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ABSTRACT

Within the mandate of the state to deliver pubbkevices to the citizens lies the responsibility of
government to deliver such within the canons adctiffeness and efficiency. While the quality ef th
workforce is fundamental to the realization of th@al, the process of acquiring these workers rhast
objective, fair and transparent. Despite the exise of formal procedures for recruitment, selectod
placement in Kogi State, this paper has observe@rferences of environmental factors. The
consequences observed among the public sector i@geincKogi State included inflow of ill-equipped
workforce; absorptive fatigue among the ministriespartments and Agencies (MDAs) and wide spread
manpower underutilization in the state’s public\see. Given the implication of these on National
Development, this paper recommended the adopti@mbre objective approach in order to enhance
the stake in conformity among the manpower resagrdecision makers in the Ministries, Departments
and Agencies (MDAS).

INTRODUCTION

Even though the meaning and nature of state haaimechelusive as a result of the divergent peroagti

of the scholars of social sciences, it has remammeatbminant phenomenon in the vocabulary of the
respective disciplines, probably because withimé&gire and purpose, the daily life of an averatigeo

is ordered or re-ordered by its activities. Fromatever side of these intellectual differences ton t
phenomenon, scholars seemed to be of the sharedompihat state had progressed with human
civilization as its conceptualization emerged wile common reasoning that within needs, greed or
appetites of men, every man was at risk if thevaids of individuals continued to be dominatedtbgir
private instincts and whims.

According to Hobbes, Locke and Russeau, state erdeoyit of the necessity to enforce
common liberty or general good of the people invemy political community (Burke in Mukerjee and
Ramaswami (2008). State as described above remessentially latent or anonymous without the
institution of government. Government is thereftihe instrument through which the character and
mandates of the state are expressed. Accordinglynddern days, the state's mandate on the citizens’
socio-economic welfare and security are delivengthie institutions of government. Thus, whetheaas
Ministry, Department or Agency, the modern state oaly guarantee greater happiness for the greatest
number if government is successfully operated withie laws dispassionately created, interpreted and
executed by operators of public institutions. Thilee major concerns of administrative scholars in
recent times have gone beyond just how governnienild be composed or what proper thing it should
do to how it should do these proper things moreatffely and efficiently (Wilson 1887 in Shafritnc
Hyde, 1978). The question of effectiveness anciefficy, according to these Scholars, is more rgadil
answered by the quality of those who operate thetsires than the actual structure or technologhef

81



International Journal of Capacity Building in Education and Management (IJCBEM), Vol. 3, No 1, July,
2016. Website: http://www.rcmss.com. ISSN: 2350-22 (Online) ISSN: 2346-7231 (Print)
Makoji Stephen & Akowe Joel, 2016, 3(1):81-88

service organizations. It is on this note that tlteytended that no resource is worthy of any equal
premium with that of human resources.

Gbosi (2003) in Agabi and Ogah (2010), refer toanigation’s manpower as the bulk of labour
that is available for any particular responsibilitythe organization's drive towards a given puepd®
him, such collection of individuals must possess thlevant skills, energies, knowledge, and attisud
that are committed towards the production or distion of goods or services which the organizaison
designed for.

The importance of manpower to the efficient delvef public goods and services is therefore
measured within the context of the objectives dilipusector and the resources at its disposal. Tinus
the delivery of public services such as provisiad aaintenance of law and order, defense of teito
integrity and provision of infrastructural faciés, e.t.c., the public service employees in thpaets/e
outfits are required to plan and deliver theseisesvresponsively, responsibly and at the leastiples
cost. Thus, the question of how the Nigerian pautshlic hospitals, public schools, armed forces and
security services, etc, have fared over the yeeg therefore be best answered by critical analykis
the manpower contents of these organizations asiracqthrough regular recruitment and selection
procedures.

NATION AND NATIONAL DEVELOPMENT

Hornby (1995) defined a nation as a large commumiitgeople, sharing a common history, culture and
language and living in a particular territory undeme government. By implication, a nation is
characterized by a group of people with socio-falitand geographical unity or identity delibergtel
evolved and sustained over time.

National development on the other hang best be understood from the concept of developmen
itself. According to Rodney (1972), developmenterg to increased skills and capacity, greater
freedom, creativity, self-discipline, responsilyiliand material well-being. From this perspective,
development is both multi-dimensional and all isthe, while its purpose is to facilitate the
improvement of the standard of living of a peopléhim a particular territory.

From the above, national development imayefined as the process of projected and sudtaine
improvement of the well-being of the citizens ofation (Olu, 2011 in Alonge 2015). It includes the
creation of facilities and opportunities for indivials and groups within a given territory to realipeir
full potentials both at home and abroad. Thus]eumational development is characterized by a n&io
capacity to regulate its internal relationshipstenms of meeting the basic needs and securityi¢c bas
liberties and self-esteems for its citizenry, iually includes the nation’s ability to regulate &sternal
relationships. While the creation of appropriatstitutions is necessary for this purpose, manttiege
institutions are pivotal to the realization of #@responding objectives.

MANPOWER, RECRUITMENT AND SELECTION

Recruitment may be defined as the process of géngta pool of qualified applicants for organizatah
jobs (Mathis and Jackson (1979) in Onah (2003).Cote (2002), recruitment involves all the actigti
whose purpose is to attract sufficient and suitgldéential employees to apply for vacancies in an
organization. The above definitions implied thalhérent in a successful recruitment programme are
comprehensive staff auditing, job mapping, job dpson and job specification.

While the purpose of recruitment is to provide aolpof opportunities for efficient staffing
decisions, selection covers the entire procesaskifigg advantage of these opportunities to makeitfine
choices from the available alternatives. Thus, Araomgy (2009), demonstrated that the purpose of
recruitment would largely remain unachieved if twndition for competitive selection is compromised
at any stage of the selection process. Thus, wbiteuitment is the gateway for the in-flow of raw
human resources into the organization, the selegtiocess represents the point at which the 'geaams
separated from the chaff (Udeze 2000).

Reinforcing this position, Armstrong (2009), definselection as involving the process of
deciding on the degree to which the characteristitsapplicants in terms of their competencies,
experiences, qualifications, education and trainingatch the person specification and using this
assessment to make a choice among candidateshén wbrds, the aim of selection is to assess the
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suitability of candidates for the post viz-a-vizthxtent at which he/she is capable of carryingtioeit
expected role more successfully than his/her coitopet

Alec Roger (1950) in Beach (2002), identified thepracticable personal
attributes to be examined for selection as folloRkysical make-up (required health, strength, gnerg
and appearance); Attainments (required educatiaiming and experience); General intelligence (the
required thinking and mental effort); Special amtés (required on-the-job skills); Personal interes
(required personal interest that is relevant to jibig); Disposition (the required personality); and
Circumstances (required capacity to cope with gpedicumstances required by the job).

PROCEDURE FOR MANPOWER PLACEMENT

Cascio (2003) defined placement as an assignmemdofiduals to jobs. To him, as an outcome of
selection process, placement may be based on tipdoysm's outright demonstration of convincing
potential to succeed in the general requirementleofob. It is often at the discretion of the arigation

to assign them to specific jobs within the brogdberfamilies.

To Onah (2003), placement is the process of appgirdr investing an appointee with the
authority to perform the role. To this scholar tla point of placement, the employment process has
entered a legal phase in that, the employer-employelationships are defined in terms of rights and
obligations. According to him, these include oféerd acceptance, terms of remuneration, the effectiv
date of commencement, the conditions of engagewmedisengagement and benefits or forfeitures of
employees, etc.

MANPOWER UTILIZATION IN THE NIGERIAN PUBLIC SECTOR

Balogun (2003) defined manpower utilization as liber of productive work as a percentage (%) of the
total work paid for. While this definition notesathnot all hours spent in work period are necelgsari
productive, it equally emphasized that even thelpctive hours should be properly measured agdiest t
cost of labour to determine the manpower utilizatiate.

Codjia (2011) defined manpower utilization as tleecpntage (%) of production (billable hours)
versus paid labour. To him, manpower utilizatioteria obtained by dividing the total productive tou
by the total hours of labour paid for. From theefgoing, manpower utilization simply means the gbili
of an organization to make the best use of an eyaplavithout incurring any additional cost. In other
words, such employee should, be available botlprfesent and future use. Thus, Cascio (2003), Labard
(2011) and Codjia (2011), were of the opinion thath employee is not only useful in his/her present
capacity but should equally possess the potentdisinto the future needs of the organization.

From the fore-going, any process driven manpowsouecing practice is expected to generate
the right quantity and quality of personnel foreetive and efficient service delivery.

THEORETICAL FRAMEWORK: PRISMATIC-SALA MODEL BY FRED RICK RIGGS

Riggs’ Prismatic-Sala Model was a reaction to tinepistic assumption of the classical modernization
Scholars that the application of artifacts of wasteivilization such as free market economic system
democracy or bureaucracy, etc, could guaranteestsal/predictability of administrative behaviou®o
Riggs more than importation of western stitess, administrative in environments wield enauso
influences on the administrative behaviour. Thhseugh Riggs did not contradict the tagty

of bottle necks of administrative systems in traosal states, he however carefully identified egidal
factors as the major causes (Mccurdy 2012).

From his assessment of transitional societies, i@d and Philippines,) certain peculiarities
with public administration in transitional societiezhich gave birth to his three articles viz. trmlBgy
of Public Administration (1961), Administration iBeveloping Countries and Theory of Prismatic
Society (1964); and Thailand; the Modernizatiomd&ureaucratic Polity (1966).

From his assessment of transitional countries, Riggreed that though all societies have
structures that perform certain functions (Makeesylsettle disputes, cure diseases, and dispose the
garbage, etc), they differ from society to socieficcording to him, in traditional (fused) societidew
of such structures are needed while in industridern) societies, large numbers of these strustane
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needed with each carrying out specific functionsug, to him, the process of modernization involves
increasing structural differentiation.

Tenets of the Theory

Riggs contended that, Prismatic societies are eeittaditional nor modern and therefore share the
features of both. Thus, to him, transitional sties often manifest the characteristic behaviairs
heterogeneity, formalism and overlapping (Peng828td King, 2007).

Heterogeneity

By heterogeneity, Riggs means simultaneous preseficdifferent kinds of principles, practices,
traditions and view points within a given system.fim, existence of such contradiction make prigenat
societies to contend with multiple and conflictingeds and interest among the competing categdries o
the population.

While Riggs agreed that efficiency can only be nmazed when administrative decisions are
value neutral, he contended that heterogeneity depeon administrative rationality in that, official
relationships under such conditions are often irdbuéth frictions or imperfections occasioned by
"familiaristic ties'. For instance, Riggs observed that the heteragenenvironment of a prismatic
society exposes heads of agencies to moral dileranth because of poly-normativism of such
environment, official decisions are more often than "selectivistic" than "universalistic" (Rigg9@1l).
Here, rules are usually bent to suit the interést marticular individual or group.

Formalism

Riggs referred to formalism as the loss of the dyde sacral beliefs or essence which gives i
any existing forms, structures, or practices. T@gRj formalism measures the extent to which
discrepancy exists between the prescriptive andriggise; between formal and effective power;
between the impressions given by the constituteons, regulations, organizational charts, stasistitc,
and actual practices and facts of government aadsdiciety. Thus the greater these discrepancies, th
more formalistic the system is.

Riggs identified various forms of formalism as: Gtttional formalism, Administrative
formalism and Educational formalism, etc. Riggsaidé administrative formalism was premised on the
inability of the formal power to sufficiently impeseffective control over the bureaucracy, given the
enormous latitude of decision space at the dispo$athe strategic bureaucrats. For instance, in
administrative decisions such as recruitment, pt@noor training, etc, Riggs noted that they could
either rigidify or relax the prescribed rules teammodate certain interests (Riggs, 1964)

Overlapping

Riggs observed that in a transitional society, &gqilitical or economic institutions are not autoraus

in decision making as individuals’ social backgrdsinoften interfere with public decisions. Here
considerations are given to those from influenbakckgrounds, class mates, friends, brothers or a
political associate, etc. Riggs thus describedipitstitutions in transitional societies &ald which in
Spanish Parlance, means both an office where fohmsinesses are conducted as well as a private
chamber in one's home where traditional functiome performed. Summing up the common
characteristics of prismatic society, therefore,Qudy (2012) pointed out the followings: Numerous
legal rules exist with variety of enforcement védas; Person from high status (cliques, sectdeunt®)
may enjoy access to all manners of privileges t@kvthey have no legal right while the lawful righdf
those of low status arc rarely protected by angdatiffe legal procedure; Public Officials are sutgdco
multiple loyalties as a result of the prevailing naodilemma of the heterogeneous and overlapping
societal structures; There is irregular applicatbnules by the officials among themselves andethtire
citizens as a result of the absence of objectiiter@; Deliberate attempts to accommodate 'migorit
interests through 'Quota’ or 'Reservation' systeamnaade to mitigate expression of disaffection gy t
underprivileged groups.
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Just like the bureaucratic model predicted thatipetive efficiency of social interaction stands
to be violated at any point the rationality of tkecial relationship is interfered by non-rational
sentiments, Riggs contested that, given the cheniatits competing moralities of tip®ly-nonnativistic
prismatic society, greater good is rarely prefembdve private interests. To him, the process ot
and development in such societies is chaotic, dotiand slow.

By this position, Riggs did not justify the prisntapoint as the destination of a transitional
society. Rather, as McCurdy (2012) puts, the empticeess of Tillering through the prism' was prexdis
on the possibility of advancing towards a greatefrattion. While submitting that no matter how
advanced, every society carries a given level dhmtic traits, Riggs however posited that the nare
society advances towards defraction, the more tinggse of its evolution is achieved.

THE CHARACTER OF MANPOWER PROCUREMENT IN NIGERIA

For the realization of the mandates of the puldiwise, procedures for the need — based procureofient
its workforce are clearly stipulated. For instangéhin the proper meanings of sections 14(3 and 8)

(2 and 5), 16(1) and 17 (3a) of the 1999 constitutif the Federal Republic of Nigeria Ngu (1990.17
24), Babaru (2003) and Aina (2010) have interpretesl mandates of the Federal and States Civil
Service Commissions in section 197 (a) afics@hedule (part I1) of the 1999 constitution of frederal
Republic of Nigeria to, within the planned needsl ajectives of the Federal or State government:
Identify the required jobs to be done (job des@iptand the characteristics of the required parsb
(job specification); Set up general and uniformdglines for appointment, deployment, promotion,
training and discipline of staff employed in thederal/State government services; Appoint persmns
offices in the Federal or State service; Dismiss arercise disciplinary control over persons haidin
those offices; Monitor and co-ordinate the actdgtiof each of the Ministries, Departments, and
Agencies to ensure that the service guidelinestaietly adhered to by the respective MDAs.

Public Service Rules (02201 & 02102) equally empawihe Civil Service Commission to
perform these roles directly or delegate to thergmpate Ministries, Parastatals or Agencies in
conjunction with the office of the State's HeadCofil Service as appropriate.

Despite the abundance of these rules and preseriptpublic service in Nigeria had acted more
contrary to the popular expectations. For instamtgle commenting on the alleged recruitment scam i
the Nigeria Immigration Services (NIS) in late 2022ayi (2013), described the exercise as "the ggne
misuse of hiring process in government". The analgsed that in sheer spoil and patronage fasttien,
merit principles were grossly undermined.

Ajayi recounted that of the 5,000 personnel appiaeebe recruited into the service, 250 slots
were allocated to the Presidency; 100 to the Peesilwife; 100 to the minister of interior; 250ttee
Federal Character Commission; 60 to the two comarisss of Immigration Board at 30 each; and 40 to
the President's mother. Other allegations he mextdilom his survey of other agencies include the
followings among others: Appointment into governinpasitions have been done in secret against the
criteria of open recruitment and merit; Applicahtsse sometimes been asked to buy scratch cards that
cost between-N 000 and-M, 000 for access to pin for downloading applicatforms for jobs they
might never be taken; Letters of appointments abdpjositions are offered to family members, rekiv
and friends before the selection process commences.

The consequences of these process abuses, acctrdiing, is that those who really needed the
job don't get it while those who are least intardsire offered job positions they never really eeed

In other words, like Riggs observed in Prismaticisties of Thailand and Philippines, the
selection process in Nigeria carries the traitfasfalism (where the rule exist, only in the record
rooms), heterogeneity (where the recruitment acdoessubjected to moral dilemma) and heterogeneity
(where ascriptive privileges give some candidatetue advantages above others). Just as the prigcess
chaotic and arbitrary, the purpose is more of eepirilding than effective and efficient serviceidely
of state agencies.

MANPOWER RESOURCING IN KOGI STATE, 2004 — 2009
Analysis of Sally Tibbot Report of 2009 in Kogi &arevealed substantial evidences of procedural
irregularities as a result of interferences of mgiministrative variables. For instance, betweei2ind

2009, the staff strength of Kogi State public seevihad surged from 23,344 to 34,000 without proper
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approval for such expansion. It was also discalénat of 2,357 personnel employed between 2004 and
2009 by the eleven MDAs understudied in the cowfsputting this paper together, it was only Kogi
State Sanitation and Waste Management Board thapgroval for only 50. Even this agency that got
the approval for 50 slots, overshot the approvaedt Iby 245 as it employed a total of 295 candidates
Teaching service commission (TSC), Hospital Manag@nBoard (HMB), and Science Technology and
Technical Education Board (STTEB) employed 707, 886 305 candidates respectively without any
approval.

Analysis of staff distribution in Hospitals Managemh Board between December 2003 and
April 2004 showed a significant difference betwélka objective needs of the board and the volumes of
recruitments carried out by the board within thequeunder review. For instance, as at DecembeB8200
out of the 2,294 staff on the payroll of the Boakh88 (70%) were support staff while only 706 (30%
were in the core staff category running the thigéssin its 65 hospitals spread across the state.

Out of the 706 of the core staff, doctors were 8@ pharmacists were 27. On the average, each
hospital had 1.3 Doctors and 0.5 Pharmacists.dretlent were any hospital had more than one doctors
or pharmacists (which did happen), many hospitaseweft without a medical doctor or Pharmacist.
Between January 2004 and April 2009, this Boarduited a total of 506 employees, consisting of only
10 medical doctors, 5 pharmacists and 24 laborateghnicians. Further careful study of the
employment showed that while the general (suppsietif consisted of 308 (69%), those of core need
were just 198 (31%).

In Ministry of Works and Housing, the situation wast different. The three core sections of the
ministry are Civil, Electrical and Mechanical. As @Becember 2003, the analysis showed that the 474
staff of this ministry consisted of just 134 (28étye staff, made up of 44 in civil, 46 in electtiaad 44
in mechanical. Among these, there were just 11 eiwgineers, 8 electrical engineers and 12 mechhnic
engineers. The rest 340 staff considered of supgiaff, made up of clerical and executive cadres in
administration or accounts.

Between January 2004 and April 2009, the ministgruited 76 new employees. Out of these,
only 16 (21%) constituted the core staff while temaining 60 (79%) consisted of support staff.

Going by the above analyses, it was clear thatréiceuitment done within the period under
review lacked reasons to be characterized as bwrg - based. This study had also encountered one
irregular method of filling vacancies called "repgment”. Using this method, as soon as an offigfr |
the service, he/she was quietly "replaced" by spwading numbers of applicant whose salaries could
be accommodated by the leaving officer/s. In Tearlervice Commission, for instance, 510 officials
were recruited through this means between 2004£2868.

Summary

The practice as described above, significantly realitted the procedures of systematic capacity
auditing/identification of capacity gap; declaratiof vacancies/advertisement; collection and short-
listing of applications and interview, selectiondaplacement, earlier described by Onah (2003), and
Aina (2010). This was a huge violation of the @tz rights of equal opportunities and freedom from
discriminations expressly defined in sections 18,16, 17 and 42 of 1999 constitution of the fetera
Republic of Nigeria (as amended).

The above violations in the face of the existingdacorresponded with the formalistic attitude
earlier described by Riggs. In the same way, e af public office by the political class and thei
strategic bureaucrats to satisfy private (politieghnic or family) interests corresponded with Hada
concept where office serves the dual purposesrafdbstate business and private court. All theseewe
seen to have impeded on the validity of the resongrprocess in the state public service.

The consequences of the above in the’statblic service were that: employees inflow wame
than the absorptive capacities of the MDAs; thaspleyed lacked the requisite knowledge, skills and
attitudes for the job they were employed for; Thesre cases of protected indiscipline as a resudt g
fatherism; the wide spread disloyalty to constiiuéithorities had resulted in lack of prompt regesn
to lawful orders; there was increase in trainingdeand consequent high training costs; there paoe
servicing of employees’ entitlements and benefitd eonsequent industrial crises; and there were wid
spread accommodation crises and consequent olistsitd completion of tasks.
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RECOMMENDATIONS

In view of the observed consequences of violatibrihe resourcing procedure in the state’s public
service, the following recommendations were offered
(i) Regular staff auditing should be instituted amdmgrespective MDAs
(i) MDAs should be compelled to declare their vacanaies make their recruitments open
(iii) Selection of candidates should be strictly basefdredetermined criteria
(iv) Staff movements (turnover) should be sufficientlypnitored and controlled by effective
Personnel and Pay-Roll Information System (PPI®) wihighly centralized password
(v) Civil Service Commission should be re-engineered ldoy and resources to enforce the
appropriate recruitment laws
(vi) Sanctions against offenders of resourcing procedahmuld be certain, swift and severe in
order to make the stake in conformity with the aktales high.
(vii) Mass media, civil society and Human Right agensiexuld take special interest in the areas of
recruitment from the perspectives of fundamentahdw rights/freedoms.
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