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ABSTRACT
This project focuses on the impact of manpower planning in the local
f((Jvernment. Human resources have been previously identified as most
important resources in any local government. Therefore, the knowledge of
?lfectivr¡ man.power planning is seen as a yardstick for meeting the dynamic of
global challenges. It is in view of the above that the research reached into 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 ofpropositionswere developed to assist the researcher to find out the impact of manpower
planning in the local government. To achieve this, questionnaire and oral
interview were carried out to gather data and information. 70 questionnaires
1vere administered and 50 were retrieved. The information gathered where
analyzed after which it was discovered that manpower planning enhances lhe
local government objectives.



CHAPTER ONE

---,

j
1 1.0 INTRODUCTION

Contemporary economy is changing rapidly. It is characterized by phenomena, such as

globalization and deregulatiop of markets, changing customer demands and increasing

competition (Becker & Gerhr,"·• 1996). Most companies, failure to reach their goals in these

turbulent and volatile periods is due tp excessive focus on technical problems at the t:,xpense oi'

human resources across the State. Examining the impact of Manpower planning (HRP) ac\i,,.,t,es

on organization's performance has dominated discussions and research interest in the lu.st

decades (Becker and Huselid, 2006). March and Sutton (1997) ,stated 1hat; cxplainin¡• L,cal

government0perfor111ance variations remain one of the most enduring subjects of ::tudy. This h:1;

prompted research to be directed towards explaining and understanding of the n,lalion,ltip

between manpower planning, practices and firm performance. As the personnel is the crux to

resolve management problems of an enterprise, an effective human resource planning syskm

ensuring that personnel in the organization are optimally planed, mqtivated and committ"d to the

aims of the organization is a pivot success (Ulrich, 1998). Little and Nel, (2008) opined that

when employees are guided to achieve their perfon11ance i:otentials, this ultimately ica,L to

organization's success. Tims, success of the organizatiot1s depends on lhe amount .,r

co,nni,1111en1 bought in by lhe individual employee operating in a highly cornpeli\ivc

environment which will be complemented by the organizations. lmprnved quality and

productivit? linked to motivation can be achieved through training, employee involvement and

extrinsic and intrinsic rewards. The growing inters:,st in the compensation geared to pcritirmanu·

and skills reflects one aspect of the increasing significance of maúpower plannin? ,n rcalirit,?



·

1¡or§t?IW¢ntgoals and objectives. Therefore the study will be focusing 011 the following se!ecl<::d

)¡;):ipwer planning, practices (training and development, recruitment and selection,
·:J;\rfonnance appraisal, compensation,) performed by the HR department to influence the
attainment oforganization's objectives.
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1.1 Study Background

Manpower and planning are cardinal element of developmei?t. The overall development or a

country 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 bas gut an

important place in the arena of industrialization.

Manpower planning is an important pillar for achieving effectiveness and effici<.:?ncy in

organization. It has been observed that both pre and post-colonial admi11istrations of Nigerin had
foiled to accord adequate regard to manpower planning and development. Labour was rds:g:itc:(i
10 b,ickgrnund among othe,· factors of production. The human resomce? planning and ,taff•

development for national growth and development were distorted. These affected the availabilit,
of human resources for improvement of socio-economic and political development during the
first aud second national development planning.

This was made clearly in Nnadozie (2004), he state thus; the unrenlistic nature of th,· I 96:-68
Jan objectives and targets become more apparent when they are juxtaposed with the li1J?nciaL

p .

.

technical and managerial capabilities of the country.

111 recounition of the needs for human r?sources planning led to introducin? ,,r tit? polic> 1,,,.

Pla1111·11" in Nigeria at the period of 1960's and ?O's. Spccitically, 111 the )'d\i i<><,2.
Manpower 1 ,..

·

2



,Ci11ialrepublic of Nigeria created National manpower board (NMB) with the responsibility lor

.)trnüning the manpower needs and developme11ts. To enhance the manpower need in local

./government, federal military Government in 1978 selected three universities, University Nigeria,

? Nsukka, Obefemi Awolowo University, lle-lfe and Ahmadu Bello University, Zaria.

f

'
I

Though ideals do not approximate reality, the socio-economic and political development of

Nigeria state has become elusive d1Je to inappropriate and inadequate manpower planning.

Though, Planning in Nigerian public service has become a gambling affair. Public service in

Nigeria esp?cially local government usually embark on manpower planning with inadequate dala

on the evolutionary trends of an organization, patily on organization
1

s personnel, cxtenrnl

rdations, and general organization's objectives.

Development of workers is no longer a matter of a necessity to 111ucl1 management as a result or

inability to forecast future manpower needs in 1·elation to the organizations' obj·.;uives. Trni11ing

in local governmenl, despite the selection of the universities named above to undertake training

of local govenunent workers; training is still sporadic, unstructured and unsystematic:.

f
!

There is little empl1asis on trainin& for tedmical and µrofessional staff: such as surveyors.

accountants. engineer and doctors. This finally retards the progress of an organiza1ion. lhe

resources of organization are diverse but human resomcts is recognized as th•? mo:;! irnpor1,m1

out of other resources required for effective and efficient service delivery in lc1rnl gover111neru.

Human resources are the key to rapid socio-economic developmenl aad efficient service

delivery. ¡11 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 und pace of its ,ocin-

economic development. Essentially, nations are bui!t through the creative. prnduciivc an:'



innovative hardworkinu of people At b"t fi .·
l

· · · ·"' ·

?s
.manem resources can only tac1htates product1on, but

•·

! teal wealthy is increased by productive labour activity .

...

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

is 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 caliber of people through the process of recruitment to meet the orga11i1n1io11·,

need is not just enough; this makes manpower planning and development crucinl in an

organization. Development of employees in enterprises is associated with long nm protitabilily

of organiz.ation.

Urg::nii'.ational effectiveness is slrcngthencd through workforce planning. ln oth?r ,.-.•prds. il

improv.;s employee's productivity and increases their loyalty to the company and their jllb

satbfocti011; Manpower development is also a link between the manpower planning. and

organizations objectives. ln analysis of the above, manpower planning is necessary ti.1r ertecti w

productivity. growth and development. Unless there is planning, event is kft to a cha11ci: :.11foir.

planning minimize risk while taking advantage of oppoitunities. When adequate arrangement arc·

not being made for future manpower needs of the organization, the organization tind itsd 1·

tíghting with emergencies as the manpower needs arises. This may defü,itely rc,u!h:c1 i,,

spcnJ.¡ng nwr..: n1oni.!y for hiring 111<.mpowcr. 11 als.o results in procurlng, wrong p1:rs·?,w1?1 \.Vhicli

may have devastating effects on the organization. ln a critical analyses of 1hc ahove. m:inpnwc:

planning and development are path way to sustainable devdopment. In view of this. both prive1k

sector and public have to embrace manpow<or planning and dr:vdopm.:,nt if Nige1ü11 loc"I

government really wants promote su?.tainable development. Local g,werrnnent which is rc·g,mlcd

4
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non•fonctloning sector will turn to functioning sector 1f adequate empl1asis would be accoid

to.
l'l1anpower planning

-
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1.2 Statement of the Research Pt"oblem

The quality and quantity of services delivery of local government for two decade now had

generi\ted national crisis. There have been sharp drop in effectiveness and efficiency with which
local governments discharge their constitutional responsibilities. This is justified by pathetic

nature of the high rates of under development in our rural areas. This is as a result of nom:balant

attitllde of the management and government ovei.- human resources planning which is tssenticil

for any organizcttion who wants to remain relevant in our dynamic society. Organization is

established in order to achieve stated objectives or goals. To achieve these obje,,t1vcs, e!Tectiw

lmman resources must be put in place. Since every organization depends on its employees for its

survival and accomplishment of its l(lsk, manpower planning and development are crucial in all

organizations be it private or public sectors especially in local governments where their

constitutional responsibilities appear elusive.

Paradoxically in our contemporary socidy, empha.sis has shifted more from manpower planning

and staff development to controlling and sharing of the national cake meant for implementation

of the developmental projects. Human resources planning ure considered as: luxury 11lf,i is a11c!

human resomces supply is seen as nn elastic item which can be expanded anywhere leading to

acute neglect of manpower planning. Recruitment in !ocal government has turned to politica!

patronage for political aspirant and party loyalist. These have some negative impact 011 the.

performance or productivity of organization. Some organi,.ations that en,ha:-ked ,m pla:,nin,,

t 11ievinu the ,;b,ectives as result of iirndec¡uat,: and inaccunuc d"t" cinend up no ac "" .,

5



/jerstmnel profile ai1d on projected objectives. Poor data management abounds in local

\,¡pvernment because of lack of adequate skilled employee and continued use of manual /filing_
methods. These have adverse effect on manpower planning.

t
r

Furthermore, there is highly recognized poor human resources planning and utilization in

various public organizations. There is growing evidence that lack of investment in the

development and training of workers is associated with the long-run bankrupt,;y of orgrnm:ation.

ln addition, inadequate development of employees contributed to poor performance of local

governments in Nigeria. This is traceable to poor human resources management. Hu1111111

resources management according to Mathis and Jackson ( 1977), is the design or forn1al ,:ystcm i 11

an organization to ensure effective use of human talent to accomplish organizational ob.1ectives.

It is a set of activities directed to attracting development, utilizing and maintaining dn c!Tecti,,,.

workforce. ln view of the above, manpower planning, recruitment and selection. trnining u11,t"

development, promotion and compe?sation which are lhe critical aspects of human rcsourccc::;

management had been neglected and manipulated by incompetent personnel man,1gers,

criticc1l analysis of relevant data on the performance of local government in Nigeria's i11 this (1ur

contemporary society expose to its totality the chaotic situation which pervaded th,: wl;oic

system as result of negative attitude to human resources planning.

Many key officials occupying sensitive positions in local govenm1ent are new entrants 111 uie

system, the worst of it all is that they lack pre-requisite of administration. They uss1Hncd tlw

positions through Nigeria system of '"whom do you know·· and political patronag,?. Pert,irrn,,ns:e

of organization cannot be explained to large extent o,itside those that Qpernte Í\. Thi, leach 1ó

sharp decline in quality and quantity of service delivery.

6



??;,¡i:¡¡¡f¢'sponds
of the above back drop that makes manpower planning imperative in this study.

Jrplace of manpower plruming and development cannot be compromise in the achievement of

I 1.3 Resrnrch Questions
ii_

;l••; ?;

f

t
?·

t

I. What is appropriate manpower planning process for effective service delivery in local

government service?

2. Does recruitment of unqualified personnel influence productivity o fl ocal government''

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

government st:rvices and employee's performance?

4. What are measures to improve manpower planning process?

1.4 Aims and Objectives

This rc:search aimed at ensuring the oplimum use of the human resources towards improvineeiob

satisfaction.

i) To provide for the future manpower rreeds of the local government in terms oi' skills.

numbers and ages.

ii) To examine the manpower planning in the local government with a view to highlighting

shortcoming and possible solution

iii) To analyze the main function of manpower planning toward the achieve111e11tof the locai

government targets.



--.,:i;'

iv) To see the right numbers of e'mployees, with right level of skills, in the right jobs at the

right time and performing the right activities, to accomplish the objectives of the \ocal
1·

I· government and to fulfill its purposes.

1.5 Resean!h Assumptions

Research is conducted to evaluate the validity of a hypothesis or an interpretive framework: to

assemble a body of substantive knowledge and findings for sharing them in appropriate 111an11crs;

and to generate question for further inquiries.

This rc,earch study includes:

Ho Manpower planning has a greater impact on the effective performance of employees i 11

the local government.

Hi Manpower planning has no impact on the effective performance of empluyccs in th,, local

govermnent.

Ho Good manpower plarnüng ensures the attainment of local government ?ouls and

objectives.

Hi Good manpower planning plays little or no part in the attainment of local government

goals and objectives.

8



{?l1portance of this research project is trying to enlighten tile general public on the imµacl of
'

,?11power planning in the local government, This project is to ensure the optimum use of human

,?ources currently employed and to provide for future manpower need of the local government
I·

,fin term of skills, number and ages. It will serve to realize the problem as to be the right way that

? employees supposed to be drive toward achieving what the local government wants to achieve

tith1·ough
planning of workers. To the students, this project will serves as a reference to the futt1r?

¡public so as to know the impact of manpower planning in the local government espe,?ially al the;

local government which is close to the people and when job opportunity is available with higher

needs of manp()wer planning lo be employed. lt will also be serve as mechanism for shaping íhe
_

ti.ttur? generation as well as institution of learning is it public or private to know the technic¡u? of

I.,
manpower planning which will help't0 make the job easier with the administrative skills and

method_ Thus. qualified staff will be in the position to put the local government forward and

• complete with environmental challenges. Manpower planning will also reduce the poiitical
;:¡
J disturbances especially in the local government currently; hence. it is the right nurnkr .,¡- ,he

= stalf HI the right time at the right place performing the right things 01 activities in ,,r,k1· to

achieve objectives of the local government.

?
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And Lirnifation$

research study will cover the manpow 1

. ,. . .

er P anmng 1or effect1w administrntion in

,;
b\1ra local government in particular from the year 2018.

rs:search work limits its scope to Babura 11 · · ·

!
oca government because oi the tollow111g

¡

ítonstraints:
_¡_

---¡

?
I
f

Scarcity of financial resources

• Lack of adequate time
I

. I

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 plarmed for the attainment of the local government objective,

--i

MwQgbala (2005)

iiJ Planning: - it is the development of strategies and procedures required for effrctive

realization of local government goals Mwagbala (2005)

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

government in terms of various duties required as well as the personnel charnctcri;;tks

needed for effective performance Dessleer, G (2000)

iv) Local Government:- accordin.g
to P. Stone in his book; local governmem for stud1en1 I

'1

Edition. J 968 (Sighted in Junaidu. 2015). He defined local government as that p,1rt ot'

government in a country which deals with tllose matters whkh concern people living in d

particular country.

10
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v) According to Hugh Whalen, in bi:; bouk titkd "Ideology. Democracy and the found,1tiu11

of local self-government. (Sighted in Junaidu 2015). Local government eis a p,,i j¡ical ,11h-

rcgion of :J nat¡on or slate ,vhich is constituted by law with suhst.:1t1tial conlr.11 or !\1L1I

affairs.

L9 PLAN OF THE STUDY

Tlm,. this 1·escarch prnjcct cnvcrs live chapter's from one - live.

Chapti.:1 \)th: r.::uvcr:: the intruducuon, ?Uilemenl or the pn,bkm::-. aitr1? ;.ind ob_it·(:1_1-.·1,, 1-. "--·:1rl·h

assurnptiün,, Si..':u¡_1c mid limitation, '.'.,igni:it.::incc- uf the study, and deJ-iní1i1111 c,i" kc:. 11:.:Tm:< !·,l:.111 1d

lhe .:-itudy. r...::fcrenc.es dS ,.\di.

Then chapter twu l.'.:DVL'rs inlT1_iduciio11. ¡]i,.., litcratUl'(: l\_'\·ÍC\V. thC-i)t·dic·_il fr,:1nl \\u:·I

m?npu\ver plurrning. Lhe nc1..\.i lór 1?1a11p-:\\l'r 111:mnln):!. nh1cct1\ •-· ·,,I 1·11;.1111 ,1.',l'I p' \IIIL[I,

problerns and soluiion oí manpower pl?1111in?, rl"ie-.-'?tnt theori?s. dnd 1c1L?1\.'1"!i:,:. t. ·11?:¡=

Cü\-i:.-.T,;,,, íntruducún-n, Sltldy b:.Lci,_gr01111tl 1escarch mdhodolog,:,·. rcsearcl1 ¡j•,;.:-;ig1L ;11¡;:_·, 1·1•.1?·•L1 ,:1

the study <HCi.l, tní?!"hod of cL.tta l'olkction. sampli11!:.; rn,?tlioci ?-u1d pn_¡._:cd11r1:

anal vsis and rdC:-..?ne,;:.

rckn:ncc. t,?inJ!ly c[1apter fiv? covl ..

? :-iummri.r;

l l
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CHAPTER TWO

LITERATURE REVI£\\' AND THEORETIÇ'AL FRAMEWORK

2.1 lNTR0DUCTlON:
This chapter entails how the researcher re\'Íewcd literature related to the rcsear.:h topic ami used
·theoretical framework to org:mized my research in order to make it meaningful ,111ct also re\'icws
criticallv_ analyzes and synthesizes existing research on a topic

2.2 M,\i\POWi':ll l'L\l\NlN(;: An (hl'rvirn
l\1anpo\\•er planníng aLlen1pl to forecast hov.- many and ,vhat kind or crnplt-,?-·L·c:; ,, i !I hl' l"L'LI uir?;d

in thi: !ütun.' at1d wlwt ?xtend this demand b likely me;t in the locul govcrn111c111. /\ccordi11g lt)

B:1rthnion1cw ( I 97_'i )_ (sighlcd in K:izc:ir,·_ 2008): Manpower planning i, "" ucqui,.1tiu1 :_

ünpru\,cment and preservation of human re::-.nul·..::es ·n many local gc!vcn:m('lH in 11rd1.:r tu ½?lt;?;(,·

di IJ?n.:nt :¡:-;peel;;

The arl of empowerment planning seek to maintain. and improve th? local governrnçnt .thilii:1 in

presenl lhe future of its inanpo\-vcr.

However, lur lhe !oc:al government lo have this capability to perform cft:cicntl:, 0,c, ,, 1-.,·,:c,,1 ,.1

1i111c it inusl he willing to plan, recruit, manogc, Uevl'lop, me.asure and place ln1rnan rcs:H1r.:,? \\ tll1

the right quality o!'skilil'ci, knowledge and skilbl employee.

?-hnpnw1?r pLmninf1 i:-: the process rhrl )ugh which the local gove:-;1m::::nt t,•;e-; in 1;(;'1
;

11,_· :·i'.--,J;t

people into íhc loe,;] government based on their skills and experiences.

13
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,,,,íiemic research usually required as a tmdition, a review of all accessible related litt,rnture,

!his research will therefore on conformity, seek to conduct Sltch review with the uim of setting
"'l'!iicrete fou;1dation for more accurate analysis of gathered facts,

)\ccurding lo BREACH (1975) said that one uf the major activities of manpower planning is 1he?-- .

Study and analysis or jobs in terms of the various tasks and duties required as well as tht'
-r

personal characteristics needed for effective performance, This involves an initial analysis ,11'

?
each position, Then these separate duties are combined and compared to pro•.,id? iuformation

.

I,:regarding the characteristics required for successful performm1ce,

ln this way. it is possible to use job analyri? data in establishing wages and sidrny scuks :tô ?u1d-:

when transferring employees or in promoting health and safety and for many other pmp,ises,

?- Lo1:al government planning anel ,iobs anslysis l1ave much in common sil'ce both are conccrn,-J

Í,•Wlth the es?ablishing ot what a person is expected ID do, Local government plannin;,, laic1·, ,•c-1

r foc:uses specifically on managerial activities,

•-,
; It provides the structure for the local government by identifying the variou, sub-group he:,decl by

individual in managerial jobs, Thus, while local government serves to define what is e:<peclc'd ,11

the upper level of hierarchy. jobs analysis carries the process down through t!1c l;,c:d

f,overnment Local government planning may future oriented. In what is specified ,deal ,tntctu,·•_-
,

'

10 meet anticipated goals in the year ahead? Manpower planning ensure that, the rit,dll number

and the right kind of pwpk that will be at the right times in the future capable ui dllin,•, the

things needed so that rhe local goverrnnent can be ,,ollli1rned to achit,vc its übje.:1,ivc,,

The ('01tcept of certain terminologies i11 order to assist in tl!t communication proces:; c\i1h111 1!t,·

· local government

14
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r
r'.fhe

following terminologies are as identil'ied by (Breach 1975) one oJkn used in 1hc co-

? cooperate planning process in the local government which are:

Planning: - this is defi111ed tl 1

·

d
· ·

· ·as 10ug
1.1

m a vanee of acllon resultmg 10 a method or sch cm" of

action to include the identification of strength anel weakness. within the local governmc111 lhe

clarification of the local government objectives and selection of Lhe most advantage outscores of

action in terms of strategies anel operating programmes.

Formal planning: - this means carrying out lhe necessary process of planning ín a sy,,t,'nialic

and logical order and expression in assumption and conclusion associated with each prn,:css 111

written record with tht formal plan,

Thu plan is fórecast of future accomplishment and is a written statement of what should he drntc'

lhe W8Y it slmuld be done and a statement of what wiH be result from this action with a sp?cilie,1-

time and period (this 111ay be from one to five years)

Planning circle: • this is a time to forecast the various events covering a review vision and ,i re-

statement of all the factors, assumption, objective, and goals the mnke-up plan and usuüll,

carried out over the period of l welve months for planning p?riod.

Job analysis like local government planning is a method of establishing r, base against which 1he

actual behavior of çmployecs may be t:valuated. It helps to provide a pic1ure ·A each .,1, and ,,f

the ínler rdarionship between jobs. The result of local government planning and .ic,bs analysi,

1
. 1

. v;elcl a corJ1p1·e]1ensiveand detail view of how the local government ha; structure,ta <.en Lo get 1e1
,,

, ·

itself to :,chicve its objectives.

15



·

· 1wwer planning developed their desc1fotion °11d 1·n1·01·1nat·101, 1l1at, " is derived rrorn p,:l,ple
·

µ¡illy doing the work, bL1t this do t ,

· ..

. · -es no means li 1s necessary a spec11lc stalemenl that, persons

·i,cl ,ith?rs holding the position are exp?ctcd to do.

·:tvtanpower planning is effect· a 'Y t t' ·

h
· ·

• s s ema ic approac to ensure that the nght peopk will he placed

-:'¡u th-: right lime. the department of employment and productivity Newman, AD (11-171¡.

organization Design (An analytical approach to the structuring of the Organization!. s?,·s·

manpower planning as "strategy for the acquisition, utilization and improvcmcn! nf ""t"r¡v·ises

human resources".

Dav,d Bell
( 196<,), viewed manpower planning as "the systematic analysis of th? com puny·,

n:s,,mcc:s :ind construction. ni' forecast of' its futme manpower rec¡uirem,·nt •

.. v,th the· ,¡,·:c·i,,I

Cl>1ll,:11lralin°11 ... d.- its cfiicic11t use llf planning necessary to eusurl.! that m8npovvc•· suppl,v \Vi!i

match the forecast requirement".

' Also according to BREACH (1975) (sighted in Us man 2006) said that one oi" ,he m:i_i,,r

acth·ities of manpower planning is study and the c.malysis of jobs in terms úf lhe \ariou:-. tnsl-.?,

and dutii!s requires as well as the personnel characteristics 11ced,:d for d'füctiw pcrl'onn,11,u:. _

Then thes<.: separate duties arc combi11ed and compared to provide information regarding tl:é

characteristics of requires for succ?ssfüi performance.Tussock 11 (1954), define nw,·,pnwu

planning as "the process by which supply anel demand for human resource,; is contim,uusly

plann.:d in the light of a coopernte work face''.

Glister (1967), sees manpower planning as ·'the strategy for acquisition. utili:w\inn,

implementation and presentation of the human resour(:cs".

16



Jn its broaJer sense, manpc,wer planning cover all those achieves 1raditio11ally associated wi1h

>management· of personnel record, recruitmenl, selection, retaining anel develop111c11t
-

performance, appraisal, job design etc.
!

According to the MINER (1977) select is also among the most important responsibilities or

pcrsunne.l management are those of relating to the selection of those speeifü: individuals who

will actually work for the local government among the usually much larger number applyin:s !\1r

a pu•;i\ion.

·¡ here is rcas,m lü believe that more problem of human resoui·ces utilization have tl,c,c origin

here. then in any other arca. Thus, selection policies and procedure utilized hy the :,.,,.:al

governn1ent arc ofrnajor in1portance. it is ,vithin a personnel departme11t that the t..!drnil'al s!;.i1h

need to deal .with problem and located.

t
[

It is therefore, the responsibility for developing: recruitment procednre, which will ensure an

adequate supply of applicant, is usually assigned. And ít is there that the analysi? rcqui1ni 1"

devt'lop satisfactory t(.;":chniqu? for choosing among applicaot is 11orrnally cJr¡·i?:l1 1,nl.

Advanu.:ment in method of selection or selecting the employee are being inade on th•e pcr,.ornwl

managers, so that they keep abreast of new development in this partícula;· aspect of tile \\•urk

?specially pronounced.

ln devdoping selection system, personnel managers must keep both of tb,: major type ui loc,ti

"overnment goals àiscussed in the proceeding selection in minei. it is not enough 1ncr,:ly tci

o

determine :,'lhether an individual has the characteristics

·

¡

.

·

ti d'd noi contribui'' to the overall productivity of tlw local gowrnmc11t "Ihde
effoct, ve y ai,d rns, 1

-

whether to pe:rforrn rhé ",11k

·

¡
511·011 ot· his contribution of tho.'! goals of the local government. rnaintenanc?, position,

rs a so a que -

1?



l},
/'

:.:<· ..
_

;that he will stay with local governrncnt to work effectively with mhers or will his presence be

source of dissension? Is he likely to do anything of a dishonest or disloyal nature that might
serve to undermine the local government's very existence?

!!!'

!! These are the most important questions that any local government is supposed to ask, and it is¦

impossible to dismiss anyone of them as merely reflecting excessive concern with matte,· crf

conformity.

'
..
•
!!

Th.;:,c: are some type of selection procedure. which are used almost exclusively Lo idcntilJ' those:

individuals who will contribute most in the fonn of productivity. Other technique is being

characts,ristically used to select those who will treat the local government in any way 01· lcav., it

before a reasonable period of time has elapsed. Almost some
..
of these letters procedure :;uch as

the employment interview are not widely recognized as performing the function that they do. 1lw

main important to the lotai selection of process

=

_¡

According to UBEKU (1975), the manpower requirement of any local government has :o be

planned for, just as we budget for the amount of money to be spent. ln a dynamic sitLw.ti,,n Iii.e in

which we now find ourselves in this country; 110 local government can g: ow <óffccti vely unksi:

the i"unc:lion of manpower planning is being carried out effective]). ln a nutshdl. manp,,,,0,-

planning is part of local government planning. ft should therefore be seen 11ot in i,olation hut ,:i

conrnxt of growth of tl¡e loen! government, it covers more than simply the ILtture nl:ll\p<11Vct.-

requirernent of a local government si?ce
it hinges on all aspects of business. It is concerned with

future manning of plans and evolutionary local government stnictures.

1-[umun resoLtrces are part of a firm's total resources, SD their mana?emcnl 111us1 alig,11 with ti,,·

lirm·, ?1ra1?gy (Baron & Kreps, I 99l.l¡.Traditionally, human rcsour?es hus been sscen to be the

18



higl1<::;L opcralmg cost in the urganizauon that mangers logically find ways lú minimize (l·kckcr
? & Gerhait. 1996) It shows therefore th· t ,

·

,

·d
·111

· ·

,
a companies cons1 er people as vanable cost rather 1i1an

· 'lS asset Accord' g t B ·

d G Jd ? ·
1

' · m o ratto11 an o (,.007), strategic human resource management is "the

process of \inking the human resource function with the strmcgic objectives of the organimtinn
in order to improve performanee People are the assets who create value use fo1· gaining
c.ompctitive advantage over rivals. Peopk and their collective skills, abilitics a11d experience.

coupled with their ability to deploy these in the interests of the employing organization, arc nov,

recognized as making a significant contribution to organizational success ami as co1,s1i1uting a

signilic,111t source or competitive aclva1íl,ig,: 1 Armstrong <1nd Baron, 2001). Also, as ,tmcd Ii)

Raird and Meshoulam (1988) that "business objectives are accomplished when hurna11 rc,ourcc

pro.elices? procedures and systems arc devel;)ped anJ implemented bfi.sed c,11 org::1nizati'J1tal

needs, Lhal is, when a strategic perspective to human resource management is aJopted
··

Re,;Lili.s ,1fse,cral researches, l\as confirmed that employee skills, Hliitudes and bd1avim,; ph) :,

mediating role between HR systems and linn outcomes. Khatri (2000) found that in hi,; ,tud" oi"

194 Nigerian companies from different industries, there's a strong direct influence 11r l lil

pructices on firm proiitability. According to him. B3tt (2002) examined the rl'lntio11ship bd\\c:e11

hum?111 ;·csource prat:tices, en1ployce qalt ruks, and nrganizatiünal pc:rfurm;_u1cL' in lbt· publil

sector. I-lis findings confirm that, firms emphasizing high .?kills, employee participatio11 in

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

l ,1·¡y ·11ave lnwcr quit rates and higher performance (sales grcrn th).ClllplOYlllent S<'Cl ¡
.

• ' .

I

. . ("003) tes• ·d •he causal model linking HRP \\lih ,1r:;a11izc;t1u,1alPaul and .'}nant1mam,1n - ·"· ' '

, r d ti ¡ )!'"Clic •s 'ikc training job design, compensation und incc111 ¡ 1 e,
pcrforman-:e. Tney ,oun 1ª

[

" ? ' ' ·

1.9



'··.·
I ·-"'

- bad a direct effect on lhe operational performance parameters. Sing's study (2003) testé({ and
sho1:d thcit the,·c exists a significi,nt relationship between strategic Manpower planning
orie11t;1tion of Nigerian finm and their performance, HR orientation wa? eo11ct:ptu,di:,cd as Ih.:

'

alignment of HR planning, selection, e-valuating, compensating,,,developing !llld stal"fi ng practic,·s
with :lie business strakgies of lhe organization.

WuL?a1i?i Supachoke (2009) examined the relationship between I-JR strategic:; and the

performance.

?elected Manpower planning l'ractices ln Organizations

l{ccrnit111c11t and Selection

A major concern of human resource management 1:-:. the recruitment and retention Dr vt1lui,::d

emplovee (Dave11po11, 2000). A recruitment campaign nsually identities a number of cip¡1iica11t,

who can potentially meet the requirements ct' particul?r jobs or roles. lhe hirinl( rnan,,g.:r,, ,h,,11

select, among the candidates with the aid of a competency profiles (knowledgu, skills. abilities

and oth<:!r attributes) in this selection pool, those that would add the highest ,alue tt, the tirrn, l"lic

importance of managing the employment relationship such that is genern tes value et,.\ckd

kn,mkclµc fur the organization has an obvious link tu recruitment and rctentnrn ,11 stciff I l 1irich

and Lake. 1990; Waylrn1d ai?d Cole, J 997).

Training and Development

Training is a key factor related to th,: achi?ve1nenl of organi?ational obj?c1ive, The i11di,id11al

plays a more nctive role in defining his/her own training objectives, ,md attempls to 111a1ch them

to organizations o?jectives, Tht, focus uf human resource training is placed Ll!l dcvelopin:· people
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1. ?

?Úi.t;:..,,

·

•ho are capable of tapping intern11I and external information and turning il into usc!'ul
:?ganizatíonal knowledge. Thus, leadership, management c!:ange and company mis?ion and
values are reinforced through training (Yahya and Goh, 2002) organization intending to gain a

: sustained competitive advantage should help their employees raise their skill, by receiving!!I
9

continuous training so that they can learn new things needed to ensure ,¡uality improvem?nl or
the product; and services of the people. A clear understanding of the organization"s mission and
valu.os would help ensure a right direction for goal attainment.

Performance Appraisal

'
¦
•
¦
¡¡
•

The measurement of employees' performance allows the local government to pro,,idc

cornpc11fü1lion fairly to the deserving iudividuals according to certain rrcdetermined cnt?ria iikc·

employee compt!tency, teamwork ab)lily, initiative, soft skills am! ethics, Org::,nization::; can

monitor the development of desired employee attituds:s and behaviors through 1he use ui' 1 lte

appraisal mechanisms, This appraisal-bused ínfonnation could be used for chan?i11g the ssokl:lion

and t:·ai11ing pl'aclicl.'.s to sckct and develop ?-mployl!es wíLh the desired bd1hvinrs and ?tU1tud1.-?.

i Jowc:vcr, tl1c efkctiveness of skilled employee, will be limit?d unless they ure 111oti,,at1:d to

perform their jobs.

Compensation System

Local government c1:r1 affect the motivation of employees in severnl way,;, '[ h(''.· ,;aq use

performance-based compensation to provide rewards Lo employees for ad1ie,,,,1g 1h,: ,:pccilic

goals and objectives of the firm.
1";

suhstantial body of work has provided rvidenre rh:11

incc:ntive-basc:d compc11satin11 has an impact on firm performance' (Milkovich and !?,n,dr'"-''L

¡{)q?lJ.
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¡z.3
STEP

l? MANPOWER PLANNING.

: According to Golister E.B ,(1967 p.270; Yol.2), to ensure an excellent planning of manpower.
the following are necessary in the local government;

1. Specify objective oi'plan after forecasting the future manpower in the local gowrnmcnt.
1.. Access the practicability of getting the necessary personal administration.

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

objectives.

4. Drawing up plan, tinning and implementation.

'.. \.ook thr<>u¡•.h the option upen lo lhe local governmenl.

2.4 OBJECTIVE OF MANPOWER PLANNING

There· are three (3) major aims of manpower planning and these are a follows as idcntilicd b.\

Burn and Stalker (196 I, P.345. vol [[]).

The optimum use of the human resources currently employed.

11. TO provide for I he f11tun..· manpower of the local governmcr?t

iii. To provide for effective equal employment opportunity at the governmental le, ,:I

i.e. Federal. State and hocal Government.

2.5 PROBLEMS 011 MANPOWER PLANNING

The problems of effective manpower planning are;

I. The education system

2. Pulit1cal instability
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I
I 3. Administration deficiency..
=

4. La...:k vf adequate accounting fran1e work

5. Lack of adequate projection of current and future manpower·

6. Projection of manpower planning availabilities is in adequate

7. ln adequate utilization of manpower (sighted in Abubakar Dahal lecture nole 2011 ).

2.6 SOLUTION TO THE PROBLEM OF MANPOWERPLANNING.
?-Provide cffe.ctive educational system

h-"fo l't'ovide good economic p(ilicy

e-Provide effective training and development

Good accounting framework

d- Effective manpower availabilities.

e- Good pro_iection of current and future manpower needs

,
,

1-,
·

r•1·12,1ion ofmanpower.(siohred in Ahubakar Dahal leciure note ·,o I I¡t- Good and e lect1ve u 1 " "

2_7.l'IIEORETICAL FRAM!?WORK

·

1 f· 111ework is a collection of interrdated concepts, like a them-y not so 1,ece?-saril>The theoret1ca ia ··
• ' •

t d ·1 ouid?s yo·1r research determining what tbings you ••viii rnc·u,ur,: andso
1;1el

I worked ou an ·' " ' '

what statistical relation (Sep. 7, 1999) ·
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résearch work is usually anchored on a given established theory for its analysis called

l?êb'fotícal f{amework. This re e · h •k h e ,
•

.
,

;

s a1c • wo1 as ,01 its purpose, the mooem theoretical framework
tfü· artalysis. 1l1e modern organ· t'

¡

" · ·

.

· iza 1011 t 1eory ,acuses pnmanly on backgrottnd ol'ganization al

}ãtge lt is therefore t ·

t l

·
·

· iea mman more espectally chtldren at tender age as a system of multllll
· élependt:nt variable which studies the key element in their life, how they interact with one anothe1'

.

and th.: intluence of the environment as each system is compromised or sub-syst?m (b:?rn1i.

200.',).
i
! Th? ihc·(,r) ac?ording lo Ezeani (2005), identified tl1e parts oft(,e system. The individual and tlw•

!!! personality structure he brings to the organiz.ation, the fomrnl organization inter-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 tog?ther tbruugl1 ill

do way proc?sses. Communication which is the process by which action b evoked for111 ih? pa,·ts

of lhe system: balance which refers to the equity breeding mechanism . harmoniously rnaint¡¡i11ed

the structures relationship of the parts of each other in the society. Essentially ,the modern

,
I

'
!
:
•
iii

or?anizatiun theory has its advantages over other Tlieories, its distinctive qualiti,·s ¼hid,

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 cxtensioi1 of Adam's explanation of wage differentials

by th-: so calied 11?\ {dis

::¡
I

i

•

b different emplo)'ments The costs of learning the joh is a very important)advantages etween ·

11 º-¡· 11-,1 advantages and have lead Economist such that Garv s .... 8ecker and Jucuh
co111poni::1 e
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, Mincer to claim that other things be•n "
¡

,

¡

·

·
·

· c. ' cqua . persona 111co111es vanes accordin¡; Lhe arn,)tmL nr
invest in humans capital :> that is

• the education and training undenaking l>y individual .,,.

group of workers A furthe ·

e ·

·t
· ·

¡

·

·d
·

·
·

· r xpec anon 1s t iat, w1 e spread tnvestment m hunmn cup11al crcuLcs
in the labour force, the skills-based indispensable for economic growth. The survival or lhe
rapid reconstruction achieved by the defeated powers of the Second Worlo War

Human capital arises out of any actlvity able to raise individual workers· productivity In

practice, fu!t time education is to readily taken as the principal example. For workc,rs, invesLment
in human capiLal involves both direct C\lSIS, in foregone earnings. Workers nrnking lhe

investment decisions compare the attractiveness of the alternative- futurL" in.:orn•_' ?rnd

consum¡1tluns strcmns, some of v,thich offo1· enhanced future income ín exdrnn6L'd kir hif.h,:r

presl.."'nt trnining c:ost and deferred consumption l"t'LUrns on societúl inv.__'stmen! ín hurn;111 capit;..!

may in principal be c,1lculated in an analogous way

Fv, .. ·11 i11 econnmics critics cir humaii capitnl theory point to-, the dirticu!t:i, n!· rneastll'lll!; kl.'}

concept, including future income and the central ide:, of human capital itself. f-,Jot all invcs11nc•i,1

in education guarantee an advance in productivity as judged Y employ,:rs or tlic :11'1rkct. L,

panicular, there is the problem of measuring both worker productiYity and the futlll\' i:1c•,111c·

attachl!d to career oµeningl ex¡,;ept in near•tautological lashion by reJerenú? lú actual i.'.Hrnillt!-?

diffcrcnccs which the theory purports lo explain, empirical studies have suggesLed that. :huu?h

some oi the observed variation in earnings is likely to be due to skills karnecl. the proror1i,1r" ot

I

·

d
. .·

ce is still hi"h and mLrst be an attribute of the imr,,rfcct structure· "'"'unexp ame vai ian b ,

b 111,·tt·l,d, rather than of th.: producüvities oi· Lile: individu?ls conslit11L111?l'ui,c,alliing of the la our

the labour supply.



\¡if;1/(r.;11pital theory has attracted 111uch criticism from sociologies of education and tra.iüi\ig,. li,

Marxist• renaissance of the 1960's, it was attacked for legitimating so-called bQurgeQis
1lfdlvklualism .:specially in the United State where the theory odginated and l1ourished. lt wa?? ..

/f::11. accused of blaming individua.I fol' the defeat of the system, making pseudo-c.apitulist ot11 ,>·t'
; :

;_ .. otkers and fudging the real conflict of interest between the two. However, even discounting
!nis .. .;ssentially political criticism, human capital theory can be regarded

as_a species of mliopal
?xchange theory and opened to a standard critique, by sociologist of individuali?t expla11a1iun °1"

•'cnnu111ie phenomena.

t
--
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CHAPTER THREE

HISTORICAL BACKGROUN .
.

.

D AND METHODOLOGY
.

. .

J,I INTROOUCTION: ln this chapte;. the researcher

.

d
•.

. , .

· use Yal'Jou? methods in onkr ro source
·

fo, J?ta miormatton whidi cm¡ L

, . .
·l? LLsed to solve the exisli1 . •· .

.

.
.

lg Ot 1LLtLLre problems or issues in ""
orga111zanon.

ln ,my research work so many methods of obta· .

lnlllg data are used by the re?earchers. bu1 1he

ac?urak ,1( such dutf1 for the project work itsel .f depends entirely on the nature of the prohle1n.
However. to have an ?ccess to the rchv. t d

l
,e an ata t1e res?archer employed the followi11g

pru1.1cdur.:$

• :1.2 llistnrirnlBackgrnund of the Study Area.

B:tiiur,1 :Nvn did nilt fully emerge tl_1rnu?h Jihad of Shebu Usman Danfodio ,,f I 8(K Tl,c Jir,1

senb in l}abmci town are 1-labe ( Habawa) which come from Daura to th,, place v:her, ti,,.,:, ,.1n:

huming to fred themsdves, they called the place KABURA" (means the place wher? ti,c, urc

g":1,11,' thci,· food). cv,·ntually. they changed Kc,hm,i's name lo "BABlJR1\" be,',111,:c ,,¡· :ic .. ,,\\

changes they got tbat time.'Many-scholars and authors have to find out the fim ¡icopk th,1: 'i, cd

in lhe: éll\:c\. Une oi tjicm, ,ir Richmo11d Palmer (governor generai l 9:29). He settled :11 many

iowns nnd he was ¡, divisional officer (D,O) Babura is one of the towns he r1.1kd for ?buu, cetw1,

D?
. l"=itsina Gwandu, Borno find Hade,iia. During f·,·1,c.; liPw i11

(7¡ 1yt•:p·s. ()ther to\vns are awn.. '-'·

.
.

r ,.. btin with the contribution of his friend in p?1·son H,.i:,s:u1

!·L:bur?:. he c;Jtnpi kc! the l11s1.or) O, .)El ?

.

.
,

.. ·i1t·d' mDl1Y people at•dilTcrenl 1,,"·11, '" i'111i1·0• !':,r
(F•1,ir ,.¡- llabura cows). Sir Rich.ir« "PPº 1 e ·

•

•,, .•

1. t, chieftai'ncy ofDaura ií·orn Fulani·:, 11:rncl 1,1 it•, ,mi:,

exumpk. he is tbe one that brOLtght t,,?c' lie '

tllat apn, ointecl Mu5a as Emir oi' Daum w!1?rc· :,i:;

¡ e is the one
ilou,e i.e. i.l·fabe). ln sbort, 1
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..,01iJies are still now ruling the area (D .

) D .

¡.,,
au1a

, unno Emir B .,.
(

0 awa A liabe man), Babura becameoptdar. that is why it's called "TABAWABIR ,

P

NI A DAW A'' (means the citv in the bush). Heruled for about fifty years (50)Ai'ter Bawa's d .

1

-

.

eati, Nawatau was appointed for some years ut'lcr•
¡

is ckath was Fatoci Lhan KURU .. KURU I, .

I
•

.

.
,I

1

•

t ie.n lol owed by Camayo. Atter emergency oi ?hclwl)sn,an Danfodio. the Fulani residing in the area of Babura under their lender <\rdn Modibo.i Malt. migratt·d to Degel in order to make permission from Shehu Danfodio for Islamic Jihad.¦
The Fulani are citizens of Mali country which they came from the part of an era sl10111,drni
Tumhuklu. A tier Fulani arrived at Danfodio place then some of Habawa under •:mir Cam"Y"
decided to leave the place to go to Borno where they can get assistance from Shehun ilorno, ·

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

Habnwa went to lhe Emir of Kano(A.lwalia) to get his assistaÍÍce but they too foiled whcn l11,:y

hl'md 1hat Fulnni vau1tcd r:nii, of kano fiorn his palace that is \\l'y the, settled ,It ¡,u,t "1

·

..¡ , li , place is eailcd Baburawa under Minjibir Lo,·,,i Gnven1111<-.·u1
Alwaii s art!a are t:u11c:nt y no11 1e

.

, IN 1804 1990 Babura town emerged when the Fulani nrnn 11u111cdKan,i. BAB,lJRA l'OWN -

,

Si l

·

Tunbuktu iu Maii. rhc Ii,·,¡1804. ]·le was a native of an old era wng 'ª'Mele tírst settled in

I
-

.

I 1

.
. ,ir Camayo wa,., Mele ap¡:·uint?d by Shcfo1l:niir cii' Babura after Habawa ru111ed wll 1 t ie11 en

d I area many Fulmii and some Habuwu migrnl?J r·:-nmUsman Danfodio. After he settle at t ,e

. M I, this made the place Jll()re habitabk f\,kle \vas u
I d together with ? e,ditlerent places and sett e

.·

. .

I

.- nany anirn?ls, Hero 1Vho ha, .1 loµ,c til" -

a rich man ia,1ng I ,

I Q
,· .

t>a•·her he v,,b'popu a.r ur 1a111c e - '

_
.

.-

t e) he ruled for abo ui ,hirly-?:i:, \c;1rs. . v m,,tched. kuile e. .

. .. .·
¡ (like ano,•

.
dealing wnh ,var 111<1teua s

,

.

1 11. Mele. Mallarn ,'.buhcik:1r maiAt
..

ter the death o1 Iv.a arn
d

·

i 844.(36) and eventually die 111

Mele, was appoiu1,·d t., succe,,cl hi,ct,on of rnailam
.

.
. .

¡.. '\Ii Zaki. gran .

. . . .

·.. . .

C1r11nbi son ot mal ull1 r
, ¡·i·e that oi t11s <>rnmll,,thu. he niled ,;,,.

d
,

·¡JrOélC1l
l "- c-

¡,v.1 nner an -.:lp.

I e same ,.?
grandfather. He ruled 111 t 1
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bout
four (4) years and died in 1844 as the third , .

•

·

emir of Babura F'u!ani also the third hrro',.
11s

during his time that he became the first emir .. ,
W'4

·

• of Ciabas Who was appointed by the emir of.

( no Maje Kafoli. He ruled for twenty-seven (27) .
,

.
. .

,

1
a

years and died m l871. 1 h? next eIT11r 1n the

'?"
.• rchy after the death of mallam Jibir 1871

.h1e1u

.

was Muhammadu the second ?mir of G:1lx1s. It
.

during his time he appointed m?•1y ¡
·

•
•

•

¡ was "' peop e as enms and d1stnct head to detend then1selves
-

¡
from attackers. It was also during his time white men defeated _LJsmanniyya era and passed th?ir
ruled system. He ruled for about fo1ty-six years (46) he died in 1917. He also lived with iive
emirs ot'Kano kingdom like Abdu!lahi Maje Karoti, Bello, Tukur, Ali and Ahbm. Hassan son of
.lihir wns appointed after the death of Muhammadu in ! 9 l 7. He ruled for •-seven llllllllhs 17) a111i

impeached l;y white men and kepl him in prison for almost two years (2). Mureow,r. the 1,mblcm

Ihm brouuht his impeachment was, his followers caught a thief and they kílled him instead oi'

bringing him to emir\; palace for judgment. After ht: came back from prison, lw .::ontinut'd li, i11H

.

¡

.
.

¡ e giving advice ro the pi;:upk ui' thl.' ?d\.':twith hi, family and remained as an adviser. eª"' w ios

,

¡ ¡ ev •r ?•end from KanoI d to a district head s ,ouse w 10 eAfter his death, his house was rep ace

! ¡

·

1917 He ruled for seven yct1r,; I
7í. .

• ,

5 appointed by t ,e peop e m ·Huss,:1m1 brother or Hassas wa

_

d
.·

I is ti1)1e the horse or Ji vision,¡\ <>Ii ,cc·,,ct b white men, because 111 mg ,
,and ?lsn he too remove Y

.
. .

.
.

(2) i'l iail ¡11 I 924. Isa ,\uh11 .:ih,.
.. d sent him to Kano for two years .

.
.

!DO) was stolen by th1ef an
.

1 1 of 'lu,,a,ni 1-üic: ()) ui'
) after the unpeac ,men · · -

•
.

. f Kano (Usman·

d b
· e1rn1 o

·
-.

was appomte Y
.

B
.. , . took ove, :he ruling. \Junn?d. d and Abdullahi a,c10ii

.
. .

. f Ka no Usman ie
appo1111ed hun, ernJI O

.

, (?] i•l 1927. ,,¡,,· p:,rt "r lhe c11·c;,
d. 'ded Babura mto t\\O .. -

•

.
, Bavero 1v1

Native Authc,ritv, emir of Kano ,

.

·ct d to create his uwn tnwn "lier? he
"

. H ,.J·¡ Gan deci e
.. .

, ·i Zuba1ru. iv,aga
- - .

. .
.

,

he 0ave to his friend Maga_p Gai
.

,

• "[NSI-JARl :W,\' nwrnii:,; he 1<·unu

"'

, he calko H •

I

, F•L·ncl a place,
I

· when lL: _ l, 1

1 /\búul!ah1 BGyL-r,) lh,.;n

Onte kft historv at 1irn.
. divided into two w

Alier Babuia
.·¡¡ :\rink water.a place where he w1 L
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i
ot the svste1n of district head f ,

h ·
•

•
·

Baburu g '

r,ni t e emu· ot Kano palace and the title oi ,·:nm ,,¡·Gabas
in Babura area now changed to village head. Emir of Gabas or village hc,ad. ls,1 '"" 1l1vfirst emir in the hiStory of Babura Who

Voluntarily reti1·ect himself
111 J 952. l k ruled for Iw,.:;1I,-seven years (27) and ruled with two emirs of Kano Usman an·d Bayero, and lc)Ur disirict lwad,,

(4) Dikko, Adnanyu (Dan Maje Shehu Ahmed and Dan Isa Muhammadu. It was cluri17g his lime.

I
I

I· B
t The de1u1i,.,1 111·

white men prPvide hosp!la s. se 1ools; c1nd the system or district heac 117 a ,u,a
?aburJ

10th:' position was atten1p1 during tenure of Isa t\utan Jibir.

llAl.lURA TO\VN 1990-DATE

Rabura and he ruled for ?J_hout 1!11rt? -..:i1::rlr

Alldullahi Isa wc1s appointed lo rule the people of"

. .
.

li tlv? c11rrent l.t1h11rn·:. ç"\1.'111t1.._,,
years (38). H·· ?ave a lot of contribution d11nng l11S l1111<-:, e.g. a , .

' ?

like .ligaw,, ,1,11,·. K,1Llu11:.i ",ii<'
.

T t n;.1n of mini?rri1..·? in \igcrla 110\\'neuplc ,.,orking c1L dil ?ren ,,

.ichievinê- Ihéi1 bcif pul ihn1 1,:
he is the nne Ih.it during his 1i111e ll,rKano ,1?1te. Abuja e t e

.. ,ir Mui,:1,,,,,,,,c1u
.

. l"Kano Abduliahi Ua1u,
.

,

. .

990 anel rnled with fou1 ern11, o
.

s-:hol,I?. he died 111 I

I \, 'ilh four d1;;;t1·1c1 hc:1-:J.., I ):111'd Ba vero and a so '. , d i\lhaji (Dr),.,_ 0 '· •11 . ·du[mma.m ·

'I \I ·· >h

Sunusi I. I\ u ian,m.i

.

F· ,
..

;
i K:111(, \1 i. .11 ·•.I! .,

, , lle Jbrah1m and .inc•''-' .

.

Alh. Sule, tvlcita"a1s:i Muharnmadu. Dokaji
·

t i '" the 11e,., , 111,,?-: n,·,•,:bd lhhi {Isa) w,i,. appo111 e,Isa A u '

. .

Musa. ,\ftcr his death. his son

b " ·,11d the d istrie·, hec,d ,,1 R.1hu1 d ,1,,, .f B•J Ufu •village head O 'Baburn. He is currently the

illC?p!1n11



i
J.3 RESEARCHDILSICN:

Re,earch design involves outline the essential
considermion to be followed in Lhe resc.11d1dertaking. ln other words, it is a general

arrange111em or planning of the manner in whid1 llic

un

·ch exercise is lo be conducted: It is therefore a¡)propriate that before embarkin?. 011 any

reseai

field/study or investigation in laboratories or otherwise, all the necessary steps lúr a succc,dul
-

.

I

.

. . .

C\" I\ jll"" h,,111

• 01.,.¡1 should be clearly ciehned (Us111an. 2007 ). However, this rcscmc 1 1s ,1 su"
. .

·

re?e,, ,.,

qualitative and quantitative 111ethods would be aduptéd. Simple random sainpling nllli 1•urpu,;, ,.

sa1npl;1og :md C<'l1Vl'l1Ícnce s,unpling wculd be used in selectins 1·cs¡,":1Lic11h. Tl1c1,:ll11,·. h,>111

pri111,11·, :ind sccu11dar> d8l.i wouict k used, Questionnaire will be :.iclrni11istu-cd ,111.: :11-d,:p1i1

intervi?w will be c:irried out In data analysis, the quantitative data will also hé process 11s111?,

Statisti,·al Package for Social Sciences (SPSS). The qualitative elata, would "-1pplcr,k11: :11,:

quan11r?1li\'t..' data \Viii proccs:, nnd arr?mgi.: in a logical ordt.'.'r ?o as tc1 help i11 d1?ct1.-,:--i1111 c111d

t\ph11?1inn t1f tindi11gs

3.? l'OPL'LATION OF THI-: STUDY

Goin? by the ]IJO(, population Census ligurc. the population of !lJ;)Ur:1 l,,c:;: :,u,,_. ,,i:,.

?! ?.,,.-:? pulpk. 111.i_¡ur:ly 01· them li\l' in tci\vn::.- and vill?igc:-.. flw ;nl'.r.1?:.: i?(i?1s¡,_•111-,¡,._¡ 1
,,_,.

about ) 8, then overa!! literacy rate is 55% includmg !slamic educ:uiu,1 mu,:1 ot 1h,· :iciuii :i:.:1-:s

arc scll'-employcd ,.vith agriculture being the main occupation.

3,SS\:\ll'LF SIZF:

S:1:np1,
-.. .

.
.

· e u1ns:,;t o1 ()IJ) rcspcn,knt ,,,•led•:d ranJ1J11>l, 0<1t oi the rc,tal ¡,u1,,.1.,,,.,¡;

govtr,nn?cr,t staff. ivhik th? 1c;:;t oi tl11rty r?spondc1it within ll1c ,1,a', e1rcci

'\LTil'.•

J3



6 s;1.!11PLING TECHNIQUESJ.

S. oipling technique used here is Sim
1

a

p e random san1plin u
.

.. Id b • g, p rposive
sa111pl111g, and con venienccSamPlmg

wou e used 111
selecting respoiidents

un1ong ti k •1e wor ·ers
111 study arca.

:i.?METHÓDOF DATA
COLLECTION:

Due to the nature of this research work the ,.
.

.

. . .
.

' aludy IS ma111Iydescnptive 111 nature the researd1cr
usêd quantitative and qualitative method rd .

.

II
·

•

. •

·

0 ata co ect1on frorn the respondents. qucst11>1111,i11·,·
has hecn constructed

in such a way that it is simple and easier for the respondents in general public tv assess i:. Some
·

parts of the questions were close ended types and some were open cnclecl 111 order to a,,,,d

possibility of mistakes when answering the questions. Also primar? and :secondary ty¡o,,· ,,¡ d:1,,,

coll eel inn have been used in receiving responses fwm part of th? !ocal g1·1vLrnm:.::n1 ,:tafi ?1;1d

1rndi1iuml leaders through in-d<:pth interview adminislrateJ 011 (50) respnnck111, oi' tlw ,;,ckctc:li

popul,,tiun Jnd other published mat?riai;.

3.S RESEARCH INSTRU!VIENT:

.

d ct·ua from the respondents:-Thes, ar<:' the in,trument used 10 obtaine '

Ai ()11csti(1nnaire \•lethod

61 L1,nviev, Method

e) uhscrvation Method

d¡ l\1cu1l1él!l rvktlwJ

34



,

tionn,1ire :\ lethod:
queslionnairt•;) Que,

.:onsiSli, of a se: , . -;::?<on, ,ksigned 10 gsilher
, tie>n darn t'-:•r analysis. the resu\¡· f

·¡11¡?,rin3
0 Which aré USéd :.: 2;:,,, tr the research. The

. rnaire is ,m instrument for
ºathering d I l

questt,11 "'
a a )eyond the cas: pc,:, ,:.:al re?ci, of the rcseurch

In
niL''l n:,earch siiuation it

111ªY be
Practically i111po?sible :?'r :?e r?search ,o reach all hisdct\15 n0 nuttcr ho,, much he tries.¡e,rclil

,¡, the l'0Sl ,,rti.::e. It is cheap. 111ay be sluw. and ce:-:2::i>. L.:c,-eJi::bk in 111,1sl c·:,,cs.

thf1lll::'
1

1

, 'lil irh. in \: igeria \\'here the research culture has not be?r: ,'-1::,c:em!, developed anci rn;i,iy

parll,
'

-

'

I?-tkc questionnain.? completion seriously. 1 :-.? :--c:'3,;?i; .. :ilt:'r shPu!d 1eali;-1.' •hai
Nigi:rlJn:>

.. K' not

:11.."'1 Cl'lllstructed almks: .. dy. They must tJ.;..;_ç :::-2".:- ·--?:. ·::1:.; frL11:·, ?.-in1cwlh·rc 1·?1

?ur:?ti?-irn;:trt' J.:-;;:?

,, •--¡••;T,,·?'., -·•nJ rck·\·ant ouestionn?1ir?. thê 1l)l!,..1,_,::-:; ::?L;?: :..,...:· ?"lit[;,: 1¡1 :ninci
;L1ll?t;',C1.L u ilL--..h;. -'::--•1<1 .;l,

j

l'l1e question are ,·::é•: re:;,r11d 1,1 the rcscarclicr

bJ ln ten ic" \lcthud
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., where the telephone·facüity is avail· bl

·

W

ca>•
a e the telephoüe iJ t

.
.l et view could be 11 d ,.

,o face has more advantages over th

1 · !t e. 1111\ the

face·

e telephone interview kerlinger, Firêd, N,
( 1975.)

foundation
of Behavioral research.

e)

Observation Method

.f.5 the 1mme suggests, this is a primary data .

11

.
.

co ect1on techm¡¡ue which involves observing lite

mrgd population happeninl,b and circum ·t . .

b l, sanees )' t 1e researcher without asking the inlended

respondentsKunar (2005). lt is simply ,
·

an eye wttness account reported by an actual observer or

participant in an events.

d)])ucumenl Method

The record kept and written by actual participant in or witness of an even! these soun:es arc

produced for the purpose of transmitting information to be used in the future. Dowrnent

classified as primary source are constitution. charters, laws. police acts 1nd regulation. court

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

3.9 METHOD OF DATA ANALYSIS

Data s:ol\ected are tested Lo rd1ect the data portrays any possible reblinnship .. ,ith i11t?micc!

.
,

1

·

tl11·, is in1portant in providing an insight as for whetl1er the impact or

vanable for tne ana ys1s s

•
· ti local oovernmo:nt concern is effective, while data coikcted will lx·

manpower planning 1ll 1e ¡,;

• b ¡
. t , d aftpr the table a brief explanation for eacl, response wc;ulá ¡;_,\low.

presented ll1 ta u ai orm an ' "

percentage would be the main basis for analysis.

I
'f

r

36

I

I
"'j

Ai



-

REFERENCE:
Adams, J.S. (1965). ln¡ustice in Social exchange. 111 l:lerkow;tz, L. (Ed.). Advance, r:1 Exp,•11111c•r11,Psychology, Academic Press, Uni Jos kwararaf¡¡ str?et plateau stJte

f1anholomcw D.l & S111ith
( !97,¡ ·'1\fanpu11c-r l'l,111nin? 111 the· l:1,c i,¡' C,•,·1.,i,,1) l'n·,,,,,,, .•. ¡

review. Vol. 5 No.

Llrcncli L. F. I_
( :lJh1. lite l'rinciple :111d i'r:1ClÍ(c' o( ?la11as,·111c11t i.\iglilcd "' I'""'"'· l',.,1,,1

20U(1)

Rl1l·11.?md St?t!k1.::r t I i)lJ l. I'. J-ij V'ul 2)..lllh: k"li?n ::.i11;1 Lditi11il

Clark, A.E. (1997: 341-372.). Job Sali,;;faction and Gender: Why arc women ,;;o ?ldf);.h ?11 1/1/0;k-.l ,_,?1tx,11•Econornics.

Clark, 1\.[ (2001 223-24i). Whd1" rc;:i,!•., ,,-,,,?'.1_'') 1,, L1 c,!J rtcdo1?1c •1v:,;::s:.-;··:-·1nc:"n'. •,i,,fconornrcs

David Bd (1966), Caldv,icl] '"Journal ül'thc R.t:,:al ?Utislics Sncicty· J{fr)f_1

Ookkis ( 1985:29i.Work study British lnsiitutc ortvJanpo,wr Managcn,c,,1·

Dud le:, Ne\-V[un
(

l ,)7U:1)UJ \\)1:ll ;\fanpo,\\:r Piannin? llltJ.n 1;1 \lan?1?l'111:.. 1n t,1,L,\

Eloko. 0.(1974) I'vkn and I'vlotivation. in a ?igeria F{l(_'ü1r?'- L1st1:i t_:!l1\·?r:,i1.., ,i'
]_·_1?···

uf Social Science.

(in!i-..;J:1· L.H. (JlJ()¡ 171)) L:1h1111rStrJl¿g:, l :1µ1\, ¡:k,':' [)r?:,c., \·,it?

Hugh Whalen in his Book ti1lccl "ideology Demuuaq ,11:d the l-c,und,,11,"1, (:ti ( :,' .....•1

·

- ,·.1,

John 'v1anner .B. (1977), Personnel and lndu,:n:rl Rel;,:iun. ,'. :VI 1,1.rõ',,1·1,d \1,1,,,, ,,·:,

P. Sto11ê (1968), Local U,nemrnent for Student I'' Editic,n.

3;,



-

t·

(Sighled in Mohammed lecture note on local governmem administration, 2015).

Sustock H.
( 1954:48), The Phenomenonof Labour Turnover.

Taylor, f.W. [1911). Principks of Scientific M,:u1agement. New York and London: Ht11"pc1 &
Broth?rs.

The World Bank (1992). Strategy for African Mining. World Bank Technical Paper, 18 I.
African Technical Department series.

Tosi, 1-l.L., Mero. N.P .. & Rizzo, .J.R. (2000). Managing Organizational Behaviour. Carnbric\g?.
Massachusetts: Blackwell.

j Tsika\a, F.S (1997). The Vicissitudes of Mineral Pnlicy in Ghana. Resources Policy.'

Vroom, V. (1964). Tlie motivation to work. New York: John Wiley.

Warr. M. ( 1998). Life Course Transitions and Distance from Crime. Criminology.

Wheelan, S.A. (201 O). Creating Effective Teams - A guide for Members and Leud?rs. Thuusand

Oaks, Nigeria: Sage Publications.

WHO
( 1994). Global Strategy on Occupational Health for all: The Way to ! leal th ,11 '\Vurk

Nigeria ..

Williams, S.D. (2004). Personality. Attitude, and Leader Influences on Divergem Thinking c111d

Creativity in Organizations. European Journal of Innovation Management.

Wilson, G. (2010). The effects ofexternal rewards on intrinsic motivation.

38



f -

CHAPTER FOUR

DATA PRESENTATION, INTERPRETATION AND ANALYSIS

4.1 INTRODUCTION

The data collection refers to obtaining information relevant to the study of the

researc? 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 response 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

respondents 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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e.d11catiorta1 qualificatioll and cadre of staffs for easy·

·
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... •.·.···d•·. •.·· .·.·...
,

.

·
. • ·. ·

. .
·. anatys1s ¡¡.n

. mterpretatiQn

·. (sighted
in Usm¡¡.nresearch, 2008).

DEMPGRAPHIC DA'f A OF THE RESPONDENTS

Age

VARIABLES 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

*
i

RESPONDENTS

A. Male

B. Female?

Total

RESPONSES

40

10

50

PERCENTAGE

80%

20%

100%

Source: Research Survey, 2021.

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

i

1 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.
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It should be noted that the above table almost all the respondents were bearing in

mind that they all have educational qualification.

Thus, ?econdary certificate 40%, Diploma/NCE 50%, and Degree/HND I 0%

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

A. Junior Staff

B. Senior Staff

Total

Source: Research Survey, 2021.

RESPONSES-

35

15

50

PERCENTAGE

70%

30%

100%

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 I 00%. 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 governmeni is shown on the table below

RESPONDENTS

A. Agree

B. Disagree

Total

RESPONSES

40

10

50

PERCENTAGE

80%

20%

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 stated on table 3 & 6 âbove. 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

A. Junior Staff

B. Senior Staff

Total

Source: Research Survey, 2021.

RESPONSES

20

PERCENTAGE

30

50

40%

60%

100%
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é?SPONSESPRESENTATIONS AND ANALYSIS

Tâble S: Response on the tab! e manpower planning has greater impact on the

, 1effective performance of em 1

•

-

.,{ P oyees 10 local government in general is shown
l.l,

: lilow

RESPONDENTS
-

A. Agree

B. Disagree

Total

Source: Research Survey, 2021.

RESPONSES

45

5

50

PERCENTAGE

90%

10%

100%

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 whiêh shows positive respond on the concept.

i Table 6:

F,.ESPONDENTS

A. Agree

B. Disagree
- --

Total

Source: Research Survey, 2021.

RESPONSES

47

3

50

PERCENTAGE

94%

6%

100%
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Table 7: Response on the table d .oes recruitment, selection, training and

coordination applicable in y· lour ocal governmeni is shown on the table below

' RESPONDENTS RESPONSES PERCENTAGE

A. Agree 40 80%

B. Disagree 10 20%

Total 50 100%

Source: Research Survey, 2021.

t
From the table above, it was agreed by 80% that recruitment, selection, training

I and coordination are applicable in the local government which bring the attainment

of organizational goals as stated 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

A. Junior Staff

B. Senior Staff

Total

Source: Research Survey, 2021.

RESPONSES

20

30

50

PERCENTAGE

40%

60%

100%
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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

A. Agree

B. Disagree

Total

Source: Research Survey, 2021.

RESPONSES

35

15

50

PERCENTAGE

70%

30%

100%

The respondent on the table above 70% agreed with contribution of personnel

department toward the attainment of set objectives through manpower planning in

the loc!al government. Only 30% disagreed with contribution of personnel

department towards the attainment of set objectives through manpower planning.
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CHAPTER FIVE

SUMMARY, CONCLUSION AND RECOMMENDATIONS

5.1 SUMMARY

This n,search foe.used on the impact of manpower planning in local government with a panirnlar
reference to Babura local gove111q1ent as a case study area. However, as I said earlier an cffoctivc
humrn: resource planning system ensuring that personnd in the local gowrn111c111 arc up1i111all)

planed, motivated and committed to the aims of the organization is a pivot s11ccc,:s (l.ihch.
1998). Little and Nel, (2008) opined that when employees arc guided to achieve thr:.ir

performance potentials, this ultimately leads to organizatioQ's success. Thus. success .,¡· d1,·

organizations depends on the amount of commitment bought in by the individual e111plovc"

operating in a highly competitive environment which will be co111ple111e11ted by 1he organi1,,1:11n,

therefore. obviously effective and eflicient manpower planning in every 01·?,mi1.a1iun ,·itb,::·

private or public ensure success.

This research aimed at ensuring the optimum use of the human resources tow:mb i111¡,r,n in? joh

satisfaction as the main objective SL1ch as. To ¡,rovidc for the future manp0wcr 1KcJ,, ot lhe !,,c"I

government in tern1s of skills) numbers and ages, to cxnn1tnc the manpower planning in tht liH.;:,d

governrnem v,ith a view to highlighting shortcoming and possible solution. to amly7,: 1he m:1i,i

functiLH1 01· manpower plamüng toward tl1e achievement of the local go\.ern,nenl wrg,·is. 10 s,:c

the ri?.hl numbers 01· crnploveô, with nghl level of skilis, in the right jub.s c1, the rigl1l time :mel

performing the right activities. to acco111plish the objectives of the lucal ?m?n1111e·11l ,u1d 111 Jui Jill

its purposes.
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5,2 CONCLUSION

J'r,,,n
:his re,carcb 1·1 ork, one muid h.ii·c a clear

understanding of manpower planning which is
.

1
concerned with how to improve

efficiency of employees in public organinniom;,

01a111 Y

I
11111 manpo1-ver planning process has contributed towards improving employee's 11bilii)'

Alt1ot" ·

?

.. 11abilities which Ílllurn boost
productivity though, much is yet to be achieved bc,uuse ur

und c<1

th? following research findings: inability of the personnel department tu carefully as;;es,:

ii

i
society's demands in the local government, the emphasis of those with qualification over those
513ff with administrative experience has negatively affected manpower plurn1ing activitie,,,
Politic,1l d?fferences crefl\c room of whom you know regardless of wheth?,· you arc capable "'

ii•';

I¦
i
I

Uit Lile ui\ier hand, improved quality 811d productivity has link with moLivctLiun ,,1· en1pl,1wcs 111

,·,:·_::mi -'J:.iílll being i1 cxtr\n?il· and int1·insic rcwan .. b, tinancial or non-íín,-•1H.:i,11 t111i1ivntirnJ.tl

polici?s therefore, this research found out that. not only manpower planning bul ,ilsn 11101i,ci1inc'.

them in Lhe local government enhance effective performance this will t?mrnround the Niµerinn

public sector and enables it to achieve the national goals and _remain an influential instiLmi,111 as

"an instrument of public service delivery and development.
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:,.,coMMENDAT!ONS
'I

?

In view of the aforementioned find'
.. .

mgs, problems and wa o
.

without otkrmg recommendation and .

Y ut tlus research cannot be complete

.
.

suggestion on how to im . .
. ..

I 0fnianpowi,r plannmg m the local
prove efficiency and ettectiveness

_¡
government.

' Therefore, the following recomm d
.

.en at1ons will be made vi .
. .

be made which if adequate! d

z. · At this JLincture, suggestion will
' Y use would eli

·
• • .

- 1mnate or m1111m1zc challc11ges wilh r?gurd lo !ill'

manpower usage.

Bdow are some oftbese recommendations:

!-Government should provide effe ·t' d
.

e iv? e ucational system as well as stublc working
environment which can discourage high rate of turnover.

2-There should be optimumuse of ac¡:ounting frame work.

3- Optimum use of current and future manpower need and in tl?e loeal government.

4- Alkquate monitoring of labour mobility. promotion of staff, successful imrlerncn1a1ion ,111d

exccntion of manpower planning should be maintained in local government.

It \i[IS t:1nerged fron1 nrnnagement consulting and addresses human resoun.:..:: 111,m,igein?nt task?:

and decision? ..

¦ .5- Employee engage1nent: n1easure employee engagement le1.:els through surveys and ;nk·P..-i...:,v?

define and improve performance in employee engagement and retention. While this mea n1· ¡ JR

consulting is necessarily broad, encapsulating total rewards strategy. ernploy,·e peri,,: 111w1e,'

management. leadership transformation, and ürganization structure design,

Comp..:usation: design ,rnd manage con,pensation programs related to basic ,;aiury. blu·1,_L;e,. cui,J.

stock plans. EvaluHtion of positions and buildin? of salary struclllm,. bonus plans and ,tuck

plans for clien\s.

b- Sp.:eializations are often based on emrloyee typ?s (e.g. E,ecuuve cornpe11sari,rn c,·11,uhcu,is

and ?:ik·s cmnpensation consullants.
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7- Employee benefits: optimize benefit plan design and administration (inclusive oi" hcalLh-
rebted benefits) by assessing competitivenes, and effectiveness of benefit plans.
8- Actuarial and retirement: provide, actuarial and administration services ln manage cost a11d

êffüctiveness of retirement programs, including defined benefit and defined contribution pbns.
9- \kr?ers and acquisitions: conduct human capital due diligence, coordi11atc and :1d111inisln

"!

i

cross-fünctional activities during execution, including manp9wer and HR technology. /\lign
organizational cultures and work styles during post-merger integration.
10- Talent mobility: Provides the insight and execution for full international cxpnlriates (usu,111:,

for executives) or local plus (partial-package expatriates), from pre-move informative guide, lo

post-move expat management program.

11- Other services recommended to be rendered may also include legal counseli11?.

implementation of global initiatives, investments consulting, and the i111plemenwtio11 ui' hu111,rn

1,c,uurcc tedmologi.:s tu facilitalc human capital management e.t.c.

¦
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APPENDIX

Jigawa State Polytechnic

Department of Public Administration

College Of Business and Management Studies Dutse

13th July 2021.

oear Respondents

¡ seek for your assistance to assess th
·

e impact of manpowerplanning in the local government, with

particular
reference to Babura Local Government.

. It is believed that the issues raised will enable us to know whether the effectiveness of local

government depends on the solid knowledge of Human Resources Planningand Effective Human

Research Utilization, towards realization of local govenunent 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 purpose being a

requirement for the award of Advanced Diploma in Public Administration at Jigawa State

Pulytcc\mic Dutse. Be informed of our utmost assurance that all the information provided shall be

treated with strict confidentially.

. .
.

d accurate information that ensure the success of this work.

Please assist by prov1dmg smcere an

· Thanks.

Yours faithfully,

1-lauwa Danladi Garba

J\D/P J\011 9/006A
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'
a) Agree

b) Disagree

I>. Uo you belie!' that manpower planning ensures the attainment 01· lücal g.m·un111c111 goals','

a) Agree

b) Disagree

7. Does. recruitment, selection, training and coordination applicable 1n your lcwal·

!-l.overnrnent?

al Agree

b) Disagree

8. Wfio ensures achievemern of the above (7) between jwíior and senior staff ir, y"ur

urg?miz.8tiüt'>':'

a) Agree

b) Disagree

9, Does personnel department in your local government contribute to the attainn,cnl "f ,c1

a) !\gree

b) Disagree

¡ u. Do you agree politics in the local government put manpowerplanning in isolalir,n'.'

a) Agree

b) Disagree
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