50 were retrieved. The information gathered where
analyzed after which it was discovered that manpower planning enhances the
local government objectives.



CHAPTER ONE

L0 INTRODUCTION

Contemporary economy is changing rapidly. It is characterized by phenomena, such as
globalization and deregulation of markets, changing customer demands and inercasing
competition (Becker & Gerha,., 1996). Most companies, failure to reach their goals in these .
turbulent and volatile periods is due tp excessive focus on technical problems at the expense of
human resources across the State. Examining the impact of Manpower planning (HRP) activities
on organization’s performance has dominated discussions and research interest in the last
decades (Becker and Huselid, 2006). March and Sutton (1997) stated that; explainipg Local
governmentuperfmnmnm variations remain one of the most enduring subjects of study, This has
prompled research to be directed towards explaining and understanding of the relationship
between manpower planning, practices and firm performance. As the personnel is the crux 1o
resolve management problems of an enterprise, an effective human resource planning system
ensuring that personnel in the organization are optimally planed, motivated and commiited to the
aims of the organization is a pivot success (Ulrich, 1998). Little and Nel, (2008) opined thut.
when employees are guided to achieve their performance potentials, this ultimately feads
orpanization’s success. Thus, success of the orpanizations depends on the amount
comutiment bought in by the individual employee operating in a highly compelitive
environment which will be complemented by the organizations. [mproved quality and
pmducﬁvit;f linked to motivation can be achieved through training, employee involvement and
extrinsic and intrinsic rewards. The growing interest in the compensation geared to performance

and skills reflects one aspect of the increasing significance of manpower planning in realizing
and s ) g



- masagement goals and objectives, Therefore the study will be focusing on the following selected

Bpower  planning, practices (training and development, recruitment and selection,

performance appraisal,

Compensation,) performed by the HR department to influence the

attainment of otganization’s objectives.

1.1 Study Background :

Manpower and

planning are cardinal element of development. The overall development of a

tountry revolves on the level of manpower utilization, This has made manpower planning and

development imperative for any successful organization, Maintaining a competitive edge in any
segment where multiple players exist is only possible with people and talent. It has gol an

important place in the arena of industrialization,

Manpawer planning js an important pillar for achieving effectiveness and efficiency in
organization. It has been observed that both pre and post-colonial administrations of Nigeria had

failed to accord adequate regard to manpower planning and development, Labour was relegited

ta background among other factors of production. The human resources planning and sft

development for national growth and development were distorted. These affected (he availability

of human resources for improvement of socio-economic and politica] development during the

first and second national development planning,

This was made clearly in Nnadozie (2004), he state thus; the unrealistie nature of the 1962-68

plan objectfvcs and targets become more apparent when they are juxtaposed with the linaneial.

technical and managerial capabilities of the country.

In recognition of the needs for human resources planning led to introducing of the policy for

Manpower Planning in Nigeria at the period of 1960°s and 70’s. Specitically, in the year 1902,



myg,fal tepublic of Nigeria created National manpower board (NMB) with the responsibility (or
rmining the manpower needs and developments. To enliance the manpower need in local
‘ ‘government, federal military Government in 1978 selected three universities, University Nigeria,

Nsukka, Obefemi Awolowo University, lle-Ife and Ahmadu Bello University, Zaria,

Though ideals do not approximate reality, the socic-economic and political developinent of ]
Nigeria state has become elusive due to inappropriate and inadequate manpower planning.
‘; Though, Planning in Nigerian public service has become a gambling affair. Public service in
Nigeria aspecially local government usually embark on manpower planning with inadequate dala
on the evolutionary trends of an organization, partly on organization’s personnel. external

relations, and general organization’s objectives.

Development of workers is no longer a matter of a necessity to much management as a result of
inability to forecast future manpower needs in relation to the organizations’ objzctives. Training
in local government, despite the selection of the universities named above to undertake training

of local overnment workers; training is still sporadic, unstructured and unsystemalic.

There is little emphasis on training for technical and professional staff, such as surveyors,
accountants. engineer and doctors. This finally retards the progress of an organization. The

resources of organization are diverse bul hwman iesources is recognized as the most important

out of other resources required for effective and efficient service delivery in local government.

T ——

Human rescurces are the key to rapid socio-economic development and efficient service

‘ delivery, In addition, Mwagbala (2005) posits that “it is Human resources of a nation not its

capital, nor its material resources that determines the nature of, direction and pace of its socio-
>

economic development, Essentially, nations are built through the creafive. productive and
i




innovative hardworking of people. At best financial resources can only tacilitates production, but

real wealthy is increased by productive labous activity.

The quality.of company’s personnel is the single factor that determines whether the organization

15 going to be successful, whether the organization will realize a satisfactory return on its

investment and whether it will reach its basic objectives.

Getting the right ealiber of people through the process of recruitment to meet the organization’s
need is not just enough; this makes manpower planning and development crucial in an

organization. Development of employees in enterprises is associated with long run profitability

of organization.

Organizational effectiveness is suengthened through workforce planning. In other words, il
improves employee’s productivity and increases their loyalty to ‘the company and their job
sallstaction. Manpower development is also a link between the manpower planning and
organizations objectives. In analysis of the above, manpower planning is necessary for effective
productivity, growth and development. Unless there is planning, event is left o a chance afuir,
planning minimize risk while taking advantage of opportunities. When adequate arrangement are
not being made for future manpower needs of the organization. the organization find itselt’
tighting with emergencies as the manpower needs arises. This may definitely resulted in
spending more money for hiring manpower. Il also results in procuring wrong personns! which
may have devastating etfects on ﬁleﬂnrganization. In a critical analyses of the ahove. manpowe!
planning and development are path way to sustainable development, In view of this, both private
sector and public have to embrace munpower planning and development il Nigerian locul

government really wants promote sustainable developmient. Local government which is regarded



= e T

—

asinon-functioning sector will turn to

functioning sector if adequate emphasis would be accord to

‘manpower planning,

1.2 Statement of the Research Px'obieln -

The quality and Quantity of services delivery of Jocal government for two decade now had
generated national crisis, There have been sharp drop in effectiveness and efficiency witlh which
local goverhments discharge their constitutional responsibilities. This is justified by pathetic
nature of the high rates of under development in cur rural areas. This is as a result of nonchalant
altitude of the management and governiment over human resources planning which is essential
for any organization who wants 10 remain relevant in ouwr dynamic society. Organization is
established in order to achieve stated objectives or goals. To achieve these objectives, etfective
human resources must be put in place. Since every organization depends on its employees for ii:\.
swvival and accomplishment of its tgsk, manpower planning and development are crucial in alf
organizations be it private or public sectors especially in local governments where their

constitutional responsibilities appear elusive.

Paradoxically in our contemporary society, emphasis has shifted more from manpower planning,
and staft development to controlling and sharing of the national cake meant {or implementation
of the developmental projects. Human rezources planning are considered as luxury alfiiis and
human resources supply is seen as an elastic item which can be expanded anywhere leading (o
acute neglect of manpower planning. Recruitment in local government has turned o politica!
patronage for political aspirant and party loyalist. These have some negative impact on the

performance or productivity of organization. Some organizations that embarked on planning

ievi 7 ‘tives as I ~ ihadequate g inaceurale data on
. Usually end up not achieving the objectives as result of inadequate and inace
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- responds of the above back drop that makes manpower planning imperative in this study.

e place of manpower planning and development cannot be compromise in the achievement of

- development in our localities,

1.3 Research Questions

'Y 1. What is appropriate manpower planning process for effective service delivery in local

government service? j

2. Does recruitment of unqualified personnel influence productivity of local government?

3. What is the relationship between manpower planning, development of employee in local

government services and employee’s performance?
4, What are measures to improve manpower planning process?
1.4 Aims and Objectives

1 This research aimed at ensuring the optimum use of the human resources towards improving job

satisfaction.

i) To provide for the fulure manpower needs of the local government in terms ol skills.

numbers and ages.

i) To examine the manpower planning in the'local government with a view o highlighting

shortcoming and possible solution

iii) To analyze the main function of manpower planning towatd the achievememt of the local

sovernment targets.
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" The research work limits its scope to Babura local government because of the following

B Lo

iy -

constraints:

e Scarcity of financial resources
e Lack of adequate time

« Sensitivity of needed information

1.8 Definition of the Key Terms

i) Manpower: - This is a process that centered on the supply and demand of human

resources is consciously planned for the attainment of the local government objectives

Mwagbala (2005)

i) Planning: - it is the development of strategies and procedures required for eflective
realization of local government goals Mwagbala (2005)

iii) Manpower Planning: - can be defined as the study and analysis of jobs of the local

vovernment in terms of various d

needed for effective performance Dessleer, G (2000)

iv) Local Government:- accordinﬂg to

Edition, 1968 (Sighted in Junaidu, 2013). He defined local government as that past of

government in a countr

particular country.

uties required as well as the personnel characieristics

P. Stone in his book; local government for student P

y which deals with those matters which concern people living ina |

10




v} According to Hugh Whalen, in his book titled “Ideology. Democracy and the foundation
of local self-government. (Sighted in Junaidu 2013), Local government as a political sub-

region of a nation or state which is constituted by law with substantial control of locul

atfairs.

1.9 PLAN OF THE STUDY

Thus. this research project covers five chapter’s from one - |

Chapter one covers the introduction, statement of the problems, aims and objective, areh

assumption. seape und limitation, signifi

ance of the swudy, and detinition of key terms, play ol

the study. reterences as well.

Then chapter tvo covers inttoduction. the literature review,  theoreticsl framework

sl

manpower planning. the necd for manpower planning. objective ol wannoive

problems and solution of manpower planning, retevant theories, and reterence. Chuprer

covers introduction, study background. research methodology, v

the studv aren, method of data collection. sampling method and procedurn: methed o) i

analvsis and reference.

Chapler lour covers, introduction, date preseataten and interpretation. ddia anaivse an

reterence. Uinally chapter five coves summary, conclusion and recon

zricdalions hibi

and appendix {questionnaire design).
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.lThc following terminologies are as identilied by (Breach 1975) one often used in the co-

cooperate planning process in the local government which are:

Planning: - this fined : i ! et o
Fr ug: - this is defined as thought in advance of action resulting in a method or scheme of

action W include the identilication of strength and weakness within the local government the

claritication of the local government objectives and selection of the most advantage outscores ol
action in terms of strategies and operating programmes.

Formal planning: - this means carrying out the necessary process of planning in a systematic

and logical order and expression in assumption and conclusion associated with cach process in

written record with the formal plan,

The plan s forecast of future accomplishment and is & written statement of what should be done
the way it should be done and a statement of what will be result from this action witl specilid:

time and period (this may be from one to five years)

Planning circle: - this is a time to forecast the various events covering a review vision and a re-
statement of all the factors, assumption, objective. and goals the make-up plan and usually

cartied out over the period of twelve months for planning period.

Job analysis like local government planning is a method of establishing & base against which the
actual behavior of employees may be evaluated. [t helps to provide a picture of cach ob and of
the inter relationship between jobs. The result of local government planning and jobs analysis
taken together yield a comprehensive and detail view of how the local government has suuctures

itsell to achieve its objectives.



vanpower planning de ed their deserint o :
Aanp P ng developed their deseription and information that is derived irom people

ctually doing the work, but this does not means if is necessary a specific statement that, persons

“and others holding the position are expected 10 do.

i Manpewer planning is effect; a systematic approach Lo ensure that the right peeple will be placed

at the right time. the depariment of employment and productivity Newman. AL (1973).
organization Design (An analytical approach to the structuring of the Organization). Sees :
manpewer planning as “strategy for the acquisition, utilization and improvement of enterprises

human resources”.

David Bell (1966), viewed manpower plauning as “the systematic analysis of the company’s
resources and construction. of forecast of its futire manpower requiremicnt with the special
cohentration of i efficient use of planning necessary o ensure thal manpower supply wili

maich the forecast requirement”.

Also according to BREACH (1975) (sighted in Us man 2006) said thal une ol the major
activities of manpower planning is study and the analysis of jobs in lerms of {he various tashs
and duties requires as well as the personnel characteristics needed for effective perfonmunce.
Then these separate duties are combined and compared to provide information cegarding the
characteristics of requires for successfui performance. Tussock 1 (1954), define nanpower
planning as “the process by which supply and demand for human resources is continuously
planned in the light of a cooperate work face”.

Glister (1967), sees manpower planning  as “the strategy for acquisition, utilization,

implementation and presentation of the human resowrces”.



In its broader sense, manpower plannine cover all it i il
5 power planning cover all (hose achieves traditionally ussociated with

mnanagement * of . v : i i
manag, of personnel record, recruitment, selection, retaining and development

performance, appraisal, job design ete.

According 1o the MINER (1977) select is also among the most iraporsant responsibilities of
personnel management are those of relating to the selection of those specific individuals who
will actually work for the local government among the usually mueh larger number applying far
a position,

There is reason to believe that more problem of human resoutees utilization have these origin
here. then in any other area, Thus, selection policies and procedure utilized by the loval
governnient are of major importance, it is within a personne! departmient that the techaical skills

need to deal with problem and located.

It is therefore, the responsibility for developing; recruitment procedure, which will ensure an
adequate supply of applicant, is usually assigned. And it is there thal the analysis required 1o
develop satisfactory technique for choosing among appheant is normally carvied out
Advancement in method of selection or selecting the employee are being made on the personne

managers, so that they keep abreast of new development in this particular aspeet of the work

especially pronounced.

1n developing sclection system, personnel managers must keep both of the major type of local

povernment goals discussed in the proceeding selection in mind. it is not enough mercly 1o

determine whether an individual has the characteristics whether 1o perform ihe waork

effectively and thus, did not contribute to the overall productivity of the logal government .lhac

is also a question of his contribution of the goals of the local government. maintenance, position,
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P lighesl operaling cosl in the Greanization that e 1 i L
gl perdling 1C viganization that mangers logically find ways 1o minimize (Hecker

& Gerhart, 1996). It shows therefore, 1l

.

as assel. According to Bratton and Gold (2007),

1at companies consider people as variahle cost rather than

strategic human resource management is “the

process of linking the human resource function with the strategic objectives of the Greanizition

m order 1o improve performance People are the assets who create value use for gaining

competitive advantage over rivals. People and their collective skills, abilitics und experience.

coupled with their ability to deploy these in the interests of the employing orpanization, are now
tecognized as making a significant contribution to organizational success and as constituling a

signilicant source ol competitive advantage | Armstrong and Bagon, 2002). Also, us statad by

Baird and Meshoulam (1988) that “business objectives are accomplished when human resotree
practices, procedures and systems are developed and implemented based on organizativnal

needs, that is, when a strategic perspective to human resource management is adopted ~

Results of several vesearches, has confirmed that employee skills, atiitudes and behaviors play o
mediating role between HR systems and [irm outcomes. Khatri (2000) found that in his study of
194 Nigerian companies from different industries, there’s a strong direer influence of HR
practices on firm profitability. According to him. Batt (2002) examined the relationship between
human resource practices, employee quit rates, und organizational performance in the public
sector. His findings confirm that, firms emphasizing high skills, employee participation in

decision making and in teams, and human resource incentives such as high relative pay and

employmient security, have lower quit rates and higher performance (sales growh),

; X jisal model linking HRP with organizational
Paul and Anantharaman (2003) tested the causal mod o HR ory il

performance, They found that practices like training, job design. compensation und inceniives
rformance,
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2.3 STEP IN MANPOWER PLANNING.

: According to Golister E.B (1967 p.270; Vol.2), 1o ensure an excellent planning of manpover

the following are necessary in the local government;

Specify objective of plan after lorecasting the future manpower in the local government,

2. Access the practicability of getting the necessary personal administration,

3. Grade the number and type of each class of manpower needed to achieve specificd
objectives.

4.

Drawing up plan, firming and implenientation.

3. Look through the option upen 1o the local government.

2.4 OBJECTIVE OF MANPOWER PLANNING
There are three (3) major aims of manpower planning and these are a follows as identilied by
Burt and Stalker (1961, P.345, vol I1D).
i.  The optimum use of the human resources currently employed.
ii.  To provide for the future manpower of the local government,
ili. To provide for effective equal employment opportunity at the governmental level

i.e. Federal. State and Local Government.
2.5 PROBLEMS OF MANPOWER PLANNING
The problems of effective manpower planning are;
1. The education system

2. Political instability

P
P



3. Administration deficiency

- Lack vl adequate aceounting frame work

- Lack of adequate projection of current and future manpower

. Projection of manpower planning availabilities is in adequate

- In adequate utilization of manpower (siphted in Abubakar

Dahal lecture note 201 1).

2.6 SOLUTION TO THE PROBLEM OF MANPOWER PLANNING.

a-Provide effective educational systein

b-To pravide sood economic policy

c-Provide effective training and development

Good accounting framework

d- Etfective manpower availabilities.

e- Goad projection of current and future manpower needs

= Good and’effective utilization of manpower.(sighted in Abubakar Dahal leciure nowe 20 155

2.7 THEORETICAL FRAMEWORK
The theoretical framework is a collection of interrelated conceps, like a theory not so necessarily
so well worked out and it guides your research, determining what things you will measure and

what statistical relation (Sep. 7, 1999} .

23



Every research work is usually
theoretical framework. This research work has for

for analysis, ' Organizati i
¥sis. The modern organization theory focuses primarily on background otganization

* dependent variable which studies the key el

T

RIS SR

=

anchored on a given established theory for its analysis called

s purpose, the modern theoretical frameworl
at
f rue, 3 o oy e . "

large. It is thevefore treat human more especially children at tender age as 4 system of mutual

ement in their life, how they interact with one another

and the influence of the environment as each system is compromised ol sub-system (Liveani.

2005).

The theory according 10 Bzeani (2005), identified the parts of the sysiem. The individual and (he
personality structure he brings to the organization, the formal organization intet-related pattern
of the jobs which makes up the structure of the System (Scotts, 1978), the informal organization
status, the role pattern and the physical of work. All parts interest and linked together thiough o
do way pmc‘esses. Communication which is the process by which action is evoked forn the parts
of the system: balance which refers to the equity breeding mechanism , larmoniously maintuined
the structures relationship of the parts of each other in the society. Essentially .lhe modern
organization theory has its advantages over other Theories, its distinctive qualities  wiich
compromised its conceptual analytical base , its reliance on empirical research data and most

importantly it’s integrating nature.

2.8 Human Capital Theory
Human Capital Theory: this is a modern extension of Adam's explanation of wage differentials
e the 50 calied net tdis

)aclvantage; between different employments. The ¢osts of learning the job is a very important

componen! of net advantages and have lead Economist such that Gary s.. . .Becker and Jacub

24



Mincer (o claim th * thi ; .
: at other things been equal, personal incomes varies according the amount of

invest in humang capital > that is

, the education and training  undertaking by individual o .

sroup ol worker 'ther expectation i i i
group rlers. A further Expectation is that , wide spread mvestment in human capital creates

in the labour force, the skills-based indispensable for economic growth. The survival of the

rapid reconstruction achieved by the defeated powers of the Second World War,

Human capiial arises out of any activity able to raise individual workers’ productivity In

practice, fulk time education is to readily taken as the principal example. For workers, investment

in human capital involves both direct eosts, in foregone earnings. Workers making the
mvestment decisions compare the autractiveness of the alternative future incoms  and
consumptions streams, some of which offer enhanced future income in exchanged lor higher

present training cost and deferred consurmption retums on societal investment in humuan capital

may in principal be caleulated in an analogous way

Py in economics erities of humar capital theory point to. the difficulty ot measuring Koy
concept, including future income and the central idea of human capital itself, Not all invesiment
in education guarantee an advance in productivity as judged y employers or the market. 1
particular, there is the problem of measuring both worker productivity and the futre income

attached to career opening, except in near-tautological fashion by reference (6 uctual carnings
differences which the theery purports tw explain, empirical studies have suggested that, though
some ol the observed variation in eamings is likely 1o be due to skills leaned. the proportions of
unexplained variance is still high, and must be an attribute of the imperfoct structure ana

Futcvoning of the lubour market, rather than of the productivities of the individuals constituting
! L (=]

the labour supply.



ita) theory has attracted much ariticism from sociologies of education and taining, In

Marxist: renaissance of the 1960’s, it was attacked for legitimating so-called bourgeois

Vidualism especially in the United State where the theory originated and flourished. It was

S0 accused of blaming individual for the defeat of the system, making pseudo-capitalist out ot
orkers and fudging the real conflict of interest between the two. However,

th

even discounting
is essentially political criticism, human  capital theary can be regarded as a species of rational
S I

—exchange theory and opened 1o a standard critique, by sociologist of individualist explanation ol

cconvmic phenomena.
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CHAPTER THREE

HISTORIC . :

AL BACKGROUND AND METHGDOLOC 3
3,1 INTRODUCTION: 1 this oo s - |

1S chapter the Tesearcher used various methods in order e

or duta information whicl o : . e
3 e R selieiny existing or fuwure problems or {ssues in n
5 i astes ol
organization,

[0 any research work so mq < -~
» ¢ many methods of obtaining data are used by the researchers. but the

accurale of such dala for e iy
a for the project work itse]f depends entirely on the pature of the probleim.

However. to have an ;mc ] | ile
Ve 4 ess to IEIIE televant data the researcher employed the {ollowing

provedures
I
.

+32 Historical Background of the Study Area.

5 .

Bubura town did not fully emerge through Jihad of Shebu Usman Danfodic of 18G4, The first

seltler in Babura town are Habe ( Habawa) which come from Dawa to the place where thay we

hunting Lo feed themselves, they called the place KABURA” (means the niace where they ure

citine their Tood). eventually. they changed Kubura's name to "BABURA™ because o

T
thanges they wot that time. Many scholars and authors have to find cut the first people that fived

n ; p : ernor general 1929). He settled in many
i the area. Une of them, sit Fichmond Palmer (governor g ) )

towns and he was a divisional officer (D.Q) Babura is one of the towns he ruled for about seven
FIES AN 2 & eb & e f

u, Bomo & fadepa. Dun Tttt :
o featcd wdu, Borno and Hadejia. During his iime in
I vesrs, CGther towns are Daura, katsina Lwal I Bl

Y et = contribution of his friend in person Hassin
o ’ ceie ol Trabura with e coniribu i
Hubura, he compiled the histaiy © ta

i

J many people avdifferent lovwas as Fmirs. Lor

). Sir Rich appointe

5ir el Babura cows

3 srney of Daurg ffom Fulan!s hand w it mai
that brougit tack the chigftaincy of Daurg from Fulani™s ) )
Example. he is the one At B
i sa as Emir of Daura where his
I hort, he is the one that appointed Musa as Emi aura where |
ouse {e, (Habe). In Shoib
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- milies are still now pul; o
families are st g the areg (Dgy, ;
a). During g B
awa (A H

: abe man), Babura became
TABAWA BIRNT 4 DAwa»

sopular, that is why it’s caljeq

(means the eity | e e
suled for about fi 1ty in the bush). He

fty years (50)After Bawa’s death, Naw,

| A alau was appointed for soime years atler

his death was atoci than KUpp . ‘ .

| ! RU - Kupy then followed by Camayo. After emergency ol Shehu

Usman Danfodio, the Fulan; tesiding in the atea of Babura under their |
er eIl e

ader Ardo Madiba,
Male, migrated to Degel in gpdgy 10 make permission from Sheh

u Danfodio for Islamic Jihad.

The Fulani are citizens of Mal; countr i

atry which they came from the part of an era shonghai -
Himbi . Afler I ,
[umbukte. After Fulani arrived at Danfodio place then some of Habawa under emiy Camayo
decided to leave the place to 80 to Borno where they can get assistance from Shehun Borno, -

because they are expecting very soon Fulani will take over their town but they failed. The rest of

Habawa went 1o the Emir of Kano(Alwalia} to get his assistance but they too failed when they

heard that Fulani vacated Emir of kano from his palace that is why they settled ut part of

Alwali’s avea are currently now the place is cailed Baburawa under Minjibic Local Government
Kano. BABURA TOWN IN 1804-1990, Babura town emerged when the Fulani man named
Mele first settled in 1804. e was a native of an old era Shonghai Tunbuktu in Muli. Ihe st
Linir of Babura after Habawa ruined with their emir Camayo was, Mele appointed by Shehu
Usman Danfodio. After he settled at the area many Fulani and some Habawa migrated Itom

different pl 2 settled together with Mele, this made the place more habitable. Mele was 4
eren piaces and

2 ' animals, Hevo who has a lowie of”
popular Qur'ianic teacher, he Was a rich man having many anima o
Har Quriianie teavhier, p
ate ife e. t. ¢) he ruled tor about thirty-six vears
Gealing witlh war materials (like arrow; matched. kuife )
ng z I £ «
1S P ele. Mall: "‘-‘?'\1‘_"‘.'_‘1'
d in 1844, Adfter the death of Mallam Mele. Mallam Abubakar mai
(36) and eventually died in e
d eventually ! )
; i /s appointed o succeed his
i Zaki grandson of mailam Mele, was apy i e
Cirimb; s matlam Al 22Kt B < )
g d approach like thal of his grandtather, he ruled e
wgnner and 4
5 . e Anner
Landfather, He ruled in the same
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r r (4) years and dxed i 44
r at fo m 18 as the th: d
i S th thir Cmir of Babura Fulani also the third |
[il Fulz S0 1 e NETo’s. af

;

2 i s

e (27) years ang died in 1871, The next emir in the

A ath of p ibi

hierarchy Of mallam Jipjr 1871 was Muhammady the second emir of Gabus. |
51 & emir of Gabas. [t

was during his time he appointed many
Peaple as €mirs ar istri
nd district he

from attackers. It was alg 4 s )
from as also during his time White men defeated Usmanniyya era and passed their
nled system. He ruled for about forty-six years (46) he died in 1917, He al

. «l

emits of Kano kingdom like Abdullahi M

50 lived with live
aje Karofi, Bello, Tukur, Al and Abbas. Hassan son of

fibir was appointed after the death of Muhammadu in 1917, He ruled for —seven months (7) and

impeached by whitc men and kept him in prison for almost two years (2). Moreover, the problem

that brought his impeachment was, his followers caught a thief and they killed hini instead of

bringing him 10 emir’s palace for judgment. After he came back from prison, he continued Hiving
wilh his family and remained as an adviser, elder whose giving advice to the peeple of the e,
After his death, his house was replaced to a district head’s house who ever send from Kano
Husssaini brother or Hassas was appointed by the people in 1917. He ruled for seven years (73
and also he too removed by white men, because during his time, the horse of divisional afficer

(DO} was stolen by thief and sent him to Kano for two years (2) in jail. In 1924, fsa Autan fibir

appo f an all i f Hussaini Ales {(2) of
was i s after the im seachiment of [
as Pp inted by emir O Kano ( 2 )

i i of Ka no Usman died and Abdullahi Bayero took ove: the ruling. Buring
dppointed him, emir of ke

e ool 0 (2) in 1927, one part or Lhe ures
Naj X ir of Kano Bayero divided Babura into lwo (2)i O part
ltve Authaority. emir 0 L :
+ i Zubairu Magpaji Gari decided to create his own town where he
e gave 1o his friend Magaji Gant e Fond
£ e Tound

= he called it SINSHARUWA™ m
fiice ot hi t him, when he found a place, he catle
Ce left historv at him. - =il o S
- i two by Abdullahi Bavero then
ink water After Babura divided into
# place where he will drink WaiEh
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i oot the sysiem of diS[l‘iC ad f
t head from the emir of Kano pal
alace and ¢}

age head, Emir of Gabas or vi|]

- i Bl e Ltle of emiy

4 area now changed o vill i

o —— age head. Isa was e .
fistemiv in the history of Babura who Voluntari
E I

¥ retired himself i 1932, 1

le ruled for tweny-
seven years (27) and ruled iy WO emigs of Ka .
n

N 0 Usman ang Bayero, and rour distriet heads
Dikke, Adnanyu (Dan Maje g
# e Shehy Ahmed ang Dan 154 Muhammadu. It was during ki lime
white men provide hospitals, schools; and (e system of disty|

4 : g Istrict

head in Babura The devation al’

wa o the position was a11e it .
Babura c Was attempl during tenyre of Isa Autan Jlibir.

BABURA TOWN 1990-DATE

Abdullaht Isa was appointed 1o rule the people of Babura and he ruled for gbout 1hirs -ciul

years (38). He gave a lot of contribution during his time, e.g. all the current Bbora’s exe e
people working at different part of ministries in Nigeria now like Jipaws state. Kaduna <rane
Kano state. Abuja e t ¢ he is the one that during his time for achieving their hest pul ihem in
schools, he died in 1990 and ruled with four emirs of Kano, Abdullahi Bayera. sir Mubamandy
Sunust §, Muhammadu Inuwa and Alhaji (Dr) Ado Bayero and also with four distéict heads,
Isa Muhammadu. Dokaji Alh. Sule, Matawalle [brahim and Fangacin Kano Alh, Mustanha

Musa. Afier his death. his son lsa Abdullahi (Isa) was. appointed as the new village head o
idd. Alleyr s death.

2 [+ & c d 1e district head of abura s Qs
D, He 1lage cad of Babura anc a 1
< is currently the viilag B

Meention,
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16 gAMPLING 'l‘ECHNIQUES
i hnique used hepe 1« o
gympling te¢ nere js Slmple e
andom Sampling :
» PUrposiv,

, . € sampling, ; T
gmpling would be used in selecting respong bling, and conveniepee
NLS amyong ¢}
he w

orkers in study area
1IMETHOD OF DAT A COLLECTION.

to the nature of this . - _
Due research work, he study is mainly descriptive i nature (he res

earcher
psed quantitative and quali

ative methad of das .. L
00 of data collection frony the respondents. questionnaire

has been constructed

insuch a way that it is simple and easier for tie respondents in general public 1o assess it. Some

parts of the questions were close ended types and some were open ended in order (o mvoid

possibility of nistakes when answeting the questions. Also primary and secondary Lype of day
aaliection have been used in recetving responses [rom part of the local government seafi aid

taditional leaders through in-depth interview administrated on (30) respondents of the selected

population dnd other published materials

38 RESEARCH INSTRUMENT:

i ata from the respondents:-
these are the instrument vsed 10 gbtained daia frot 3

AV Questionnaire Methad
b} laterview Method

Y Ubservation Method

J Docurent Method



estionnaire Methoq. QUeStionnggp,

Qv

E'\'mﬂi“n data for analysi
ik

“Ousigty,

"X designed (o vather
S, e g %

esult of whicl are |
. W answer q
ssionnaire 18 30 instrumeny for g,

B research, The
8 alhermg data bevond ¢

o he easy physical reach of the research,
st research situation it ; ;
(p most researc o0 1t may e Practicaj)

2 mlpossib'\e R

to reach all his
[espl,ndems 1o matter how much

he tries.

The question are oft

reumed wothe researchior
ough the post office, Tt s cheap, may be slow sl g

reliable i mosl ciscs,
purticularly. in Nigeria where the research culture has ot pe

en s iently developed and many
Nigerians 40 not take questionnaire completion seriously. T wr should realize tha

QUOSIIONNAIre are’ tot constructed aimlessly,

from somewhere, To

Qonstrt & me

Land relevant auestiona

aire, the follow

1 Fap SUNaEd earliel musl
fi esti dire e ruie oI sca IRCUNSCO eariier inus
{ive L]U,'L’S[l\li‘i for the L]U.LSHUHﬂdIiL th .

itedeioas
R ot 953) research methodology.
\ JOFF. RL,und et’al (1

O RODERE: Rl

b} Tnterview Method

W siom arally rather ton
i researcher ok 3 SHOn ardaily ra
1hOd in h!(.'h a researche
5 @ 2y et 1 : |
Al I3 a J snfaite but 1t L Sore H"\\‘Dﬂ\_‘ A i
B¢l stionnaire bul 11 ¢
ore ume than a questio
L\;-;{.]_ \ in Ty lilKC: more R s i
‘ : taot and may oF may ger
ation form the subject <
‘ormation | |
B e ¢ intormat! i T snshle diw Tmseelee "
v - i i ot
- bject js responding. i
L5 VGG =ty
Sy . ,\‘\.-11; -,hn. > Gonal question waen necessary e
iy § and 10 458 additional qu
ected and
o llected d | .
i o any eevard e unti]
b . Anaire ‘i hal interview: cin
g LLONTEL
o ile quest
In S ale) i gl.L | . Joraee St
i = 1HCA LA sibicin fage- iaidee 2
| 158 QSsallie
TS 15 LIH p
o, 1|1LJ
itgi;\,‘ « e g
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= WhEl (5 [he- tclﬁ:p : i i il; .
hone fa(uhty 15 a-"aﬂdhie thﬂ teiep 110116 iﬂ'tel'\'i CW G l I ¢ ll %
L QL !13 ﬂﬂﬂde i |
ll1._ [li o

b face has more advantages :
! Bes over the telephone interview Kerlinger, Fired

X i er, Flred, N cle
pudaion Of Behavioral research, & il

i observation Method

.« fhe name suggests, this is a prima :

B a primaty data collection technique which invelves observing the
et population happening, ir g
qreet popule happening, and circumstances by the researcher without asking the inlended

) y the inlended
[ espondents Kunar is si i
| esp (2005). It is simply an eye witness account reported by an actual observer or

paticipant in an events.
I f)Document Method

The record kept and written by actual participant in or witness of an event Liese sources are

produced for the purpose of transmiiting information to be used in the future. Document

classified as primary source are constitution, charters, laws, police acts and regulation, court

decision, official minute or records, autobiographies, letters, diaries etc.

3.9 METHOD OF DATA ANALYSIES

Data collected are tested Lo reflect the data porirays any possible refationship with inteded
varlable for the analysis this is important in providing an insight as for whether the impact of
aria halys
: : n i ile data collected will be
; anni i local government concern is effective, while data col
nmanpower planning i the
presented in tabular form and after the table a brief explanation for eacli response would follow.

ge would be the main basis for analysis.

percema
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CHAPTER FOUR
DATA PRESENTATION, INTERPRETATION AND ANALYSIS

4.1 INTRODUCTION

The data collection refers to obtaining information relevant to the study of the
researcP by using the major ideas of hypothesis for the purpose of demonstrating

whether or not there are true and it is usual, for instance, to discover either positive

Or negative result.

The research is dealing with the impact of manpower planning in the local
government so this aspect will be based on the finding and presentation of data
collected from questionnaire. The essence of distributing questionnaire is to enable
us to know the individual resbonse on the subject matter, which is the impact of

manpower planning in the local government.

This chapter will present and analyses what the research get from various
responc{ents who will fill the questionnaire. However, the data collected was
through questionnaire method. Seventy (70) questionnaires were distributed to
local government officials of both junior and senior staffs. Unfortunately, only fifty

(50) questionnaires were filled and returned back to the researcher for presentation

and analysis.
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Fae s AL =4, g

1 its are categorized into many filed which include age, sex,
 educational qualification and cadre of staffs for casy analysis and interpretation

~ (sighted in Usman rescarch, 2008).
DEMPGRAPHIC DATA OF THE RESPONDENTS

‘Table 1. Age

YARIABLES RESPONSES PERCENTAGE
A. 20— 30 Years 25 . 50%
B. 30 —40 Years 10 20%
C. 40 years and above 15 30%
Total 50 100%

Source: Research Survey, 2021.

Response from the table most of the respondents range from 20-30 years are 25
with 50% then 10 respondents range within 30-40 years with 20% and 15

respondents are 40 years and above 30% respectively which make a total of 100%

responses.
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Table 2: Sex

Response on the table 2 is shown below

_;; RESPONDENTS RESPONSES PERCENTAGE
; A Male 0 80%

J B. Female 10 20%

|l Total 50 100%

i

Source: Research Survey, 2021.

From the above table 80% of the respondent were male and only 20% are female.

This shows lack of female staffs in Babura Local Government.
Table 3: Educational Qualification

Response on the table 3 is shown below

RESPONDENTS RESPONSES PERCENTAGE
A. Secondary Certificate 20 40%
" B. Diploma/NCE 25 50%
| C. Degree/HND 5 10%
Total 50 100%
Source: Research Survey, 2021.
21




It should be noted that the above table almost all tiae respondents were bearing in

mind that they all have educational qualification.

Thus, secondary certificate 40%, Diploma/NCE 50%, and Degree/HND 10%

which make the total of 100%. This mean that in Babura Local Government, staffs

are being sent for training.

Table 4: Cadre of Staffs

Response on the table cadre of staff shown below

RESPONDENTS RESPONSES: PERCENTAGE
A. Junior Staff 35 70%
B. Senior Staff 15 30%
Total 50 100%

Source: Research Survey, 2021,

From table 4 above on cadre of staffs, 70% of the respondents are junior staffs and

30% are senior staffs which make a total of 100%. This shows the concept of

concern of both in carrying manpower planning in Babura Local Government.
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Table 7: Response on the table does recruitment, selection, training and

coordination applicable in your local government is shown on the table below

RESPONDENTS RESPONSES PERCENTAGE
A, f’.sgree 40 80%
B. Disagree 10 20%
Total 50 100%

Source: Research Survey, 2021,

From the table above, it was agreed by 80% that recrujtment, selection, training
and coordination are applicable in the Jocal government which bring the attainment
of organizational goals as stz;ted on table 3 & 6 above. Furthermore, only 20%
disagree on the application of recruitment, selection, training and coordination.

This means their application is positive.

Table 8: Response on the table who ensures achievement of table seven above

between Junior and Senior Staff in your organization where shown below.

RESPONDENTS RESPONSES PERCENTAGE
A. Jupior Staff 20 40%
B. Senior Staff 30 | 60%
Total ‘ 50 ; 100%
e e

Source: Research Survey, 2021,
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Table

RESPONDENTS

RESPGNSES PRESENTATIONS AND ANALYSIS

5 Respon
ponse on the table manpower planning has greater impact on the

effective perfo
pertormance of employees in local government in general is shown

RESPONSES PERCENTAGE
A. Agree 45 90%
B. Disagree 5 10%
Total 50 100%

Source: Research Survey, 2021.

Based on the table above, 90% agree that manpower planning has greater impact
on the effective performance of employees in local government in whereby only

disagree on the statement which shows positive respond on the concept.

: Table 6:
RESPONDENTS RESPONSES PERCENTAGE
A, Agree 47 94%
B. Disagree 3 6%
Total 50 100%
Source: Research Survey, 2021.
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able 7: Re
T Sponse on the table does recruitment, selection, training and

coordination applicable in Yyour local government is shown on the table below

\. —‘__A___“*—*____
h RESPONDENTS RESPONSES PERCENTAGE
B . |
! A, A}gree 40 80%
B. Disagree 10 20%
Total 50 100%

Source: Research Survey, 2021,

From the table above, it was agreed by 80% that recruitment, selection, training
; and coordination are applicable in the local government which bring the attainment
| of organizational goals as ste;ted on table 3 & 6 above. Furthermore, only 20%
disagree on the application of recruitment, selection, training and coordination.

This means their application is positive.

Table 8: Response on the table who ensures achievement of table seven above

between Junior and Senjor Staff in your organization where shown below.

| RESPONDENTS RESPONSES PERCENTAGE
A. Junior Staff 20 0%
B. Senior Staff 30 60%
Total 50 100%

Source: Research Survey, 2021.




,'1
i

=

The above table shows that, junior staff has 40% respondents as an effort to ensure
the achievement of recruitment, selection, training and coordination which has

great impact on them,

Furthermore, senior staff has 60% respondents in their application toward the
achievement of recruitment, selection, training and coordination because they are

the top management,

Table 9: Responses from the table does personnel department in your local

government contribute to the attainment of set objectives through manpower

planning?
RESPONDENTS RESPONSES PERCENTAGE
A. Agree 35 70%
B. Disagree 15 30%
Total 50 100%

Source: Research Survey, 2021.

The respondent on the table above 70% agreed with contribution of personnel
department toward the attainment of set objectives through manpower planning in
the local government. Omly 30% disagreed with contribution of personnel

department towards the attainment of set objectives through manpower planning.
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(3 RECOMMENDATIONS :

. fthe aform]lell[l{) [ ( .] g 'ob " AT s 3
oW 0 1 d ﬁl] pro ems an; i et
In® I £s, d ay out tl‘lis research ear b |
W cannot be con ple

without offering recommendati j
= on and suggestion on hyw to improve efficiency and effecti
Sfmanpower planning in the local government e

therefore, the following recommendations wil] be made viz:

g At this junctur i
B e which it Eldequately et Juncture, suggestion will

Iminate or minimize challenges with regard to the
MANPOWEL usage. .

Below are sume of these recommendations:

1-Government  shou ‘ovi Flactiv ; :
ould provide effective educational system as well as stable working

environment which can discourage high rate of turnover.

2- There should be optimum use of acgcounting frame work.

3- Optimum use of current and future manpower need and in the local government,

4- Adequate monitoring of labour mobility, promotion of staff, successful implementation and
execution of manpower planning should be maintained in local government.
It has emerged from management consulting and addresses human resource manageiment lasks
and decisions.
5- Employee engagement: measure employee engagement levels through surveys and interyivws
define and improve performance in employee engagement and retention, While this area ol HR
consulling is necessarily broad, encapsulating total rewards strategy. employee perlornancy
management. leadership transformation, and organization structure design,
Compensation: design and manage compensation programs related 1o basic salury, bonuses. and.
stock plans. Cvaluation of positions and building of salary structures. bonus plans dind stock
plans for clents.

6- Specializations are often based on employee pes (€.8. Executive compensation consultunts

and sales compensation consultants.

50



7- Employe ] ign 4
ployee benelits: optimize benefit plan design and administiation (inclusive ol healih-
related benefits) by assessing competitiveness and effectiveness of benetit plans.

8- Actuarial and retirement: provide, actuarial and administration services to manage cost and

elfectiveness of retitement programs, including defined benefit and defined contribution plans.

9. A

s e s P e + e l

and aceuisitions: conduet human capital due diligence, coordinate and adminisier
cross-i 10n¢ [ivit i i . i

functional aclivities during execution, wcluding manpower and HR tecl

organiz

wology. Align

ational cultures and work styles during post-merger integration,

10- Talent mobility: Provides the insight and execution for full international expalriates (usually

for exccutives) or {ocal plus (partial-package expatriates), from pre-move informative guide, 1o

post-move expat management program.

11- Other services recommended to be rendered may also include legal counseling.

implementation of global initiatives, investments consulting, and the implementation ol human

resource lechnologics w facilitale humun capital management e.Lc.

i
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APPENDIX
Tigawa State Polytechnic
D
Cpariment of Public Administration

Col ;
lege OF Business and Management Studies Dutse

13" July 2021,
pear Respondents

 seek for your assistance to ass i
' ess the impact of manpower planning in the local government, with
partioular reference to Babura Local Government |

1 is believed that the i i i

I - he issues raised will enable us to know whether the effectiveness of local
rnment depe i

gover " pends on the solid knowledge of Human Resources Planning and Effective Human

Research Utilization, towards realization of local government goals, objectives and to determine

what could be done to improve the manpower in Babura Local Government.

The data collected through this questionnaire would be used purely for Academic ﬁurpose being a
requirement for the award of Advanced Diploma in Public Administration at Jigawa State
Polytechnic Dutse. Be informed of our utmost assurance that all the information provided shall be

treated with strict confidentially.

Please assist by p roviding sincere and accurate information that ensure the success of this work.

* Thanks.

Yours faithfullys
Hauwa Danladi Garba

ADIPAD/19/006A



Et) Agree ( )

b) Disagree ( )

0. Do you belic! that manpower planning ensures the attainmient of local government goals?

a) Agree . . )

b) Disagree ( 3

7. Does recruitment, selection, training and coordination applicable in your local

government?
a) Agree u( )
b} Disagree ( )

%, Wiio ensures achievement of the above (7) bstween junior and senior staff in yout
urganization?

a) Agree ( )

b) Disagree ( )

9. Does personnel department in your local government conuribute to the attainent of set
ubjectives?

a) Agree ( )

b) Disagree ( )

10. Do you agree politics in the local government put manpowet planning in isolaiion?

a) Agree ( )
b) Disagree ( ’_
57



