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ABSTSACT

Goal s and obj ectives, human resources, and the community, are
an integral part of any organisation. For Human Resource
Managenent to be effective, organisational goals and objectives
nust be achieved, hunan resource needs net, and the

expectations of the community considered and served.

The cries of parastatals for nmore funding fromgovernnent, the
clanor for better conditions of service and basic working
rights by human resources, and. the push from communities for
better consideration by parastatals, pricked the researcher's
curiosity to determine whether the three scenarios in Human
Resource Managenent of - organisation, human resources and
commnity - are been snoothly interwoven, and whether the
present status quo ensures the survival of parastatals now and

beyond.

Data for the research was coll ected using, relevant literature,
gover nment publications, of fici al docunment s,
newsl etters/bul | eti ns, questionnaires and personal interviews.
In anal yzing collected data, the percentage of responses

each alternative against the total responses for the quest

were taken. The response percentage for all questions were
interpreted. The four hypot hesis guiding the research were then

anal ysedandi nt er pret ed.

Vi



Findings at the end of the research have shown that,
parastatal s have the requi site human resources to achieve their
goal s and obj ectives. Existing conpensation policies, training
and devel opment programmes, enployee safety and health
policies, and relationship wth Ilabour are inadequate,
Attitudes towards communities |eave nuch to be desired. That

parastatal s have the capacity to survive now and beyond.

Concl usively, parastatals in Ngeria are neeting their set
goal s and objectives, human resource needs are not satisfied,
and communal expectations are not adequately served. |nother

wor ds, Hurman Resour ce Managenent in N gerian parastatals is not
effective, though they have the potential (if well nanaged) to

survi ve.
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CHAPTER ONE

IRTRODUCTICR

According to Arneld R, Deutgch!, the human resource policieg of
organizationg have affected their hottom linee and foregthadowed
a heyW reavolution, one that hag axpanded bhevond the ¢ivil iights
movemsnt itgelf, to ghake the bhuginess world.

Now, like a great tidal wave, a revolution ig sweeping through

uw

the work place, wiping out traditionsl attitudes towarde work,
flooding companies with litigation, battering the wallg of the

educational esgtablicghmant altering the nature of ocur work

[
o

ng

liveg, and forcing a magsgive vegtrycturing of the geals,

|

characteristicg, and operations of world businegs, Neither
yinlent nor pelitical, thiz isg a new Yind of revpolution - a
human regourcesg revolution - bhasged on the changing views of
peopleae about their work, their emploevaers, and their righte angd

agpirations in and cut of the work place.

Panple are in revolt against traditicnal, mechanisgtic work
practices. They are concerned at every working leval about the
iob, to held one or to reject it. They want to

help determine the conditions under which they work, and te



reconcile the traditional busginess emphagie on profite with the
individual needs of each worker on the job, The traditional
work ethic and the mystique of career and company are been de-
emphagized if not discarded, in favour of an ethic in which
work and the smployer have diminighing importance, It ig a
revolution that evtends beyond the work force itgelf, The human
resgources revelution, affectsg today's corporation both
internally and externally., Tt relateg not only to their own
workerg but to a broad range of audiences that are important te
the organication's succese and institutional image. There ig a
new "gcore card" for management, ag Peter Drucker hag gaid, in
that management is no longer concerned solely with the hottom
line, but musgt also regpond to changing gocial factore., In the
gpace of a single decade gayg Dautech, "the human resources
revolution hag become a dominant element in the operation of

i 7
huginess and industry". =

The term 'human regourceg'’ which ig gynonymous with employees
and personnel dJdescribe the work force of any organisation,
establishment or country. In the words of Deutech, ".., human
rasgources affect every aspect of the organigation, from hiring
to marketing to investor attitudes, and extends beyond buginess
and industry to inveolve government, education, unicng, the
economy, the congumer, and the general public in extencive,

compley, and vital inter-relationshipg".®



Human Resource Management, on the other hand ig defined hy M. J.

Juciug ag, ",.. the field of management which has to do with

planning , developing, organisging and controlling various

operative functionsg of procuring, developing, maintaining and

utilizing a labour force guch that -

a) Objectives for which the company ig established are
attained economically and effectively,

h) Objectives of all levelg of pergonnel are served to the

highegt possible degree,
¢} Objectives of the community are duly considered and

sarvea" !

Human Regource Management ag ig practiced today in Nigerian
parastatale ie faced with the following three scenarios;
Parastatals are set up to realize gpecific national goals
and objectives., Ag¢ such, a parastatal's guccesgs ig peasured
against the goals and objectives for which it was get up.
For a parastatal to have succeeded,it musgt have met the goals

and ohjectives setting it up.

Human resources in any Jjob sgituation have needs they

gtrive to gatigfy. For human resource output to be high,
parastatals muet ensure the gatisfaction of sguch needs.
Where human ragource needg are gatigfied, work ig ag natural
as rest or play, and individuals will not only sesek
regponsibility, but will algo willingly pursgue the



parastatals' goals and obijectives,

Parastatale 4o not exist in igolation., They are located within
the framework of the gociety. Parasgtatals, to gurvive, must
adhere to the laws governing the gocietieg they are in, and
also, meet the eypectations of the society, The survival of
paragtatale aleo involves gtaying abreast of the competition

within ite industry.

It ig the prerogative of Human Regource Management to inter-
weave the above three gcenarios into one such that, the
parastatal's goale and ohiectives are met, human resource needs
are gatisfied and societal needs and eyvpectations are lived up
to, In other words, Human Resource Management is concerned with
eneuring that, objectivas for which the parastatal ig
aegtablished are attained economically and effectively, that
ohiectives of all laevels of personnel are served to the highest
poesible degree and that oblectives of the society are duly

considered and gerved,

By any standard, it can be appreciated that, to attain a
favourable balance in thesge three gcenariosg ig no mean feat, It
ig the appreciation of thie fact that has pricked the
regearcher's interaegt to find out how Nigerian paragtatals are
thriving in their attempt to meet the obhjectives for which they

avigt, gatigfy their employeas and serve gocietal needs at the



lowest posgible cogt, Egpecially in these times that employees

are demanding more and more of organizations,

To do this, the regearcher has ascertained how parastatals plan
for their human resources, how they procure sguch human
raesourceg, and the lengths they go to retain them; what human
resource neede and evpectations are and whether they are been
met; what the expectationg of the society are and whether they

are duly considered and served.

Thisg regearch will dstermine how effectively human resources
are being managed in Nigerian parastatals, Tf at the end of
this study it is found out that, human resources are not
heen managed to the satisfaction of the parastatal, the
employee and the gociety, recommendations will be proffered
that will facilitate the smooth inter-weaving of the earlier
three scenariog in a bid to entrench the required
effectiveness of Human Resource Management in Nigerian
paragtatals that would engure their survival in the new

gncio-aconomic order,

1.1.2 Statement Of The Problem

Tt ig common knowledge that most Nigerian parastatals are not

realizing their objectives, Generally, the ohiectiveg of thege

parastatals are of such a technical nature that, high calibre



of human resourcesg and sgophisticated equipment are a must for
them to survive, Tn the presgent aconomic circumstance howevaer,
the funde available to acqgiire the required human resgoirces and

aguipment are limited,

The problem which this research will unravel ig, whether, Human
Regource Management with ite three faces of
crganigation,personnel and gociety ig heen effectively utilized
to ensure the survival of parvastatalg in Nigeria, The regearch
will determine if and why WNigerian parastatals are non-
performing, highlighting possible problem areas ag, the
unfeagibility of parastatal cobjectives, the lackadaigical
attitude to work of employees and the conduciveness of the

environment in which parastatals are located.

P A Obhjectives Of The Ressearch

The ohiectiveg of thig regearch work are namely to:-
i) Evaluate the effectivenezs of Human Regource Management in
Nigerian parastatals.

ii) Appreciate the gtrengthe and weaknesseg of existing Human
Regource Management policieg in Nigerian parastatals,
ii1i) Determine whethaer the needs of employess in Nigerian

parastatalg are gatisfied.
iv) Determine whether communal neede and evpectations are

racognised and served,



vl Datarmine whethser Human Resource Management as

practiced in Nigerian parastatale ensures their

gurvival,

vi) Consider the progpecte of Human Resource Management in

Nigerian parastatale,

vii) Proffer recommendations at the end of the gtudy that

will furthar enhance Human Resource Management in

Nigerian parastatals.

1.1.4

Hypotheses

Thie gtudy will test the following hypotheges:-

HE:

1) HQ:
Hy

2) H,

3} H,

Nigerian parastataleg are not achisving the goalg and
obiectives setting them up.
Migarian parastatale are achieving the goals and

obiectivesg setting them up.

;: Parsonnel in Nigerian parastatals are unmotivated and

diggatigfiad,
Pargonnel in Nigerian paragtatalg are motivated and

gatiegfied.

Communal needs and expectation are not heen duly

congidered and sgerved,

: Communal needeg and evpectations are been duly

congidered and served.



4) H, : Parastatalg in Nigeria do not have the requigite know-
how and egquipment to survive the presgent socio-
economic climate and beyond,

Hy : Parastatals in Nigeria have the requigite know-how &
equipment to gurvive the pregent gocioc-economic

climate and beyond.

1.1.5 Research Methodology

Becording to Dsuala, E.C.°, research probleme can be solved only
on the basgig of data. A major responsgibility of the researcher
ig to get up a research degign capable of providing the data
neceggary to the solution of hig problem. The more clearly and
thoroughly a problem and ite many ramifications are identified,
the more adequately the gtudy can bhe planned and carried to a
guccageful completion, Thus, the task of the resgearcher isg to
gynchronize the statement of the problem with the degign to be
usged in the golution, Every agpect of the gtudy down to the
lagt detail of evecution must be planned before the study is

undertaken,

Tn ovder to realize the obhiectiveg of thig study, relevant data
has been collected through the following methods of dJdata
collection; -

a) Questiconnaire - The questionnaires which were of three types

ware desgigned and adminigtered personally by the resgearcher,



One each for, management personnel and a random cample of the
loecal population.

b} Personal Interview - This method provided the researchey
the opportunity to asgk gqueetions not included in the
questionnaires, He used this opportunity to note the
interviewee's reluctance to answer certain guegtiong and
thereby eliminated unreliable answers,

¢) Documentary Evidence - This invelved the collection of data
from, official publicationg, documents, newsletters,

raports and review of relevant literature,

The percentage responsge method has been uged to analyse data

collected through the quegtionnaires administered,

1.1.6 Significance Of The Regsearch

This research, which hag evamined the practice of Human
Regource Management in WNigerian parastatalg, intends that,
parastatals in Nigeria will appreciate loopholeg highlighted in
their Human Raegource Management policies and practices, Tt ig
intended that the outcome of thig research will either add to
or compliment what ig already known about the practice of HEM
in Nigerian pavrastatals, Furthermore, that practitionersgs and
gstudentg of Human Resource Management will find it worthwhile

ag referance material,



X.32.7 Scope And Limitations

Thig gtudy dwelt on the Human Resource Management functions of
recruiting, selecting, appraising and compensating employses.
Tt locked at efforte made to train and develop employeeg and
their work environment and whether also, the needs of
employees were heen met within the existing Human Resgource
Management framework., Tt also critically evamined the ability
of current employees to meet organisational gealsg and
objectives and whether too, the community's expectations were

haen served,

Due to time and financial conetraints, the study has not
involved all parastatals in Nigeria. As a result, the Centre
for BAutomobhile Desgign and Development, Samaru, Zaria, was
chogen ag a cage gtudy. Generalizationeg have been made as to
the findings at the Cantre for Automohile Degign and
Development , Samaru, Zaria, to be applicable to all parastatals

in Nigeria,

Tt ig aleo worthy of mention too, that in collecting data for
thig research work, the Management and Senior Staff of the
Centre ware the cataegory of staff the regearcher liaigsed with.
The Junior Staff were eycluded. This was to aid easy
commuinication and understanding of what the regearch ig all

about and what ig evpected from respondents,

190



1,1.8 Pefinition Of Terns

For clarity, the following terme are defined below in the

canteyt they have bhee

Human Regources - The term human resocurces 12 uged
inferchangeably with pergonnel and emplovess Lo mean the sganme
thing

Humanr Resourcs Management, Pergonnel Manpagemeant and Pergonnel

Adminigtration are the zame thing.
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CHAPTER TWO

LITERATURE REVIEW

2.3.1 The Subiect Matter

The evoluticon of Human Regource Management {HEM) started

from, Frederick W, Taylor's 'Scientific Management', to Elton
Mayo's 'Human Relatione' movement, to contemporary trends apd
development .

[l . i = —— K
Taylor'se major emphag

¢ in hisg concept of management wase on the

e

collaboration hetwasn the management and the workars through
the application of gcientific methods., He bhelieved that
goientific methods should be applied in selecting the workers,
in determining their Jjobe, and in creating an understanding
hetwean the management and the workersg that would improve tha

overall industrial efficiency.

Mayo's emphasgis wag the workare; the need to be supportive and
friendly, and the desirability of consulting employees on
mattars affecting them, Thig emphasgis was on leadership,
democratic supervigion, satigfaction of persgonal gealg, and

cgreativity of employees,

Contemporarily, the subject's emphacis ig on undergtanding the
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human eide of arganizations, It promotes the notion that to
undarstand the organigation, we must first gain knowledge of
the eamotional make up of man, hig desgires, drives, and
agpirations. The subjact matter of HRM today, ig not only about
understanding the individual and his interperconal
relationghipe, bhut alego about intergroup relationg that make up
the organigation and the society it ig to gerve, and also ahout
ensuring the realization of organisational goalg and

ohiectivags,

2.31.2 Historical Development

According to Chruden, et al', “HBM hag bheen necessary ag long
as there have hean groups of peopla organised to achiave common
geale, Individuale vregpongible for leading and managing
organizations, even canturias age, for avample, ware confronted
with the nesd to provide some type of training, motivation,
leaderchip, and remuneration for their personnel if only on a
hit-or-misg bagie, Gradually, however, improvements were made
in the performance of these personnel procegses, Many of these
improvements were in regponse to gpecific needg or presgsursas
that aroge asg the result of wilitary, sconomic, or social

crigas",

Aecording to Ivancevieh!, "the Tndugtrial Revolution in the late
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13*, Cantury laid the bagie for a new and compley industrial
society, In simple tarms, the Tndustrial Revolution started
with the substitution of steam power and machinery for time-
consuming hard labour, Working conditions, social pattarneg, and
the divigion of labour were gignificantly altered. With these

changes aleo cama a widening gap betwean workere and owners",

The drastic changes in technology, the growth of organizations,
the rige of uniong and governments' concern from time to time
about the working people resultad in the development of Human
Ragource Departmants, Farly personnel adminisgtrators were
called welfare gecretarieg, Their job was to bridge the gap
batwaan management and workers; in other wordg, to speak to
workers in their language and then recommend to management what

had to ha dapne to get the hegt recults from emplovess.

Until the 1860s, the personnel function wag considered to be
concarned only with blue-collar or operating employeeg, Peter
Drucker ie¢ often quoted ta have refarred to the parsconnel
management ioh ag, 'partly a file alerk's job, partly a hounse-
Veaping jobh, partly a e€ocial worker's Jjob, partly fire
fFighting, and leading off unien trouble', and this reflects a

dictinet blua-collar orientation,

Tha HEM function ig today, concerned with much more than simple
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Filing,  Thouse-Kesping, and record Xeeping, When it ig
intagrated within the organisation, it plave a maior role in
identifying the firm's HRM problems and finding solutions to

tham,

Z2:1:3 NDefinitions

No definition can be eypacted to deccoribe fully any concept or
subjact, Tt can, howaver, sarve asg a springboard for fruitful
analveig and amplification, Parsonnel /Human Rasourca

Management (P/HEM) ies defined ag follows:

It ig defined by Juciug? ag, "the field of management which hasg

te do with planning, developing, orvganising and controlling

various operative functions of procuring, developing,

maintaining, and utilizing a labour force such that the-

a) Ohjectives for which the company is establisghed are
attained sconomically and affectively,

h) Ohiectivas of all laevels of personnel are gerved to the
highesgt possibla degrese,

<) Ohjactivaes of the community are Aduly congidered and served",

Gluack*, defineg it ag, "that function of all enterprises which
provide for effective utilization of human resources to achieve
hoth the objective of the enterprise and the satisgfaction and

davelopment of the emplovesg”,
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In the worde of Tvancevich’, "it i¢ that function performed in
organizationg which facilitates the most effective use of
people{employass) to achievae organigational and individual

goala",

2.2.0 The HEM Function Tn Organizations

'r{
HREM i¢ the recognition of the importance of an organigation's

<
work force and the utilization of geveral functions and
activitias to ensurse that they are used effectivaly and fairly
for the benefit of the individual, the organisation, and
gociety, | Buginess today, ig in a peried of change and
uncertainty, whether orvganizationg resgpond guccesgsfully to the
challenges largely dependes on how well the human resourceg at
their digpogal ave utilized.'

o}
A HRM department performs five major functions, namely:
i} Planning for human resource needg of the organigation.
ii) Staffing the pergonnel needs of the organisation,
iii)appraisging and compengating employee hehaviour,
iv) Tmproving employess and the work senvironment,
v} FEetablishing and maintaining effective working

relationships,

2.2:1 Planning For Human Regource Neads
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Thig function compriges of:

a} Planning and forecasting the organigation's short and long-
tarm human resource reguiremente,

k) Analyzing the jobhg in the organigation to determine the
gkills, Knowledge and ability that are needed, and degigning
jobs to accommodate the needs of both the individual and the

organigation,

Tn a nut shell this function isg broken into the following

procesggeg-

Job Dasgign
- Job analyeis
- Job Degcription

- Job Specification

Job Design .

Aocording Lo Mccormické, individual jobs|do not exigt in vacuums
but within the frame work of an organigation, or a gystem, that
ig get up to fulfill some objective, Jobh design really isg an
agpact of gystem degign, since individual johg evist by reason
of the functiong they are intended to fulfill within systems of

which they are part,

Birchallj, gaye that, "JTob design .ig concerned with the

gpacification of the contents, metheode, and relationshipe of
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the jobs lin order to gatisfy tachnological and organigational

il 1

requirements, ag well ag the gocial and personal requirements

aof the ioh haldar",

Glueaka,an the other hand, defines iobh dasign as, "the parsgonnel
oy engineering activity of gpecifving the contentg of the iob,
the toonlg and techniquesg to he uged, the gurroundings of the

work, and the relationship of one ioch to other iohe",

Tt ig alego =een to be a geat of purpeoses, tagk characterigtics
and task Autiss in a given organigational setting basaed on a
gat of unique organisational and personnel gualities. The focus
on job design is meant to improve the performance of each job.
A good job desgign ensures that responsibilities are well
defined and made compatible with the ewmployee, Tt hag to do
with the organisgation of regponsibility in an organigation,

Fvery ioh ghould bhae traced back to a gpecific pareon,

ob Analyeig
HcCOrmick;, geag two reagons for heen concerned about peoples
jobs - that ig, about the nature of their involvement in the
production of the goodg and gervices in the economy. Such human
involvement should contribute to efficiency in the production
of such goode and sgervicee but it must be g0 gtructured that it
enhances or at least maintains such values as safety, health,

and posgeibly iob satigfaction. Thig, according to him, ig what
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Joh analyeie ig about,

He gays it i, "the agpect of employment planning which ig
concerned with the study of the iohs in an enterprige, In
particular, job analysis and the resultant iobh specification
¢larify these agpects of sach iob: the work activitieg; the
tools, eguipment, and work aids used; job related tangibles and
intangibles {such ag materialg usged, products made, services
rendered);work performance; iob context (working conditions);
and raegquiramaente necaescary to the ioh {(such ag knowledge,
«killeg, evperience, and personal attyibuteg"®,

Job analyeis ie¢ also 2aid to be, the process of gtudying and
collecting  information relating te the operation and

ragpongibilitiag of a gpeacific iob,

Tk arrintian

The job description ig, "one of the primary toels for
cpordinating the human and nonhuman resourceg of the buginess
to achieve individual, group and organisational goalg, Tt
provides serviges in a number of wvital areas like lagal

F 4 p - " 11
compliancs, industrial relations, and collective bargaining™-,

Job descriptions typically congist of dageriptiong of the work
activitiae that are performad in a iob. Thay usually also

include information about other Jobh related agpente, cuch as

]

> z - 1
working conditionsg and toolsg and eguipment used'’,

(5}
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Tt ig  an  organisged factual statament of duties and
regponeibilities of a gpecific job, A good jobh description is
elear, indicates scope, 1is  specific, shows supervigory
ragponeibility and ig brief, The iob analyegie provides

information about the job that results in a degcoription of what

. . 13
the iob entailg',

The job gpeacification takes the ioh description and answers the
gquegtion, 'What human traite and eyperience are necesggary to 4o
this job well?' Tt tells you what Kind of person to recruit for
the job and for what gqualitiaes that person should he tasted't,
Tt gete forth the peaersonnel regquirements or personal
reguirements that are gpecified for thogse who might be
candidatas for the job in question, Depending on the ioh, a job
gpacification might include statements of educaticonal or work
avpariance regquiremente, ekille required, age, gey, physgical
charactarigtics, vigion, and other personal characteristics,
and in gome instances tegt-gcore gtandarde that ghould bhe met
by candidates!® Tvancevien!?, says that, the job analysis results
in the gpecification of what kind of traites and eyperienceg are

neaded to perform the iob,

2.2.2 Staffing Tha Parsonnel Needs Of The Organisation

Oonce the organigation's human regource needg have heaan



datermined through the planning procesg, action must he
ingtituted to ensure that guch neede are met, Thie involves the
procasgs of mobilizing a potential work force by recruiting ioh
applicants and gelecting from the applicants those that guit or

match the available iobg and then placing them,

aryitmar
Recruitment ig the firet gtage in the employment
procedure!’ .Once a determination of manpower requirements have
hean made, the recruitment and hiring process can begin,
Racruitment i¢ the process of gearching for prospective
amploveas and stimulating them to apply for dobs in the
organigation',

Tha objective of recruiting new employees ig to attract
applicants to the company in order that their qualifications
for preagent and anticipated vacancieg can be reviewad through
the screening procadure“.aecruitmant ig degceribed by voder™, as
a positive managerial function in that candidates for

apployment are formally made available,

The purpoges of a racruitment function are patently straight
forward: to seek out, evaluate, obtain commitment from, place,
and orient new aemployeaes to fill positions regquired forrthe
suécessful conduct of 'the work of an erganisationﬁ.rt involves
cearching for and ohtaining potential job candidates in

gufficient numher and guantity go that the organisation can
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sela¢t the most appropriate people tb fili ite iob neeﬁs.
Glueckl!, defines recruitment as, "that set of activities an
antaerprice uges to attract ioh candidates who have the
abilitieg and attitudes needed to help the enterprice achievse

ite obhisctivag",

Generally, recruitment may be done internally or evternally.
Some organizations prefer to vecruit from within in order to
hoogt emplovee morale, lovalty and motivation. Itpalso.hég the
advantage of stimulating the preparation for poseible tranefer:
or promotion and increasing the general level of gatigfaction
and in providing wore information about job candidates through

analysie of work higtories within the organigation.

Other organizations have it as a policy to recruit from outside
whenever a vacancy eyists, PRecruiting externally attempts to
pravent in-breeding and to encourage new ways of thinking. On
the other hand, where internal recruiting cannot provide for
the job specifications, then aytarnal sources have to he uged,
Evternal sourceg of recruitment include, public and private
employment agencies, labour uniong, schoolg, professional
aggociationg, uneolicited applicants, mergers and acquisitions,

and trade unions to name a few.

Sﬁ I ﬂr-_f i OV

Parzgonnel sgelection ig a process whereby the most suitable
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candidateg, in terme of adiundged job-performance potential, are

14

icked from the available pool of applicants According to

2
L

Yoder® , 'selection ig the negative counterpart of recruitment '
Tt marves the function of sgcreening applicants made available
by recruitment and chooging from this group those most likely
to suceeed, Tn practice, it isg 4difficult to geparate the
recruitment and gelecticon phagesg completely ecince gome

g onas N PP T O .
gelactivity must be eyerciged in any recruiting activity.”

Tf employee planning leads the organigation to helieve that
additional people are needed to get the work done, recruiting
takeag place, Recruiting provides a list of pataential amploveas,
Selection ig the decision that makes the choice of who should

be chogen from that liet,

Salection, ig defined ag, "the process by which an enterprise
chooges from a ligt of applicante the person or pergons who
hagt meet the gelection criteria for the position available,

B " - " 1 ]
congidaring curvant envivronmental conditionpe" &

Tf a selection program is to he cucceseful, the personnel
charvacterisgtice heliaved necessary for effective performance on
the job ghould be sgpecified at the unit level. Only then can
thoge selecting from the applicante do =0 with any reagonable
chance of hiring pecple who will perform well., Selection

technigques gomet imes ¢an detect the characterigtics degired in
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an employea, provided thay have heen gpacified.

The ¢riteria
usually can be summarized in different categories: education,

aypariance, physical charactaristics, and personal

2
8

charactarigtics,

Placement

By the term gelection we mean both evternal gelection, wherehy
candidates are recruited outside the organisation and gcreaned
to fill a wvacancy, and internal promotion, in which the
position ig offered to a qualified employee with potential for
higher level regpongibility. In either casge, proper placement,
ig an important c¢onsideration when two or more different
pogitions are available to a candidate who appears, in general,

to meet the company's requirements for employment ?

Placement ig the personnel activity which introduces new
employees to the enterprisge and to theiy taske, superiorg and
wbrk gfoup.ﬁ Normally, thig gtage beginsg when the applicant is
found appointable through the procegs of gelection, The
placement function immediately follows, because it ig
congidered as part of the hirving procedure, Tt ig the process
of determining which of these several pogitionsg that are

availahle and within the competence of the candidate will he

most guited to him, '

Placement i based on much more than intrinsic job duties, T¢
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takes inte account the characteristics of gupervisors and co-
workers in the units where the vacancies exist; the tempo
regquirements; the apportunitiseg for promotion; and guch factors
as the quality, and variety of work called for, the amount of
physical activity, the degree of regpongibility, and the need
for adjustment to crigeg and to change, In addition there are
work related conditiong that mugt be congidered, For example,
ig the work indoors or outdoorsg? TIs any element of danger
present? How much strength is raacm,i.rsznd‘?!2 It ig concerned with
the problems of introducing or orienting a new employee to the
organisation, Proper orientation ig meant to minimize the rate

of voluntary resgignation, mostly from newly emploved etaff,

Placement ig ag Jdifficult ag gelaection. In gelaction, the
applicant hag to be measured bhoth against general ioh
reguiremente and againgt other applicante; in placemant, he has

ta be meacured againgt the different requiremente of gaveral

3

Nad

positions,

2.2.3 Appraising And Compensating Employee Behaviour

Thig procegs involveg appraicging performance and compensating
the work force, Tt ie¢ alwave good and advigable to attempt to
find out how aemplovees are doing on their jobs in order to
reward them accordingly. The investigation may indicate that

they are not doing well which may mean that theiv reward
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gtructure needs to be changed or that they need training.

formance Appraiga
Nothing ig more vital to continued prosperity than helping
people contribute more on the job, In the organizations that
make up the world's complew and fast changing ecopomiag,
nothing shonld count more than what people do at work. Helping

them do it better is= what performance appraical ig all about

The hierarchical nature of mosgt modern organizations means that
gtrategy ig evolved at one leaval and converted into action at
several others. However, as organizationg bhecome larger and
more compley and as new technologieg evert their influence, so
lines of communication tend to both preliferate and attenuate:
the need to c¢larify individual accountabilitiesg becomes an
increasingly urgent prol}lam.35 The appraisal procegg gtarts when
the employee and sgupervisor reach a mutual understanding of
what needs to he accomplished, Tf evpectations are not ¢learly
gtated, mutually understood and presented in measurable terms,

F 2 % 4
performance will be difficult te evaluate ¥

Parformance appraisgal ig, "a formal digcugsion hetween a
guperior and a subordinate for the purposge of digcovering how
and why the gubordinate ig pregently performing on the job and
how the subordinate can perform more effectively in the future

g0 that the subordinate, the cuperior and the organication all



A 11 5 i
henefit"™ © Tt ig aleo gean ag, "the pargonnel activity by means
of which the enterprice detarmines the extent to which the

" s o 12
employee ig parforming the ioh affgotively™

Parformance appraigale are done for geveral reagons. "Firgt,
performance appraigals provide information on which promotion
and sgalary decigions c¢an he made, .,, Second, performance
appraigal providesg an opportunity for vou and your subordinatae
to git down and review the subordinate's work related
behaviour. ..., Finally, it algo allows you and your subordinate
to map out a plan for rectifying performance deficiencies which

. i 3 i 3
might ha 1ﬂent1fled“.ﬂ

Performance appraical ig one of the most problematic areas in
HRM., No matter whather the ovganigation isg large or emall,
buginese, government, or educational, the perfarmance of its
membere must be evaluatad in order to make decigions on wags
and salary levels, on promotion, on training needs, and on many
other important programs.*ﬁ Some performance appraicals are
gquite informal, perhapse an oc¢casional pat on the hack and a few
ancouraging wordg by  one's guperior, Often, |Thowever,
parformance appraisal is a very formal process, relying on

detailed written forme to supply informatiﬂn.”

Rocording to Flippﬂ“, "no firm hag a choice ag to whether oy



not it should appraise ite personnel and their performance".
"Jugt ag training must and deeg take place after hirving, it is
inavitable that the performance of the hired parsonnrel will bhe
evaluataed by somaohe at gometime, The c¢hoice ig one of

methoa" b

Goals and grtandarde are methods by which iob evpectations can
he a¥presged, Those rasgponsible for performance appraigal need
a geod understanding of goalg and standards, and how to use

thaem during tha appraisal pracass.”

Compensat ion

"4 fair day's work for a fair day's pay"ﬁs "One of the most
Aifficult functions of personnel! management iz that of
detaermining ratag of monetary compangation, Not anly ig it ane
of the most compley duties, but it ig also one of the most
gignificant to the arganication, bhecause wages and salaries
often congtitute the greatest single cogt of doing business, Tt
ig alsgo important to the emploves hacause the pay chegque oftan
ig hig gole means of economic¢ survival; it ig also one of the
most  influantial factors determining hig status in the

gociety" i

Compensation is but one component of the exchange procege in
which emplovees proavide a package of abilitieg, skills,

degireg, and vitality in exchange for a package of rewards
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provided by the employer. The intent of these rewards from the
pergpeactive of an amplover ig to eaencourage and channel
employee hehaviour intoe activities that lead to successful

2 3 7
buginegs operations.’

Compensgation ig the activity by which organizations evaluate
the contributions or performance of employees with the aim of
distributing fairly direct and ipdirect monetary and non-
monetary rewards within the organigation's ability to pay ag it
may legally be required, Tt is defined ag, "the monetary
vewards paid by an enterprige for the work done by an

IE
amployee" *f

The ability motivation has in attracting, vretaining, and
motivating individualeg ig relataed to the importance money has
for many people, Money is able to gatisfy many emplaovee
preferences in bhoth direct and indirvect forms and hecausse
individuale differ in the importance and type of preferencas,

monay can take on varving degrees of importance,

Wages and galaries as direct formeg of compensaticon are very

.

important, B gound wage and sgalarv poelicy isg capable o
procuring, maintaining, developing, promoting, and transferring
amployees and getting effective recults from them, The term
wage referg te the remuneration paid to the worker for gervices

randered to the organisgation on hourly bhagisg., While galary is
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a compengation paid to smplovees for sgaerviceg randered on a

waekly, monthly, or annual hasgie,

HEM =trives to ensure that a good wage and galary
adminigtration policy is in place to:

- Bttract and retain the services of amployeas,

= Pay emplovees accerding to the requirements of the job.

- Twprove employes morale,

- Reduce rate of labour turnover and absenteeigm,

- Tnerease organiszational flevibility and effaectiveness,

B Improving Employees And The Work Environment

Thig function involves:

- Detarmining, degigning, and implementing employee training
and development programs to increase performance on the job,

- Tmproving the phyeical work environment to mavimize

amployes gafety and health,

T ini and Navy 5] ant

Judging from the large number of magazine articlesg, televigion
gpeacials, and genarally favourahle comments, the deavaelopment of
human resources ig a goal which is shared by a great majority
of the working public, Some of the impetus for thig movement is
from the vary nature of the technelogical procesgs which sweeps

paople and organizations at an ever rapidly increaging pace,
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There ig the parsonal impetus of individualg who gea increaged

skills as a ticket to bettar jobs, mobility, and security.”

After egtablishing a manpower plan for the organigation and
having also attended to the recruitment and selection
procedureg, human regource dapartmentg now focus attention on
training and development of the emplayees.Eﬁ Training ieg a
ghort-term process of learning sgpecific gkille by both junior
and intermediate gtaff, Navelopment on the other hand, is a
long-term learning procese degigned to develop genior officers
in order to acquaint them with changes in technology and

51
managemant mathods

Training and development, like salection, ie an activity made
neceggary, hacause of the dynamic nature of the environment in
which organizations exigt, as well as by the changesg that occur
in ite human resourceg.’ "In other for an organigation to grow
and remain viable, in light of changing conditions in ite
environment , iteg human resgources must adapt tgo that dynamic
anvironment hy continually adding new gkille, Mnowledge, and
ahilities to their repertoire. Tn addition, the organisation
mugt maintain an internal poal of human resgourceg capahla of
moving into higher-level pogitions, Tt ig through training and
development programs that the human resource department ig able
to help upgrade and add to the existing competence level of an

organigation's labour pool. However, before any training and
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davalopment program is begun, a thorough asgessment of training
needs ig reguired, Here the needs of the organigation in terms
of human regources are made eyplicit and current gkill and
ability levels of people are peasured against these needs,
Specific deficiencieg found would gignify not only who needs

. ' 2 % . £1
training, but algo eyvactly what type of training ig¢ required” *=

Employee training and development ig an attempt to improve
current and future emplovee parformance by increaging through
learning, an emplovee's ability to perform hy increaging hig or
her ¢killeg and knowladge, The need for training or development
ig determined by the employee's performance deficiency,

compited as follows:

De - AP T and D needs.

whara;

NP - Degired performance {(prasent or future),

Ap Actual or potential performance,

T and D Training and development needs.

The formiula ahove geeme rathey very sippla, practically, it may
he Adifficult for an organigation to determine eyactly what
parformance ie actpally degiraed, especially in the future and
what level of performance employees are currently avhibiting or

are likely to avhibit in the future,

ta
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Navarthelegs, aoarganizations that angage in ftraining and
development attempt to make tThege agtimateg in order to
increage the potential affectivanesg of their training and
development programs, This ig usually true as the importance

and purposes of training and development are recognised,

Once training neede have heen determined, those regponsible for
training £till have many important decisions to make, Among
thege are the methods to be uged in training {(e.g, lectureg, on
the job coaching,etc.), the length of the program, who the
trainereg e¢hall be, and how they will be trained, and whether
training will take place in the organigation or at an external
#ite, These dacisions can all be grouped under the category of

training program desgign and implempentation considerations,

S e
".,.. the healthy and safe worker gains personal satisfactions
which alone make the effort to improve the health, safety, and
working conditions worthwhile, A more co-operative spirit,
higher morale, hattar workmanship, hattar uge of materials and
aguipment , and battar discipline are raflacted in such workers,
Thay not only gain more enjioyment from their work, but also
make the working day of their fellow workers and superiors more
agreeable. All in all, the persconal satisfactions, earnings,

3
and progresg of such workere are higher“.J
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“"An unsafe or unhealthy work enviromment can affect an
employee'’'s ability and motivation to work, ...security ig one
of the mogt fundamental neads people have., Poor safety and
health conditiong are likely to endanger fulfillment of the

gecurity needs of employees" ™

Becording to Glueckﬁ, "Safety hazarde are thoge agpecte of the
work environment which have the potential of immediate and
gometimeg violent harm to an employee. ... and health hazards
are those agpectg of the work environment which slowly and
cumulatively {(and often irrevergibly} lead to deterioration of

an employeses health".

According to the World Health Organisation(WHo), occupational
health programmes should aim at:

'The promotion and maintenance of the highest degree of
physical, mental and social well-being of workers in all
occupationg; the prevention amonyg workers of departures from
health caused by their working conditiong; the protection of
workere in their employment from risks regulting from factors
adverse to health; the placing and maintenance of the worker in
an occupational environment adapted to his physielogical and
peychological eguipment, and, to summarize: the adaptation of

. g7
work to man and each man to hig iob'.”

The promotion of employee gafety hag made rapid gtrides, not
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merely ae a humanitarian meagure, but algo becauge many firme
have discovered that the prevention of industrial accidents is
degirable ag an aid to a continued high rate of production.
Efforte in this direction ig manifested through the
ingtallation of gafety deviceg againgt all Kinde of dangerous
machinery and through the discsemination of gafety information
to workere, In thig latter activity, safety clubs, literature,
posters and contests are enlisted hy HREM for the purpose of
making employees zafely conscious. To he cost effective and
play a more gignificant vole, HREM can benefit greatly from
being concernad with employes gcafety and health in
organizations, TIndeed, many HREM functions and activities are
ralated to employee gafety and health and ite negleat can

recgult in substantial coste to the organisgation,

2:2:5 Establishing And Maintaining Effective Working
Relationshi

When the need for employvees 1= met, care must he taken to
ansura that they are accepted, compansated, and provided with
conditions that will make it attractive for them to stay, To
achiave thesae, organizations must maintain effective working
relationships with employees, This function invelves three
activities:

- Recognizing and respecting employee righte,
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- Understanding the reagons and methods used hy employees

in organiging unions.
- Bargaining and settling grievances with employees and the
union represanting them ag goon as the grievanceg arise to

avoid chaotic gituations.

Since a contract of employment rests aon the common law rules of
contract, the product of an agreement to hire or sgerve is
prasumad in law to bhe voluntary.“ But thiec ig not alwave s=o,
Adeogun“, hag obsgerved that: 'The presumption of eguality
hatwean the parties .. taends to ignore othar gacial and
aconomic consideratione which may make this equality and its
underlying freadom fictitious apd hallow ... Tndeed, the =0
called bhargaining power of the individual worker ig of little
importance in practice, aspecially in a country like Nigeria
where there are more work-men than iches available and where the
amployer «¢an choose freely whom to employ and undsy what
conditions they are to he employed'.

Tt has hean the practice to regard capital as more important to
the production procegs than labour. The result has been that
the owner of capital decides the fatae of hig capital and of

labour without referance to the owner of the labhour that is

an

N . b
consumed in the produetion process . ™

. P 2
According to Fashoyin', "the local manager generally sees hig
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workere ag inferior and gaenerally avaricious people who ought
to take whatever they are given, Hig official reaction to
workers' protest is generally to interpret it as gabotage and
calenlated to wreck the organigation, This is egpecially
evident where the relationghip ie owner versus semplovess,

The worker wants a manager who recognizes him while he concedes
the manager's superiority and leadership. Thig parception does
not necessarily require monetary or material reward, but the
worker doeg want to be treatad as a person rather than ag an

obiect"

Nwacchaﬂ, obgerved that, "Labour theorigte, on the ather hand,
have maintained, and rightly toe, that labour playg a decigive
role in the production procesgs in view of itg capability to
utilize capital to achieve get obhiectives, Apart from thig
capabhility of labour, its ownaer (the worker) ig dependent on
the result of hig activity in the establishment for the
eatiefaction of all hig other neede and thoge of the membars of
hig family. Thug, the owner of labour has as much stake in the

production procesgs as the owners of capital®™,

Since bhoth of them have sgtakes in the production progess, it
ceame only natural that both should participate in determining
the divection of the production proceags to engure @maximum

hanefit to .all.Ez
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Tt really ig a function of KHRM to see that amplovee rights are
recogniced and regpected in furtherance of the dasire to meet
organizational goalg and objectives, Whare emplovee rights are
not recognisad and respected, high rate of employse turnover
@will resgult and emplovess that aventually remain in such a
gystem will rise up against management which will in the long

run elow down the organisation's pace in attaining ite get

goalg and ohiectiveg,

Unione are formal groups of workers founded to represent
workere' interegte to management, In tarmsg of itg objectivas
and functione, a trade union may be defined ag, "an ageociation
of employesg for the promotion and defence of the tarms and
conditiong of employment of their wmembers including their

al
-

granpdard of living™ *

"GCiven differences in gtatug and rvegourceg, as well ag for
othey reasons, workerg acting individually cannot be eypectad
to have much influence over managerial decigiong, unlesg, of
courges, managament actively gealke thaeiy participation, However
there is gtrangth in numbere, Collectively, workars can have
tremandous power and influence. When thig influence is
channeled through recognised and certified labour unions with
huge memberships, enormoug financial vrvegources, technical

avpertise, and profegsional leadearship, it often becomes equal



to, and gomet imes greater than, the influence and power held hy

management,

Uniong offer =elf protection to their members from real and
perceivaed exploitation and maltreatment hy emplovers. Through
collective action they can improve wages, working conditions,

houre, and other agpects of the iobh environmant,

Uniong also offer workerg celf evpression, Strikes, grievances,
meetings and otheyr activities offer a relief from the monotony
of many jobeg, The unione hring with them cpportunitias for
action, for developing personal abilities and gkillg, for
recognition, for interpersonal relationshipe, and for

evcitampant |

The promigce of golidarity or togethernecs is alego a motivation
to doin unions, A "we feeling"” and cohesion ig fosgtered among
people who sghare the same problems, frustrations and life
circumstances, Besgidaes providing a vent for frustration and an
outlet for action, unions pull together peopla who are largely
in «imilar pogitions, These ghared problems and experiances -

the feeling that vou are not alone - ig important to many,

The ayigtence of unions, thereforse, allows the workerse, usually
thraugh their elactaed repregentatives, to participate in the

determination of policies under which thaey will consent to
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work, The racognition of thisg intarest not only formalizes the
labour-management relationship, but algso sghews that the
relationship bhetween the parties, ae long ag oroduction

continues, can be sgustained indefinitely.

Of course, pecople join uniong for reaseong other than gelf
protaection, self eypressgion, and solidarity, Many join through
real or perceived coercion by others; others have little or no
choice dua to the control uniong have over entry into certain
tradeg; and gome join due to €ocial prassure and conformity., In
addition, some join primarily for economic henefitsg, others to
bacome active leaders, and others to gain persgonal power and

E z 1
pogition® B

Management usually hag problems comprehending how unions work.
Tt ig a function of HEM to make management appreciate the
reagong that neceggitate employees' unicnizing., HRM strives to

011 the machinery that will ensure a smooth and enduring

Tabour-managemant ralationship,

After recognizing and regpecting employese righte, understanding
reasong and methods used hy employees in organizing unions,
management should have no trouble bargaining and settling
griavances with employeeg and the unions representing them as

goon as the grievances arise to aveid chaotic gituations,
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The doctrine of collectivae bhargaining emphasgizes the freadom of
labour and management to determina, as much ag posseibla, the
conditiong under which workers will work as well as other
iggues of labour relations, "In the early daye of collactive
bargaining, little real negotiation or discugsion took place,
Depending on the relative strength of the union and management,
one notified the other of wage rates and other conditions, Tf
there wag a digpute, a strike or a lock out often resulted.
Today, cellective bhargaining - the process of negotiation,
administration, and intarpretation of collective agreasments, as

well as digpute gsettlemants - isg 2till emarging and changilﬁxg“.':'é

Yesufu“, geee collective hargaining ag including, "all methoeds
by which groups of workers and the relevant emplovers cone
taogether, to attempt to reach agreemeant in mattere under
digenggion by a process of negotiation, Such matters are often
regarded as constituting a c¢hallenge, which generates a
relationship of competitive rivalry, and the usual method of
reaching a decisgion is that of compromige, while authority
tands to be darived from the relative gtrangth of the partiaeg
involvad, The process ig collective bhecause it replaces the
individual worker's usually feeble attempte to gain
improvements for himself, and ig instead bhased upon the
cumilative, pooled eyperience of many workersg, thrashed out
through their union, co-ordinated into a gingle programme, and

backed by their collective strength; and it isg hargaining,



hacauge at any ona time the programme ig adaptablses to the
practical situation, and hecause there ig a constant process of

give and take of eyperience, apnd of views, and pogitions",

According to Beatty, ot a1 "eollective bargaining is actually
a form of induetrial democracy, Management and union
repregentatives git Jdown at a table and delibarate, argue,
digcugs, bargain, haggle, and try to influence each other
ragarding varioug aspects of the employvment situation. Their
eventual agreement ig written up as a contract which bhecomes
"industrial law" governing the parties, They must bargain in
good faith, that i, they must agree to meat, to offar
propogals  and counter propogals, and to try to  reach

agraamant ",

Buwployees working in an atmosphere whare, thay are treacognisad
and ragpected, are free to organisse, and management is ready to
meet with their reprecentatives, would have a gense of
belonging such that, output, both individually and ¢ollactively

will he anhanced,
23,8 The Human Resources Side Of Organisation
211 human bheings have obhiectivas thaey aspire to in order to

gurvive, Tn the bheginning (before the advent of paid

apploymant ), guch  objectives were aspired to  either



individually or collectively., Collectively, where such
objectives ware common to all the membere of the community, At
thig stage of man's development, thaere were 'no holds barred’
and human beings {(either individually or enllectively), had the
world at theiy feet to pogitively realize themselves to the
highagt pogeible lavael  Evaery man then, wag the master of his

own degtiny, Traditionally, this ig man,

with the advent of the Industrial Revolution, with ite many
facete  of interdepandence, divigion of labour, and
technological explogion, the world, which man had Known gince
his eyistence ceasged to be, Tn itse place wag a world, in which
to survive, man had to have capital or labour. Asg a lahorer,
man lost the right to freely evpress himeelf when and as he so
wiched, and the right to realize hig potentials without

compromise.

Tn the new order, man had to work to survive (work here, means
paid employmant }, Tha owner of capital assumed an all important
role., The emplover took regponsibility for the programme of
work, Thig implieg a relationship of undafinad authority on the
gide of the amplaver, and undefined cubordination on the gids
of the workman, Tn accepting to work for pay, man had to give
up hig identity and agsume whatavar role hig employer wighed
for him until the day's work was done, The irony of it all

however, was that, the emplover never for one instance,



conguered hisg aemplovee's inherent degire to agpire and he
whatever he was capable of, Thig was degpite the fact that, it
wag not within man's means to chooge hisg emplover and hae wost
timag found himeealf in employment gituations which trampled on

hig bhagic rvightsg and 4id not racognize nor regpact hig

individual agpirvationg,

Under thege conditione, work hoursg, were mogt often perceived
to bhe prigon terms, and the work environment, a prison. Thus,
the avarage employes never put in hig hegt gince the worlk left
hig needg ungatigfied and denied him of opportunitias to
actually exprese himself and prove hisg real worth, The only
rola he could play in hig job sgituation wag that deemed hest
for him by his employer and, according to McGregor“,“Pecple,
daprived of opportunities to satisfy at work the needg which
are now important to them, bhehave eyactly ag we might predict -
with indolence, paggivity, unpwillingnese to accant
regponeibhility, regisgtance to change, willingness to follow the

demagogue, unreasonable demands for economic benefite",

Tn thig setting which wasg completely allian ta man's nature,
with little or no attempt hy emploverg to underctand the
peyvchological makeup of their employees, employeas continued to
put in lesg than they actually were capable of doing. This
resnltad in the uge of threats and cosrcion by the emplover to

get employees to work, He then concluded that man in hisg nature
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ig lazy and diglikeg work, Tt was in the light of these
ciroumetances that Mcaregcrm, propoundad hig Thaory ¥, which
gtateg that -

1. The average human being hag an inherent diglike of work

and will avoid it if he can,

(S ]

Becauge of thig human characteristic of dislike of work,
most people must bhe coerced, controlied, directed,
threatened with punighment to get them to put forth
adegquate effort toward the achievament of organigational
objectives,

x, The average human heing prefers to he directed, wishes to
avoid resgpongibility, hag relatively little ambition, and

wante gacurity ahove all,

With emphatic acceptance by eabloyers, of this theory, it was
quite clear that employerd were not aware, and even where they
were, wers not ready to eyplore the possibility that, man's
gtate, as highlighted hy McGregor's Theory ¥, could he ag a
regult of their ingensgitivity or inability to harnesgsg man's
abilities such that, in hig attempt to pursue organisational
goals and objectives he ¢an realize himealf. As a vecognition
of man's abilities and capabilities under the right conditions,
McGregﬂr“, propounded hie Theory ¥V, in which he ageumed that -
1P The aypanditure of physical and mental effort in work is

ase natural as play or rest.
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Evternal controal and the threat of punighment are not

the only means for  bringing ahout effort toward
organigational obiectives, Man will evercige galf-direction
and gelf-control in the service of objectiveg to which he ig
committad,

3, Commitment to objectives ig a function of the rewards

asggociated with their achievemant

B9

The average human heing learns, under proper conditiong, not
only to accept hut to seel responsibility,
5. The capacity to evercise a relatively high degree of
imagination, ingenuity, and creativity in the gonlution
of organisational probleme ig widely, and not narrowly,
Adigtributed in the population,
6. Under the copditions of modern industrial 1ife, the
intellectual potentialities of the average human heing

are only partially utilized,

According to Hcgr&ger?a "the central principle of organisation
which derives from Theory ¥, is that of direction and control
through the evercice of authority - what has bean called, "the
gcalar principle"”, The central principle which deriveg from

Theory ¥V ig that of integration: the creation of conditions such
that the membaere of tha organigation <an achieve their own goalg
hesgt by directing their efforts toward the success of the

anterprise",
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If the survival of organizations depends to a large extent on
its human resources, and Theory ¥ assumes that the average
human being ig inherently lazy and avoidsg regponeibility, then
the achievement! of organisational goalsg going by thisg theory
will bhe an uphill task,  Theory V, on the other hand, agsumes
that under the right conditions, work to the average emploves
ig like play or rest. With Theory Y, an organigation can hope
to, and bhe sure of, achieving ite objectives if it can only
creata tha right conditions for employess to work, To create
the right conditions, organizatione must attempt to find out
what the needs and acpirations of their employess are and then
decign programmese that will integrate such needs and

aspivatione with organigational gealsg and objsctives,

What are amployee neeads and aspirations and how can
arganizations go about ansg and gatigfying them in order to get

improved performance?

2.3.1 Clagsgical Thaaries OFf Motivation

"Man ig a wanting animal - as soon ae one of hig needs isg
gatigfied, anothayr appears in its place. This procegs is
unending, Tt continues from bhirth to death, Man continuously
pute forth affort - worke, i€ you please - to gatisfy his

71
neadg" -
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According to Dessler“, motivating ie one of the gimplegt vet
most compley of our management dobeg, Tt ig gimple becauss
people are bhasically motivated or driven to behave in a way
that they feel leads to reawards, The complexity of motivation
begine where, what one percon congiderg an important reward,
anothar parson might congidar usgaless, vroomﬁ, dafines
motivation as, a process governing choices among alternative

terme of voluntary activity,

In contemplating employee needg, and how the gatisgfaction of

thege needs motivate them, an appreciation of the following

thenries of motivation is worthwhile.

bl
.

Ahraham Maclow's Hierarchy of Neede Theory;

o Douglas MaGregor's Theory ¥ and Theory Y;

3 Fradaerick Herzherg's Motivation - Hygiene Theory;
4. PDavid McClelland's Need to Achieve{naTH) Theory;
5

Victor Vrioom's Evpectancy Theory.

Abraham Maslow's Hieravchy of Needs Theory

According to Maslow'®, man has five basgic categories of needs -
physinlogical, safety, gocial, estaem, and self-actualization
needs, He suaye thege neads form a2 hisrarchy or ladder and that
each nead becomes active only when the neyt lower-level need is
reasonahly caticfied and that a gaticsfied need ceasgas to he a

motivator of hehaviour,
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Pig,1 Abraham Maslow'e Hiavarchy of Needg,

Safety e

Phuai iral 0:

Note: Rach higher level need bhecomes active only when succeedingly

lovwer level needs ave fairly well satisfied,

¥ hvginlagica g: The lowest level in Maglow'e hierarchy
containg the phyegiological needs, These are the most bhasic
needs we all have; for evample, the need for food, drink,

ghelter etc,

The Safety Needse: When the physiological needg are reasonably
gatiegfiad - whan you are no longey thirgty, have had enough to
eat, have a roof over your head, and go forth - then the gafetly
needs hecome activated., they hecome the needs which the person
triasg to eatisfy; the needs that motivate him. These are the

neadg for protection against danger or deprivation, the need

for gecurity.

Once a person's physiological and safety

neede are gatiegfied, then, according to Maglow, they no longer
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motivate hehaviour, Now the social needg hecome the active
motivators of behaviour; needs such ag for affiliation, for

giving and receiving affection, and for friendship.

The Esteem Needs: Nevt in the hierarchy are the esteem needs,

which Douglag MeGregor hag interpreted as -

1. Thoge neadg that relate to coneg ®elf egteem - needs for
galf confidence, for independence, for achievement, for
knowledge and,

2. Those needs that velate to ones reputation - need for
gtatus, for recognition, for appreciation, for the

dagarved regpact of oneg fellows,
One of the big diffarencas hetwean esteem needs and the
phyegiolegical, safety, and gocial needs ig that the former

naadsg are rarely satisfiaed,

~Botualizati M ¢: Finally, there ig an ultimate need;
a need that only begins to dominate a person's behaviour once
all lower level needsg are reasonably satisfied. Thig ig the
neaed for gelf-actualization or fulfillment, the need we all
have to become the person we feel we have the potential of
hacoming, This i& the need that driveg an artist to eupress
himegalf on canvag; the need that motivates a student to work
all day and then take a collage daegree in night schoel, This

nead a¢ with the estesm needsg, ie raraely, if ever gaticfied,
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dccording te Herzherq”, man hag two diffarent get of needs. One
lower-level get deriveg from man's desire to avoid pain and
gatigfy hig basic needs, This includeg the needg for euch
things as food, c¢lothing, and ghelter as well ag the nead for
money tao pay for these fthinge, Thig he «¢alled the hygiene

factors.

Man algo hag a higher level-sat of neads, Thig other get of
needs relates to the unique human characterigtic: the ability
to achieve and eyperience psychological growth, Tncluded here
are the needs to achieve a difficult task, to obtain prestige,
and to raceive recognition, These he callg the motivation

factors,

On the hagig of hig rasgearch, Hatzhargw, postulates the notion
that, job satisfaction and Job diggatisfaction, are not
opposgitae ends of the game gstick, hut rather are separate
factore, He arguag that posgitive Jjob satigfaction can be
avparianced hy workers only when certain motivator features of
the iob eyist, features which are intringic to the job (that

ig, are part of the iob content), sguch as a szensge of
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achievemant , recognition for good performance, the nature of

r~

the work itgelf, responsibility, and opportunity fo
advancement | on the other hand, he  helieves that
diggatisfaction ig experienced when certain hygiene features of
the job are inadequate. These are features eytringic to the iob
{that ig, are part of the job context or work gituation}), such
ag the working conditions, company policy, the tachnical
gupervision received, interpersonpal relations with pears and
gsupervigors, and =o forth, The theory holds that, if these
hygiene featureg are inadequate, the worker evperiences
Aiggatisfaction; if they are adequate, however, the workar
prasumably aveoids diggatisgfaction but doeg not achieve pogition
job satigfaction. Job gatigfaction can he brought about only by

the presence of the motivator features of the jobh,

David MceClaelland's Nead to Achieve{nACH) Theory

Matlelland, devaelopaed a concept of motivation hased on the
human need for achievement., This need to achieve has haan
abhraviated hy McClleland as nacu ™ According to him, "peoplse
with a2 high need for achievement have a compelling dagire for
success and an equally intensa fear of failure"ﬁ, and a person
with a high naCH would pogsese certain characterigtice which
would make it easier for him to work in some gituations than
othersg, Going by thig theory, "all people have 2 need for

, ppe : 81
achiavamant , power and affiliation" ™
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Paople with a high need to achieve prefer zituations that have
moderate rigke and in which they c¢an €ea their own
contributions, They algo prefar to receive quick, concrete
feedback concerning their performance. They are motivated by

the heed to accomplisgh challenging taske,

Paople with high needg for power prefer gituations in which
thay can get and maintain control of the means for influancing
othere, They like being in the pogition of making suggestions,
giving their opinions and talking others into things, This

gatigfies their need for power.

Otherg have high needs for affiliation. They have a strong
degive to maintain cloge friandehipg and to recaive affection
from otherg., Theay are consgtantly seeking to egtablich friendly
relationsghips, MeClelland maintaing that evarvaone hag each of

thacsa naade to come degres,

"What ig most gignificant abhout naCH theory, isg MeClelland's
~laim that the achievament motiva can be daveloped and taught
to under-achieving persgong or groups in various culturae"
That, s=ome pecple exhibit ong characterigtice and are
internally motivatad ie not digputed, but how to infuse some
characteristics in people who lack them is the gqusstion. "...
McClelland, and hig regearch team have carried out aeytensive

eyparimente and training programmes in the United States,
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Italy, Peland and India, Tn all cacee, the training programmes
wWere guccessful in increaging individual nead for

achievement"

Vi SR 1 ' v ancy Thaor

Aecording to Vroom, a person's motivation towards an action ie
determined by hig anticipated values of all the positive and
negative outcomas of the action multiplied by the strength of
the pergon's expectancy that the outcome would vield the

decired goale ™

He contends in other warde, that motivation is
produced by the anticipated worth of an action to a person and
the person's perception of the probability that hig goal would

ba achiaved, Tha thaeory can he stated thus:

Valence ¥ Eupectancy - Motivational Force
wherea;
Valence refers to the value, to the of the outcome of any

action,

Eypectancy 1ig esgentially the pergon's egtimate of the

probabilities, or odds, of any given outcome taking place,

Motivational Force ig the result of multiplying the combination
of valencas and evpectancieg associated with varioug possibla

outcomes.



When an individual is indifferent about achieving a certain
goal, a valence of zero occurs, Alsgoe, there occurs a negative
valence when an individual will rather not achieve a goal. In
each c¢asge the end regult would bhe no motivation. Vryoom
concludes that, the amount of motivational force which an
apploves eyerts to do hisg job depende on both valence and

expectancy.

The theories of Maslow, MaGregor, Herzhery, and MaClelland are
comparable asg they all seem to approach motivation from a
gimilar perepact ive, and emphasize similar sets of
ralationships, To Maglow the motivating foroes behingd the
worker are the highar laval needg, dccording to Herzherg, many
amplovears waste precioug time trving to motivate emplovess by
improving the hygiene factaorg which do not motivate, However,
the factors must be in evisgtence fo neutralize diggatisfaction
heforae the 'motivatorg’ can be applied to promote motivation.
MoGragor's approach te metivation ig based on the assumption
that only attitudes bhased on Theory Y can motivate workers,
MoeClelland sees motivation as the satisfaction of the needs for
achievement, power and affiliation that all people have,
although in varying degrases. For pacple to bhe mobtivated, they
ghould be put in gituatione which make it pogsible to satiefy

any of the needs they are high on,

wn
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Maglow's thraee lowar-level needs - physgiological, safety, and
¢ocial - are rvelatively gatigfied in an industrial society,
Cipca a gatigfied pead ig no longer a motivatar, they now play
tha role of Berzherg's hygiene factorsg, The two higher-lavel
neade - galf-asgtaam and zelf-actualization - which are rarely
gatisfied, act the game way asg Herzberg's ecaticfiere.
MoGregor's Theory Y has some similarities with Maglow's and
Harzherg's theoriesg of wotivation, McGregor assumes that the
amployae desires 2a maximization of hig asgtaam and sgelf-
actualizing needs, MaClalland's theory also has similarities
with Maslow's, Herzberg's, and McGregor's theorieg, since itg
bagie for motivation can be likened to Maslow's high-lavel

needs, Kerzberg's 'motivatore', and MeGregor's Theory VY.

Vroom's Expectancy Theory on the other hand, sees motivation as
a derivation of the individual's valenceg and eypectancies for
everting himself in the accomplishment of any task. Tf he does
not sgtand to gain anvthing of value, he certainly will not he
motivated, The higher hig valencaes and evpectanciesg, the higher

his motivational force,

2,40 The Society and The Paragtatal

Tt ig in recognition of national needs that government
egtabligh parastatals, Due to the national nature of thece

needs, the whole nation constitutes the society within which
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these parastatals operate., For the eypectationg of the gociaty
to have bean Auly congidered and served, and the parastatals
continued aurvival ensured, tha culture and competition
prevalent in the sociaety must bhe duly considerved by

parastatals and a balance maintained,

Cult

Titue A&, Dghaghemi contends that, "Whilet the principles of
managemant , ag pogtulated by management aevperte have univergal
applicability, the practice of management has not. Tn practice,
managemant oftan hae to take into consideration and incorporate
various factore that affect the workere' affactivenese on the
ioh., One of tha important factorg in thig regard ig culturse,
for the practice of management is heavily influenced hy the

e : 5
traditionsg, values, and habits of a paopla".&

Culture hag bhean defined by anthropologisgts as, '.,. that
complay whole which includes knowledge, beliaf, art, law,
morals, cusgtom, and any other capabilitiesg and habitsg acqguired
hy man ag a member of snciety‘.3é Tt is the «oellective
programping of the mind that distinguicghee the memhers of one
group or category of people from another.! culture iz an
integral part of social life apd it is the sum total of a
paocplas' way of life, Tt ig pregscribed by unwritten ruleg and

gtandards which determine hehaviours and attitudes,



Parhapg the firgt step towards the effective management of
culture ig the recognition of where cultural differences are at
play, Tn the Nigerian environment where there are over 250
tribee and numerous ethno-linguigtic paople gecattared in
different geographical lecations and with varyving historical
expariences, cultural traite are varied. The management of
paragtatale must recognize thig fact and congtantly he on the

look out for ite operational manifegtations,

Competitio
Competition i¢ defined as ,"The process or art of competing;
rivalry".ﬁ

Competition in thisg stead, ig not referring te that which
ig obtained in the product market, The focusg here ig the labour
market, Parastatals must realize that the human regourcesg that
they need to achieve their ohjectives - which are usually of
the highegt ¢alibhre - are equally ipn dire Jdemand in other
governmental agencies and the privatae gsctor, They must not
only do what other organizations - both government and private
- are doing to procure and ratain personnel, they must do it
haettar to gat the hagt of those available for recruitment and
avantual gelection, Tn the event that they are not able to keep
up with the competition in the labour market, they will find
themsalvaes with personnel whose performances will not meet
their get gtandards, This will definitely affect the

realization of their geals and objectives,
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CHAPTER THREE

Data Collaction

3.1.0 Mathodology
It ig not wige to gelect a topic, no matter how adequate, if

Cantre have bgan gonsylted for information on the higtorical

davelopmant of the concept of a 100% Nigarian ¢ar and the final
egtabhlichmwent of the Centra, The official agazette of the
Federal Republic of Yigeria, N¢.77, Vel.79, of Dacamber 1993,

allowed the regearcher the parugal of Decree No, 107, which
establighed the Centre and states itg obliectivez. The HERM
policy of the Centre kKnown as the "Termg and Conditions of
Service" was also available to the researcher affeording him an
ingight into what provigiong have bheen made ag regards the

management of the Centres human resources.

Quegtionnaires and peaersonal interviawe with managemant, etaff

and the local population were administered and <ohducted to

gathetr relevant data,
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3.1.1 Egtablichment Of The Centre

The automobile indugtry ig a vital industry for economic
devalopmaent particularliy in a developing country. Only a few
othar industries cover guch wide range of technology and
manufacturing pro¢egges Oor usge g0 many raw materialg, toolg,
machinery, and eguipment, Tt gervaes ag stimuli to the
development of other indusgtrieg such as Machine Toolsg, Tron and

Steel, and raw materials procescing to name a few,

The firgt wotor asgembly plant [(Federated Motorg) was
establiched after more than three decades of Federal Government
interest, The nation's enhanced income from petroleum exports
led to partnership agreemente with Peugeot Automobile of
France, Volkswagen of West Germany, British Leyland, Daimler-
Ranz of Wegt Germany, Fiat of Ttaly and Steyr of Augtria, Five
other manufacturers of light commercial vehicles were invited
to gstablish asgembly planteg in Tlorin (Miteubighi), Minna

{Niggan}, Guean {(Peugeot), Maiduguri (Teuzu), and Umuahia

The companieg were to bring their CKD partg and assemble them
here, Part of the c¢ontractual agreement wag a backward
integration approach. The partnere were evpected to integrate
the local development of the components by implementing their

in-plant manufacturing programmes for componentg and by
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bringing their traditional parte guppliere to Nigeria in ordaer
te establish component manufacturing for the industry. With the
backward integration programme they were avpected to achieve
100% local content in ten vears, Several reasons were adduced

for non achisvement of 30% in nearly twenty years,

The downward trend of world economies in the early eighties led
to reduced income from crude oil eyxportation., The Structural
Adjustment Programme that followed increased the price of
imported goodg particularly motor vehicleg, The congequence was

increased difficulties in meating daily transgportation needs,

With the aim of alleviating the transportation problems of the
rural  population, the Federal Government proposed the
introduction of three wheeled vehicleg, Government through the
Mipigtry of TIndugtry asgigned four bodiesg (Ahmadu Bello
Univergity, Zaria, Project Development Agency,Enugu, Kwara State
Polytechnic, and 2ddis Engineering) te pioneer the development,
After two vears effort, a workshep in 1988 and an exhibition in
1986, a Reaview Committes wag sgat up, As a result of the 19818
workshop, the initial concept of a tricycle gave way to a much
hroader concept of a Low Cogt Vehicle which would he low cost
relative to other imported fully built and assembled locally
vehicles. Vehicle components would bhe sguch that they can be
gubetantially manufactured locally and desgign, materials and

machinaery will ralyv mainly on local capacity and capability,
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The committes recommended the establishment of a Central Unit
which would he properly egquipped and staffed to coordinate all
rasaarch and development work on the low cost vehicle, The

Centre wag therefore egtablighed by Decree 107 of 19087,

3.1.2 Nacree Eetabliching The Centre

The Centre for Automotive Desgign and Development, Samaru-Zaria,

wag astablished in 1992 by Decree Nn.107 in which the Faderal

Military Government decreed inter alia that -

- There isg hereby established a hody to be known ag the
Centre for Automotive Degign and Development,

- The Centre shall be a hody corporate with perpetual
gucceggion and may sue and be gued in itg corporate

name.

3.1.3 Ohjectives Of The Centre

The Centre shall acceording to itg egtablighing Decrese No 107 of

1992 -

al degign, develop and tagt low coet vehicle prototypes;

b provide taechnical support gerviceg to the engineering
gactor;

¢l liaige with the Aggociation of Local Contentg
Manufacturere of Nigeria and the Nigeria Automobile

Manufacturere Asgociation to ensure that the eristing
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capabilitieg are fully utilized;
al draft and recommend standards for the automotive
industry;
a) collaborate with the RAggociation of Local Contents
Manufactures of Nigeria, the Nigeria Automobile
Manufacturerg Association and other existing research
centres on their research and development activitieg on

automobiles

3.1.4 Tarme And Conditiong Of Saervice Tn The Centre

On first appointmwent, every employes of the Centre ig given a
document referred to ag the "Terme and Conditions Of Service"
which «<¢learly stateg the terms and conditions of hig/her
employment ., Thig document tries to he eyplicit on igsues that

affact eamployess on the iob,

Tha Termsg and Conditiong of Service of the Centre ig divided
into 17 parteg with each part further broken down to identify
and clarify isgeueg that arige or can arise under guch a part,
Thege partg come under the following headinge regpectively :-
Duties of Staff; Salaries; Appointments; Promotion and
Advancement ; TLeave; Madical Treatment; Termination of
dppointment , Radegignation, Retirement and Pension; Digcipline;
Overtime; Miscellaneous Disciplinary BRuleg; Allowances and

Advances; Staff Accommodation; Manpower Training and
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Development; Inventionz and Leftter of Patent; Personal
Property/Staff Welfare and Relations; Travel Expenses;
Tneurance and Compengation,

Tha Tarms and Conditione of Service ig synonvmous with a HEM

policy,

* See Appendiy for Organogram.

3.2.1 Quastionnaires

For the purpose of this regearch work three getg of
gquestionnaires have been administered, 2all different in
contant. Two of thege were administered in the Centre and the
third in the local community, The two in the Centre were

adminigtared to management and staff regpectively,

The management and staff questionnaires which congist of 29 and
30 questions respectively bhother on whether, human resource
needg are planned for, how the Centre filleg ite human resource
reguirementg, appraigeg and compensates its employees, improves
employees and the work environment , and esgtablighes and
maintains working relationships, The guesgtionnaire administaered
to the community which consists of 14 guestiong bothers on the
level of awareness at the compunal level of the Centre's

evigtence, their eypectations of it, and the importance
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attached to the Centre's objiactivas,

In all, 10, 40, and 45 were prepared for management, etaff,  and
the local community respectivaly 0OFf thege numberse, 6, 28, and
40 were administered, Op oollection, 5, 24, and 30 of the

respective guaesgtionnaires ware collected,

'Management' in thig context includes the - Evecutive Director,
Aggigtant Directors of Adminigtration and Finance, Design
Manager and the Workshop Manager,

% See Appendiy for full tewt of guestionnaires,

3:.2:2 Parsonal Tnterviews

Pargonal interviews were held with the Executive Director,
Aggigtant Directore' of Administration and Financa, staff of
the Centre and membars of thae local community, The facus in
thege interviews was on igsues not exhausgtively treated in the
questionnaires so as to determine and eliminate unreliable

answers.
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Roforances

i Faderal Republic of Nigeria Official Gazette; No 77,
Vol .76; Decemher 10072; ng 21251,
2. Hand Roak of the Centre for Automotive degign and

Navelopment , Samaru, Zaria; pg.1,

3. "Tarme and Conditioneg of Servicae" of the Centre for

Automotive Daesign and Deavelopment,



CHAPTER FOUR

Data Analysis and Interpretation

4 1.0 Analyeie And Tntarpretation

The analysis and interpretation of the raw data of a ressearch

are tha maang hy whidh the regearch ig answered and the stataed

poie

hypothesgig are testeﬂ?

Analyeig ig defined ag, "the ordering and breaking down of Adata

inte congtituant partg" . Tt consigts of the sgtatigtical

.

caloulations performed with the raw data to provide answaers to

the quegtione initiating the regearch,

Thae intaerpretation takes the resgult of the analysis, makes
inferences peartinent to the ragearch relatione gtudied, and

: 1
Araws concdlugiong about thesga relationg”,

Tn analyzing collected data, the resgearcher hag uged the

percentage (%) regponsge method, Usging this method the
ragaarcher has alletted a 100% to every guestion and has
datarmined what percentage of the 100% the alternatives in
avery gquestion congtitute, The results have then heen

intarpratad,
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Quection 2, 0On what bagis are people employed in thig
parastatal?

Table 2: Showing the bhasgig on which the Centre employs people
i

.
ALTERNATIVES : NO, OF | RESPONSE %
| RESPONSES
ON SPECIFTIC REQUEST FROM THE UNIT {
CONCERNED BASED ON RECOGNTSED NEED i 5 100, 00
|
AT THE DISCRETION OF THE MANAGEMENT ; 0 n.00
ON DIRECTTONS FROM THE FED, MINISTRY | 0 0,00
1
TOTAL } 5 100,00
i

The gtaligtice availlable in Table 2 indicate that people are
emplioved in the Centre based on specific requests from the
uniteg concerned, Such reguests are in turn basged on a

recogniged need,

vestion 3, Are vacancieg for job positions advertisged in
National newspapersg?

Table 3: Showing whether vacancies are advertiged in newspapers
1 1 1
ALTERNATIVES | NO, OF RESPONSES | RESPONSE 2
! YES | 5 100,00 !
NO 0 0,00
TOTAL 5 100,00

All respondente are agresad on the fact that vacancieg in the

Centre are adverticed in national newspapers. From verbal
interviews with the management staff, the regearcher learnt
that only sgenior gtaff vacancies are advertiged in national
dailieg., This i1g becausge it is the Cantre's policy to employ
Junior staff from the local community, and these 4o not require

adveartizamente in national dailiaesg,
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ation 4, Tf advertised, isg adequate notice given to enable
applicatione from all over the country reach the gtated
address?

Tahle 4; Showing whether adequate notice ig given applicantg
aftar advertiseamant

| ALTERNATIVES | NO. OF RESPONSES | RESPONSE 3
YES 5 100,00
N0 0 0.00
TOTAL ; 5 100.00

The racponce parcentage of The 'Yas' alternat ive indicates that
adequate notice ig given to enable applications from all over

the country reach the gtated address,

.....

Question 5. Tn btrying to fill job positions are detailed
dagariptiong of the jobs and the type of persons to
fi1l them «learly specified?

Tabhla 5: Showing whether ich positions are adequately described
and specified

| ALTERNATTVES | NO. OF RESPONSES | RESPONSE % |
VES | g 100,00 _E
NO ’ 0 0.00 |
TOTAL 5 100,00 |

"he response indicates That job positions are described in
detail and the typa of pergong to fill them <learly gpecifiad,

Question &, Ars candidates to bhe gelected from for a job
pogition adequately gcreened to ensure that your
standards will be met?

Table &: Fhowing whether candidates far gelection are
adaguately corasaned

ALTERNATIVES | NO. OF RESPONSES | RESPONSE % |
YES 5 100.00
NO 0 0.00

| ToTAL 5 | 100.00
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From the statistice in Table &, candidates for gelection are
adaquately scraaned to ensure that the Cantre's sgtandards on

the job will be met. The response percentage of a 1008 affirme

this,
Quegtion 7, What constitutee the gelaection process?
Table 7: Showing what constitutes the selection process
iALTERHATIVES | ND, OF RESPONSES ! RESPONSE % i
VERBAL INTERVIEW 1 20,00
WRITTEN TESTS 0 0,00
ALL OF THE ABOVE 4 80,00
TOTAL S 100,00

'}
?ﬁe regponse indicates that hoth verbhal intarviews and writtan
tegteg congtitute the gelaection procass,

Question 8, After selecticon and placement on the job, are
performance appraisgals conducted to determine the
employvea's actual performance on the iobh?

Table 8: Showing whether emploves parformance ig appraiszed the

iob
ALTERNATIVES | NO. OF RESPONSES | RESPONSE %
YES 4 80.00
NO 20.00
TOTAL 5 100,00

appraigale are conducted on the job,

st |
The tecspolise as =hown in Table 2 indicates

From

hat performance

varbhal interviews

with management , it wag gathered that, parformance appraisal of

a formal nature ig yet to he effaected in the Cantra,

prasant, performance appraigal

That at

in the Cantra ig on an informal



basig between the bhosgsg and subordinates invelving verhal

praiges, a pat on the hack or corrections,

Quesction 9; Tf after appraisal performance is ghort of get
gtandards, what happene?

Tabla 9; Showing what happens where performance ig bhelow

average
{ ALTERNATIVES | NO. OF RESPONSES | RESPONSE % |
% VERBAL INTERVIEW ) E a.00 }
| WRITTEN TESTS 0 f 0.00 |
i ALL OF THE AROVE 0 | 0.00 ?
| ToTAL 0 0.00 |

Faspondaents have abstained from this question bacause ¢o far,

an employess performance isg yet to fall below set gtandards

e

gince adaguate care iz taken during selaection, Thus, the no

ragponge gituyation in Tabls 9,

gastion 10, Tn aompensating its amployvess, the amphagis of the
parasgtatal ie on what?

Table 12: Showing the Centre's emphasisg in compensating

employess
! T
{ ALTEENATIVES NO. OF RESPONSES i_FFQPnNQ?
i
tD!PECT MONETARY COMPENSATION 1 i 20.00
| I
| FRINGE BENEFITS | 1 | 20.00
{ {
 ALL OF THE ABOVE 3 | 60,00
| ToTAL 3 5 | 100.00
The tecponce percentage of A0% for the 'A11 of the above'

altaernative indicates that direct monetary compensation as well
ag fringe haenaefite ara high points in the Centre's compenszation

policy.
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Quegtion 12, Ts the parasgtatal's current compensation packags
capable of attracting and retaining the begt human resources in
the industry?

Table 12: Showing whether the Cantre's pregent compenszation
policy is capable of attracting and retaining the
begt human recources in the automobile industry in
Nigaria,

| ALTERNATIVES | NO. OF RESPONSES | RESPONSE 2
VES 2 40,00
NO 3 60,00
TOTAL ! 5 100,00

More of the u%nagamant gtaff are of the opinion that the
Centre's compengation policy ig capable of attracting and
rataining the hest human resources in the automobile industry,
The regpondents for the 'No' alterpative who constitute the
minority 40% maintained in personal interviews that the
Centye's goalg and objectives are identical to that prevalent
in the automobile industry in Nigeria., Based on gimilarities in
obiectiveg they stressged, it wag only fair that compensation
policias shonld also bhe comparable, the 'parastatal' factor not
withetanding, They reiterated their conviction that thae
Cantre's compensation policy net only leaves mdch te he
degired, it ig also incapable of attracting and retaining the

hagt human regources in the industry,
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Questicon 15, Te adequate attention bheing given to amployee
gafaety and health in the work placae?

Table 15: Showing whether adequate attention ig given to
employea gafety and health
ALTERNATIVES NO., OF RESPOMNSES : RESPONSE %
YES ; 5 100,00
| NO 0 0,00
| momar, | 5 100,00

he response pearcentage indicates that adequate attantion is

bheing given to employea gafety and health at the work place,

Quegtion 16, What ig the accident rate in your workshope and
labhoratories?

Tahle 16; Showing accident rate in wor¥ehops and laboratories

i ALTERNATTIVES ' NGO, OF BESPONSES EESPONSE %

1

| NIL 1 | 20.00 |

i ! !

| AT A MINTMUM 4 | 80.00

! !

| HIGH 0 | 0.00

H 1

| TOTAL 5 | 100,00

The rasponse percentages Indicate that accidente in  the

Cantre's workehope and laboratories are at a minimum,



Quegtion 17, Tn the avent of accidents on tha iobh, what
gtructures are in place to offaer immediate medical
help?

Table 17: Showing facilitias in place in time of urgent medical

naad
-

ALTERNATIVES NO, OF RESPONSES | RESPONSR
STAFF CLINIC 3 &0 .00
FIRST ATD ROY 0 0,00

| HOSPTTAL, ON RETATNERSHTIP 2 40,00

|

NONE OF THE AROVE 0 i n.nn
I moTar, 5 100,00
¥

he regponges for Question 17 indicate that there 1g a medica

facility on the ground to mest any emergencieg that may occur

at work,
Question 18, Tn the event that injuries sustained on the job

render an employee incapable of working for life, what does the
parastatal 4o?

Table 18; Showing what will bhe done in the avent of an employes
baen incapacitated for life from an accident at work

ALTERNATIVES NO. OF RESPONSES | RESPONSE 2 |

i

NOTHING 0 0.00 |
PAYS A SPECIFIED SUM TO 5 100,00 |
EMPLOYEE |
0 0,00 1

PENSTONS EMPLOYEE OFF | ;
1

| TOTAL ! 0 100,00 !

2 gpecified sum will he paid to such an emplovea, Tt was
gathered from verhal interviews that nothing of this sought has
happenead before, though the Centre's 'Conditiong of gervice'
provideg for such an occurrence ag gtipulated by the 'Workman's

Compensation Act',



Quegtion 19, Are thare trade unions in existence in this
paragtatal?

Tabhle 19; Showing whether there are trade uninpe in the Cantre

ALTERNATIVES | NO, OF RESPONSES | RESPONSE 2
YES 0 n.00

NO 5 100,00
TOTAL 5 100.00 I

" i
e rachonea indicates that tharae i¢ no trade union in thea

Centre,

Question 20, If no, how then are employee grievances heard?

Tahle 20: Showing how employee grievances are heard
1} i

i
| ALTERNATIVES NO, OF RESPONSE % |
RESPONSES |
SUGGESTTION BOX I 0 0.00 ;
|
HAVE DIRECT ACCESS TO |
MANAGEMENT ! 5 100,00 I
HIGH * 0 0,00
L TOTAL 5 100,00
*he reshonse Indicates that employeeg have direct access to
management .
Quegtion 21, What ig the relationehip between employess and

managamant 1ika?

Tahle 21: Showing labour-manragement relationship

{ ALTERNATIVES NO. OF | RESPONSE 3 |
' RESPONSES
WARM | 0 | 0,00 E
CORDTAL 4 80.00 |
| CONFONTATIONAL 0 6.00 |
| moTar | 2 100.00 |




ig cordial,

he 80% rvegponse percentage for thse

Quegtion 22, Would vou gav that the calibre of gtaff vou have
now are capable of realizing the parastatal's
goalg and obijectiveg?

Table 22: Showing whether the Centre's ataff are capable of
realizing ite geoals and goblisctives

ALTEENATIVES NO, OF RESPONGES RESPONGSE %

YES 5 140,40

NO 0 0.00

TOTAL 5 100,00

The management of Lhe Centre 1g quite gatigfied with the
abhilities of its owploveag,
Oue n 3, Would vou =3y tha paragtatal providege itg
ﬂm"1ﬂv99 with the opportunitieg to realize their individual

¥ 1
while pursuing the paracgtatal's goals and

agpirations
aa
o8

ohisctiv

3 "ﬂ

Tabie 23: Showing whether the Jentre provides its emplovess
with the opportunities to achieve individual
agpirationg

ALTERNATIVES NG, OF RESPONGES RESPONSE &

YES 4 80.00 \

NO 1 20.00

TOTAL { 5 100,00
Mogt of the managepment gTati are of the view that the Centra

provideg its emplovees with the opportunities to realize their
individual aspirations while pursuing the Centre'sw goal® and

obientives,
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Question 24. Would you also gay that the needs of the community
are baen Aduly congidered and served hy the parastatal?

Table 24: Showing whether the needs of the community are been

met
i
ALTERNATIVES | NO, OF RESPONSES | RESPONSE %
YES 0 ! 0,00
.
| NO 0 0,00
TO AN EXTENT 5 100,00
100,00

TOTAL 5 i
The "To an avtent ' responge connotaes (hat not all that ought to

bha done ig heen done,

Quection 25, Considering the parastatal's management of itsg
human resources, how would vou rvate ite chanceg of gurvival
in the pregent compley gocio-economic environment?

Table 25: Showing how the management rate the Cfentre's chances
of gurvival in the present economic situation

| ALTERNATTVES ENG. OF RESPONSES | RESPONSE 3
HIGH i 2 40,00
Low 0 n.00
MODERATE 3 80,00
TOTAL 5 L 100,00

L
Ry the responses in Quegtion 25, the management of the Centre
ig guite comfortable with the Centre's gtanding in the gcheme

of things at presgent and itg future potentials,
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parformance

73.68%

or

14

i

indicated tha

datermined that performance appraigal of a formal nature ig yet

performance appraisal



of a formal nature hag taken place in their cageg have heen
digmissed, Going by the statisgtics in Table 27, performance

-

appraisal isg done informally in the Centre,

Quegtion 3, 1§ yveasg, how 4id vou feal?

Table 28 Showing how employees feel after appraisal
1

|
ALTERNATIVES | NO. OF RESPONSES | RESPONSE % |
MOTIVATED 16 | 8421
INDIFFERENT 3 15.79
TOTAL ! 19 ! 100.00 |

The responce percentage of 15,.708% indicares that 3 of the
regpondente are indifferent to verbal praisge or a pat on the
bhack from their superiorsg at work, 186 of the resgpondents whogse
regponses constitutes 84 ,21% have indicated that they are
motivated hy such performance appraisgalg, Since 15.70% ig
negligible when compared to 84 ,21%, the interpretation of this

analysisg is that tha Cantre's staff are motivated whan their

performance on the ioh ig appraiged and acknowledged.

Question 4, Tf no, how do you feel?

Tabla 29 Showing how unappraised employees fael on the job
1

R H

ALTERNATIVES | NO. OF RESPONSES | RESPONSE % |
i r i
| INDIFFERENT 4 | 80.00 |
EFFORTS NOT APPRECTATED 1 | 20,00 |
I i

TOTAL ! 5 ! 100.00 |

With 7Tefarence to Question T, 5 out of The 74 respondents

indicated that their performance has not been appraised, This

gquestion g directed to thege ragpondents, thus, the total of

o
o



5 responsges, Looking at the resgponces, 4 have indicatad that
they are indifferent to the fact that nobody hag ever offered
them a word of praise or encouragement, Going hy the gtatistics
at our digpoeal here, it ig clear that the Centre's employees
whosge performance on the job has not bheen appraised are

indifferent ahout it

Quegtion 3. DNoesz your job gituation allow for individual
initiative and creativity?

Table 30 Showing if jobsg enhance initiative and creativity

2
ALTERNATIVES NG, OF RESPONSES RESPONSE % !
4
TNDIFFERENT 1a 70,17 {
|
EFFORTE NOT APPRECTATED 5 20 .83 i
4
TOTATL , 24 100,00 i
Eoing by the rasponse percentages of 78,.17% for tha 'Yeg!

alternative and 20.83% for the 'No' alternative, it is quite
¢laear that most dobs in the Centre allow for individual

initiative and creativity,

Question 6, How do you regard the compensation gtructure in the
parastatal vig-a-viz what ig¢ obtaiped in the automobile
indusgtry in Nigeria?

Table 31 Showing how employeas regard their compensation

gtructure

| ALTERNATIVES NO. OF naspousss_ingsponsa 2 7'
VERY GOOD 10 ?I 41,67 1{
AT PAR 4 16.66 |
POOR 10 41,67 E

! TOTAL ! 24 100,00 1}




Since the 'Very Good' response and the 'At Par' regponse can he
grouped togaether as pogitive responges, they tilt the balance
against the 'Paor' resgponsge which hasg the sgame percentags
ragpaonsa of 41 87% togethar with tha 'Vary Good' response,
Thus, the responses to thig guestion can he interpreted to mean
that there are more emplovess who are comfortable with the
present compensation structure than those who are digsatisfieqd
with it, From further verbal interviews with aemployees, the

rasearcher was able to gathar that all emplovees who responded

v [

o the "Wery Good' and '"At Par' regponses preferrved to view

+

heir compensation gtructure within the framework of
parastatalg and research institutes in Nigeria other than the
automobile indusgtry, The percentage regponge of 41 66% from the
'Ponr' altarnative when followed up with parsonal interviews
vielded the information that such regpondente waere more ready
to align themselves with the automobile indusgtry than
goverpnment paragtatale, They feel that desgpite the fact that
government ig footing the Centre's bills, the compensation
gtructure should be guch that can attract and retain the hest

in the industry,
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Quastion 2, Doeg the parastatal offey training and development
facilities for ite gtaff?

Tabla 34 Showing whether employees eniov training and

davalopment ,
ALTERNATIVES ? NO, OF RESPONSES | RESPONSE % i
YES 24 100,00
NO 0 0,00
TOTAL } 24 100,00

J
Tha tecponse pearcenlage of a 100 leaves no room for doubt, The
Cantre provides training and development opportunities for its
amploveas,
Question 10, If yes, ig gtaff training and development bhaged on
a recognigad need or ig it done randomly?

Table 35 Showing on what bagis training and development takes

place
i ALTERNATIVES l KOL OF RESPONSES | RESPONSE %
RANDOMLY 11 45,83
RECOGNISED NEED 13 54.17
TOTAL i 24 100,00

Going DY The responee parcentages in Table 35, =taff training

and development ig favored to he hased on a recogniged need,

Question , Teg there a criteria for detarmining who needs
training and who doeg not?

Tabla 36 Showing criteria for determining who neads training

| ALTERNATIVES | NO. OF RESPONSES | RESPONSE 3
YES 5 20,83
NO i 13 54,17
DO NOT KNOW OF ANY 6 | 25.00
TOTAL | 24 | 100.00 |
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Quection 168, Congidering your presgent iobh gituation, do vou see
your work as been unsafe and unhealthy?

Table 41: Showing whether iobs are gafe and healthy

ALTERNATTVES NO. OF RESPONSES | RESPONSE 2
YES 2 33,33
NO ' 16 66.67
TOTAL 24 100,00

i
The responce parcentagae of 64 671% for ithe 'No' alternative
indicateg that most job gituationg are ¢afe and healthy. Though
the percentage regponse of 33,.33% representing unsafe and

unhealthy job gituatione ig algo worthy of mention,

Quasgtion 17, Tf veg, are thare adagquate facilities on the

ground to provide immediate medical attention in the event of
an acoidant?

Table 42: Showing whather there are adequate medical facilities
b

ALTERNATIVES NO. OF RESPONSES | RESPONSE %
YES 2 25,00
NO 6 75.00

! TOTAL 8 100.00

Quastion 17 1s directed ab ?ﬁ; 8 respondente For The 'Ves!
alternative in Question 16, Thisc eyplaineg the total of B8
raspondents for Question 17, With a 75% response percentage fot
the "No' alternative, it ig obvioug that there are no adequate
madical facilities on the ground in the Centre to provide

immediate madical attaention in the event of an accident,
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Quesgtion 25, Without the parastatal adegquately taking care of
your needs, do you gee yoursgelf continuing to put in your
hast affort?

Table 50: Showing whether employeeg will continue to put in
their hegt afforte ragardlesgg of their conditionsg of sarvice,
I

ATTERNATIVES NO, OF RESPONESES RESPONSE %

; VES | a 37,50

i '
NO | 15 £2.50
TOTAT 24 100,00 {

1 J
ot employess of the Cantre do not see thamsalves continuing
to put in their best efforts without the Centre adegquately

taking care of thair neads,

>
=

Question 26. Working under the right conditions, 4o you t}
you have the ability to help the parastatal achiesve itg
ohiectivas?

Table 51: Showing what the Centre's amployees' faal about their
individual abilities,

i 1
| ALTERNATIVES | N0, OF RESPONSES | RESPONSE 2
| vEs | 24 100.00 |
e |

|
| N0 ; 0 0.00 |
| moTar, | 24 100.00 |

ﬁ%e employeas of the Centre faeel that under the right
conditionsg, thaey have the ahility ta aid the Centre achieve itg

goals and objectives,

ga



. 1 - ALYSTIS AND INTER ¥ T

QUESTIONNATRE

Question 1, Are you aware of the evigtence of the Centre for
Automot ive Design and Development, Samaru, Zaria?

Table 52: Showing whether the local community ig aware of the
Centre's existencsa

| ALTERNATIVES NO, OF RESPONSES | RESPONSE & |
| vES 26 87.67

| o 4 12.33

i

L TOTAL 30 | 100.00

t 3
The statietice in Tahla b2 indicale That most membere of the
local community are aware of the Cantrae's eyigtence, Thig view

ig upheld by the 87 ,867% response percentage,

Quegtion 2. Do you Know what its obiectives are?

Tabhle 53: Showing whather the local community i conversgant
with the Cantre's goale and objectives

E ATTERNATIVES NO, OF RESPONSES | RESPONSE %

| vES 24 80 .00

fﬂo & 20,00

|TOTAL 30 100.00 j

ﬁhe vesponue parcaentage of A0 for the 'Yas' altarnative

indicates that most members of the local community are

convergant with the Cantre's ohiectives,
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Quagtion 3. Arae you aware of how much of these aobjectives have
haan realisged?

Table 54: Showing whether the local community ig aware of the
Cantrea's progress

| ALTERNATTVES i NO. OF RESPONSES | RESPONSE % |
1 i

| YES 5 20.83 {
NO 19 79.17 |
]

L moTar, 24 I 100.00 |

J
With a 7G.17% recponse percentage for the 'No' altarnative, it
ig quite clear that the local community is not abreagt with the

Cantre's progress,

Quastion 4, Tf yes, are you impressed with the rate of
progresgs?

Table 55: Showing whethar the local community is gatigfied with
progresgg at the Centre

! ALTERNATIVES NO. OF RESPONSES ! RESPONSE %
I

ivgs 5 100,00

| N0 0 0.00

i H

| TOTAL : 5 ! 100,00

Tn OQuestion 3, 5 ragpondents indicatad Thay ware aware of how
much of the Centre's objectives had beaen realized, Question 4
ig directed to these 5 respondents, thig eyplaing the regponse
of 5 for question 4, They are all agreed that the pace of the

Centra'eg progrese is impressive,



s

=

3
v .
==
dad
L

=
[T &)

LY}

(3]
o3

£
1

o
L]

o]
Lt

Ll

19

_d.n
o3

T
e

e
)
b

e

e

garvire

YES

NO

iees

comnmunity

1

g that the loca

i
e

indicat

SUWCTrE

fram

o

Lt
L]

o
L

crs
ol
oy

h the logal community expects
[

e
L
*
e

i
Ialt

ur

Co

from the

saryicas
TIES

b

Showing the form in wh

an:

¥rom The sfatligtice in

R

102



Quagtion 7, Congidering your interest in CADD, do you have easy
accasge to information about it and what it ig doing?

Table 58: Showing whether memberg of the local community have
eagy accegg to information about the Centre

ALTERNATIVES NO. OF RESPONSES | RESPONSE %
YES 0 0.00
RO 26 100.00
TOTAL 26 100.00

?E% responsas 1n Question 7 indicates that | intearestaed members
of the local community 4o not have easy accesg to information

about the Caentre,

Quection 8 Tf ves, how?

Tahle 5%; Showing the medium through which the local community

gat information about the Centre
= T

AT TERNATIVES ! N0, OF RESPONSES | RESPONSE 2
VES 0 n.oo

NO 0 0,00
TOTAT 0 0.00 {

]
Since all the respondents from the local community do not have
eagy accesgs to information about the Centre, they have found

Question 8 not applicable,
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Quaegtion 8, Tf no, would you deem the egtablisgshment of a lina
of communication betwean CADD and the public as necessary?

Tahlae &0: Showing necegegity of a2 line of communication between
the Community and the Centre,

1
ALTERNATTVES NO. OF RESPONSES | RESPONSE % |
YES 26 100.00 {
NO 0 0.00 |
TOTAL 26 100,00 |

Going by the above response, the necescity of establighing a
line of communication betweaen the Cantre and the local

compunity  cannot he over eyaggerated,

Quegtion 10, What do you think of the concept of an all
Nigerian car?

Table 61: Showing what the local community think of the conceapt
of an all Nigerian car

ALTERNATIVES NO. OF RESPONSES | RESPONSE % |
| UNCALLED FOR o f 0.00
| TIMELY 5 | 16.67
|
| LONG OVERDUE 25 | 83.33
I H
! TOTAL 30 I 100.00

The ctatisgtice Tn Table 81 Indicateg that the concept of an all
Nigerian car from the point of view of moet of the respondents,

ig long overdue,
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TEST OF HYPOTHESIS 1

Hy : Nigerian parastatals are not achieving their set goaleg and
obiectives,
Hy : Nigerian parastatals are achieving their set goals and

obhjectives,

Question: Consgidering the presgent socioc-economic gituation in
the country, will vou gay the Centre ig achieving iteg sat
goalg and objectives?

Tabla 82: Showing respongse to quesgtion for taest of
Hypothegis T

L_RESPONSE ALTERNATIVE |
RESPONDENT | YES ; NO PARTIALLY | TOTAL
MANAGEMENT 5 0 0 5
STAFF 21 0 3 24
COMMUNITY | 22 | 3 t 5 30
TOTAL RESPONSE 48 3 l 8 59
RESPONSE % 81.40 | 5.10 13,50 100.00

TEY recponse pearcentages of A1.4%, 5.1%, and 13.5% for the

Yeg', “NHo' and 'Partially' alternatives respectively, it
intarpretad that most of the regpondents are agreed on the
*Yes' alternative, Thig alternative affirme that the socio-
aconomic gituation in the country notwithstanding, parastatals

in Nigeria are achieving their set goals and objectives.
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By thisg interpretation, the alternative hypothesgis which etatas
that, '"Nigerian parastatals are achieving their gat goalsg and

objectives' is accepted, The null hypothesis stands reiected,

Hy : Human resources in Nigerian parastatals are unmotivated and
diggatisfied.
H, : Human resources in Nigerian parastatals are motivated and

gatigfied,

Quection: With the current oclamor for bhetter conditions of
garvica hy the nations work-force, will vou gay that the
Cantre's amployees are motivated and satisfied by their working
conditions?

Tablae 63: Showing response to question for test of
Hypothegis 17

| RESPONSE ALTERNATIVE

i i i
RESPONDENT ! YES I NO ! PARTIALLY | TOTAL
MANAGEMENT | 3 | 2 5 0 I 5
STAFF | 10 12 i 2 24

|
COMMUNTTY 1 7 21 { 3 30

1 1
TOTAI, RESPONSE ! 20 34 | 5 59

1

RESPONSE % 30.50 | 61.00 ! 8.5 { 100,00
From Tahla A3 1L can ha observaed that the T*ﬁ* alternative has

tha highest parcentage response of 81% as againegt 30.5% for the

'Yeg' alternative and 8.5% for the 'Partially' alternative,
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that paragtatals recognize, congider and gerve the aeypectations
of the communities in which they eyvist, 22% of the respondants
indicate that, in as much as come consgideration ig given to
communitieg, there ig ¢till much to he desired, While the 67 8%
raesponsge percentage for thae '"No' alternative ig indicative that
most respondents are of the opinion that parastatalg are not
recognizing, congidering nor gerving the aypectations of

communities,

Going by thie interpretation, the null hypothesis, which stategs
that, 'Communal needs and eypectations are not hean 4duly
considered and served' is accepted, The alternative hypothesis

ig thusg rejected,
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the requigite eguipment to survive in the present socio-
economic ¢limate and beyond', ig accepted, The null hypothesig

ig reljactad,
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The curiogity of the regearcher wasg pricked, to ascertain how
paragtatale in Nigeria are faring in the light of inadequate
funds and riging inflation, human resource awareness and the
demand for basic working rightsg, the push from communities for
the racognition and service of their aypectations, and the

gurvival of parasgtatalsg in these turbulent times and bheyond,

Ralavant litervature wasg reviewed to get a grasgp of what is
already kKnown about the gubject of Human Regource Management,
The Human Resource Management functions of, planning for human
resgource  neesds, gtaffing the pergonnel neede of the
organisation, appraiging and compensating emploves hsehaviour,
improving emplovess and the work environment and establishing
and maintaining effectivae working relationships were reviaewed
in detail, The human resource =ide of organisation with
attention on the neads and asgpirations of emplovees with
rafarance to claggical theoriee of motivation wag algo
reviewad, The raelationship hatwaan organizations and

communities wag also looked into,

The study set out to tast four hypotheges, Congidering time and
financial congtraints, the resgearchaer usged the Cantre for
Automotive Dasign and Development, Samaru-Zaria, as a case
etudy, A1l fipdings and conclusions made in this parastatal
have heen generalized as applicable to all parvasgtatals in

Nigeria, Relavant literature, government publicationg, official
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document e, newslettare, personal interviewe and questionnaires
wera used to collect data, Tn analyzing data collected from
quesgtionnairves, the percentage of regponges for aeach
alternative against the total responseg for the question were
taken and then interpreted. The four hypotheseg guiding the

recearch ware then analysaed and interpreted,

The regearch findings have ghown parasgtatalg in Nigeria to have
the human regources they vrvegquire. CJompensation policies,
training and development programmes, safety and health
policies, and relationships with employees to be inadequate.
Congidaration and gervice of communal evpsctations to he at a
minimum. And the survival of parastatale today and beyond to be

unguastionable with the right attitude hy government and the

- T % Conclusgions

Conclugions Adrawn hare are bhased on the resgearch findings and

the hypotheges which this study get out to  taest, The

conclugioneg drawn from thig study are ag follows:-

Paragtatale in Nigaria are achieving thair get goalg and

obhjectivas,
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Human regourceg in Nigerian parastatals are unmotivated and

diggatigfieqd,

Communal needs and eypectations are not been duly considered

and servad,

Parastatals in WNigeria have the requigite know-how and
equipment to survive the pregent gocio-economic climate and

bayond,

B33 Racommendat ions

Effective HEM can help in many wayve to ensure that paragtatalg
gurvive and progper. But challenges that confront HRM are hy no
means simple, Tt ig not child's play to tusgle with isguss ag
faly wages, the way in which labour sghould axercige itg voice
in mattere of intaerest to it, reaction to political activities
and how far one hag a right to go into matters pertaining to
private and community affairs. Compleyx though these challenges
are themgelves, their solutions are made more difficult by the

following ohstructions:

i} Tnadequate funding by government aftar establiching
parastatalg,
ii} The human factor ig Adifficult to interpret, and its

probable future actions are difficult to foracast,
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1ii} The common human shortcomings of ignorance, gelfighnese
and prejudice interfere with the applicatione of logical

mathods |

Tf these obstructions could be removed, a long stride would
have bheen taken in reducing HRM problems. The following
recommendationg Aare however proffered to help parastatal
managements tackle identified inadequacies and look to the

future with more certainty and confidence. They are:

Govarnmants ghould endeavor to clogely and continuously monitor
the activities of parastatals, guch that, their financial needs
are adequately taken care of to ensure the smooth running of
their operationg and the ultimate attainment of their get goale

and obhiactivas,

Exigting human resgource pelicieg on compengation, training and
davelopment , employes gafety and health, should be reviewed to
anahle parastatale not only acguire the requisite manpower for
the attainment of their goals and objectives, but also maintain

and retain them,
Paragtatale chould take a aloger and more sgeriousg attitude

towards communities in which they exist en that the

evpactations of such communities 1like, job opportunities,
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gcholarghipeg, schoole and c¢liniceg would be bettaer recogniged

and carvad,

Tt ig quite certain that labour would evert more influence on
decigione which affect their intevests., Whether thig influance
would emphasgize wvoluntary co-operation with management,
intarvantion through union rapregentatives, legisglative
controls or scome combhination of these is not quite certain., But
in view of past trends and current developments there ig reason
to expect the voice of labour to hecome louder other than more
subdued, Parastatal managements should not only co-opt exisgting
labour uniong in their various egtablishments, thev should also

ancourage thair easgtablighment whaere none exigt,

Tachnological changes are eypected to he more gtriking than
they have heen in the past, and their impact on labour
relations more electrifying. Parastatals should endeavor to be
abreagst of thesge changes by way of acquisition of such

technology and vigorousg training and development programmes,

For their survival, paragtatals in Nigeria sghould take a
hroadey view of thaeir responsibilities than they have in the
past . Once it wag nationally accepted that huginess should he
judged by the profit tegt, Management wag appraised according
te how well it protected the interestg of the financial

invegtor, Gradually and increasingly other tegtg have hean
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added, Tt ig, therefore, neither radical nor impractical to
recommend algo, that to survive in these times, parastatals in
Nigeria mugt gerve persgonal and pesychological needs, community
and  social  regpenegibilitises, and appropriate rolesg in

political, religious and educational affairg with success,
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Department of Buéiness Administration,
Faculty of Administration,
AB.U,, Zaria.
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The Director,
Centre for Automotive Design and Development,
AB.U., Zaria.

Dear Sir,

REQUEST TO USE CADD AS A CASE STUDY FOR MBA RESEARCH
N hereby request your permission to use the Centre for Automobile Design
and Development, A.B.U., Zaria, as a case study for my MBA thesis. The research
topic is: B

.,
"The Effectiveness Of Human Resource Management And The Survival Of
Parastatals In Nigeria".

Any information made available to me will be used for the purpose of this
research only.

Herewith attatched, is a letter of introduction from my department. Thank
you in anticipation of your acceptance.

Yours Sincerely,

A

Yoosu, Doo Francis.



AHMADU BELLO UNIVERSITY 7

DEPARTMENT OF BUSINESS ADMINISTRATION

+ ZARIA 32001 Exl. 70, 32734 INSHTUTE OF ADMINISTRATION
woram: INBTITUTE ZARNA PMB 1013 .

" MAJOR GENERAL MAMMAN KONTAGORA (R1p) ZARIA, NIGERIA
rof-DanbelRh-darer

o anonal P TG Your Ref;

EAD OF DEPARTMENT: 652847277

ir. P. D). Bagobiri !
ve (AU, H.Phll{um}!;l).PhlL {Onon), . . Our Ref:

BARIL . AMEN, MMIRA, MMM .

Date 23rd February, 1996

° TQ WIIOM IT MAY CONCERN

YOOSU, FRANCLS DOQ =~ G92BA7277

This is to‘confirm and inform you¥that YOOSU, FRANCIS DOO,
.caudidate No. G32BA7277 duly registered and has completed
all the Course Works prescribed for the Depgree of Masters of
Business Administration (MBA) in the Department of Rusiness

Administration, Ahmadu Bello University, Zaria,
e 1s awaiting results.

Please give him any necessary agsistance he may require

from you.

Mallam Ibrahim Fari Okejdi,
Co-0Ordinator MBA Programme,



CENTRE FOR AUTOMOTIVE DESIGN AND DEVELOPMENT
(Federal Ministry of Industry P.O. Box 491, Samaru - Zaria, Nigeria)
New Faculty of Engineering Complex, ABU, Samaru, Zaria

Telegrams:

Telephone: 069-50840 & 32044
Directline:

Telex:

Your Ref: GQ2RAZ277 : Fax:- 069 - 32044

Our Ref: G ADDIEDIADMIZANL - Date: __19th March, 1996

Mr. Yoosu Doo Francis,

Dept. of Business Admin., 4
Faculty of Administration,
Ahmadu Bello University,

Zaria.

Dear Mr. Yoosu,

RE: REQUEST TOQ USE CADD AS
A CASE STUDY FOR MBA RESEARCH

I hereby convey approval for your request to use CADD as case study for
MBA Research on the Effectiveness of Human Resources Management and The
Survival of Parastatals in Nigeria.

hedi 9o, o
Prof. C.0. Folalan
Executive Director

Chairman, Governing Council and Mon. Minister of Industry: L, Gen. Mohammed Balarabe Ilaladu £5s,MS8,D8S, mei FAMN, MSc.
Bxecutive Director: Prof. C. (. Folaysh, 8c.{Eng. AU, MSc, D.AC. Ph.D. (London), MNSE, MSAE, A. Eng. FSESN
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Faculty of Adminigtration,
Dept ., of Rusiness Administration,
Ahmadu Rello University, Zaria,

Daar Sir/Madam,

Your answers in this questionnaire will provide information
which will aid the gualitative complation of a research work
on, "The Effectivenesgs of Human Resgourceg Management and The
Survival of Parastatals in Nigeria" for the award of a Mastars
degree in Buginess Administration{MBa),

With the Cantra for Automot ive NDasign and NDavalopmant , Samaru,
Zaria, as a case gtudy, it ig hoped that your answers to  the

Thank you, in antigipation of vour co-operation,

Rasaarchar |

12

)
v ) ]



/4.

-5,

)

o

leage tick the most apnropriate option

Arae job pogitiong in this parastatal a result of detailed
doh degign and analysie?

L, ¥YES R. HO
On what basis are pecple employed in thisg parastatal?
. On specific raquest by the unit concerned based on a
racognised need,

At the digceretion of the management of the parastatal.
On directions from the parvent Minigtry,

il B

Are vacancies for job pegitiong advertiged in National

newsgpapers?

A. YES B. NO

1§ adverticed, ig adequate notice givan to enable
applicationg from all aver the country reach the stataed
address?

A. YES B. NO

Ty trying to fill iob positions are detailed descriptions of
thae jobs and the type of pargons to fill them clearly
gpacified?

A. YES B, NO
Are candidates to he gelected from for a job pogition

adequately sgcrsanad tao ensure that your gtandards will hae
mat?

A. YES B. ND
What congtitutes the gelection process?

A, Varbhal interviews
R, Writtan tesgts
., A &R

Bfter selection and placement on the job, are performance
appraisalg conducted to determine the employee'’s actual
parfaormance on the joh?

A. YES B. RO



10,

11.

A
1%

LA,

15.

Whare aftar appraigal parformance ig shart of get gtandarde,
what happens?

Boployee ig fivad,
Emplovee is transferraed,
Employes iz sgant for training,

W1 e

Tn compensat ing ite employess, the emphasgisg of the
parastatal is an,

B¢

t'!

, direct monetary compensation,
fringe bhanefits,
. Pl g‘ BC

T

Tn comparison to other organizations in the automobile
indugtry in Wigeria, at what level will you place the
paragtatal's compeansation policy?

A, At par,
B, Much higher than any other
¢, The lowast in the industry,

Te the parastatal's current compensat ion package capable of
attracting and retaining the hest human resourcesg in the

industry?
A. YES B. NO

Te human resources davelopmant part of the parastatals
policy?

A, YES B. NO

How are training and devalopment needs determined in the
parastatal?

Poor performance,

Employes initiative,
Randomly,

Technological innovat ions,

o R [Re -l

T adequate attention haen given to employes gafety and
health in the work place?

A. YES B. NO
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o

20,

21.

What is the accident rate in your workshops and
lahoratories?

A, Wil
BR. At a minimum,
¢, High,

In the svent of accidents on the inb, what structiures are
in place to offar ismmediate medical help?

Staff cliniec,
Firet Aid Box.
Hospital on ons.
Nong of the ahova,

oo I W« R

n the event that injuries sustained on the job rendar an
amploves incapahla of working for lifa, what does the
parastatal 4o?

Nothing.
Pays a specified sum to employes,
Pansions employee off .

b s ¢ I

Are thare trade unions in exigtence in thig paragtatal?

A. YES B. NO

Tf no, how then are employee grievances heard?

. Suggestion bov,
B, Have direct asgess to management
F’ -

Employeas have ne grievance,

What is the relationship bhetwaen employees and management
1ike?

A, Warm

B, Cordial,

C. Confrontational.

Would you say that the calibre of gtaff you have now are
capable of realizing the parastatal's geals and object ives?

A. YES B. RO
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29.

'55:

Would you gay the parastatal provides itg employees with
the opportunities to realize their individual aspivations
while pursuing the parastatal's goals and obhiectives?

A. YES R. NO

duly considerad and servad hy tha paractatal?

A, Yeas,
R, Mo,
T, To an extent |

Considaring the parastatal’'s management of itsg human
rasources, how would yvou rate ite chancaeg of survival in
thae present complay aconomic environment?

A, High.

B, Low,

C. Moderate,

Consgidering the pragent gocio-economic gituation in the
country, will you =ay the Centre ig achieving its et goals
and objectives?

A. YES B. NO C. PARTIALLY

With the current ias for better conditions of service Ly
the nations workforce, will you gay that the Centra's
amploveas are motivated and saticfied hy thaeir working
conditions?

3. YES B, NO T, PARTIALLY

Doag the Cantre iag, consider and gerve the socio-cultural
avpactations of the community in which they exis=t?

A. YES BE. NO . PARTTALLY

Considaring the pragaent gocio-sconomic ¢limare, will you
#ay parastatals in Nigeria have the adwministrative and
technical ¥nowhow Lo survive in these timas and bhayond.

A. YES B. NO €. PARTTALLY
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Faculty of Administration,
Dapt  of Business Adminigtration,
Ahmadu Belle University, Zaria,

Naar Sir/Madam,

Your answerg in this gquesgtionnaire will provide information
which will aid the gualitative complation of a research work
on, "The Effectiveness of Human Resources Management and The
Survival of Parastataleg in Wigeria" for the award of a Magtaers
degree in Busginess Adminigtration{MBa)},

With the Centre for Automotive Dasign and Deavelopment, Samaru,
Zaria, as a case study, it is hoped that your answers to the
guestions will bae as they apply in your local gituation,

Thank you, in anticipation of your co-operation,

Rasaarchay
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Plaaga tick the most

Since you employment hag your performance heen appraised?
A, YE= B. NO

Tf yesg, wag it informal through verbal praise from your
bhoge, or formal involving a lot of form filling?

2, Informal,
R, Farmal

Tf yeeg, how 4did you feel?

A, Motivated,
R, Tndiffarant,

Tf no, how do you feel?

A, Indifferant,
R, Efforte not appreciated,

Noag your job situation allow for individual initiative apd
craatjvity?

A. YES B. RO

How do you regard the compensation gtructure in the
parastatal vis-a-viz what is obtained in the automobile
industry in Nigeria?

A, Very good,
BR. At par.

C. Poor,

On your presant salary, will more appraciation of your
contributions on the iob and more resgponsihility motivate
you to higher level performance?

A. YES R. NO

With an improved galary package and no recognition or addaed
respongibility, do vou envisage an increase in your

per formance?

A3, YES R, NO

Noes the parastatal offer training and development
facilities for ite staff?

A, YES B. NO



10, Tf yas, ig staff training and devalopment hasad on a
racogniged need or ig it done randomly?

A. Randomly
B, Recognised nesad

11. T2 there a criteria for detarmining who needs training and
who doeg not?

A, VYes
B, Ho
C. T do not ¥now of any,

12, If yes, what ig the critaeria?
Staff vegquest.

a
R. Staff with poor parformance records,
T, BRrilliant gtaff,

b
()
.

Have you bhean for any form of training?
A. YES B. NO

14, 7€ yex, how do vou rate your performance on the job afte:
training?
A. Tmproved
R, Cannot fit in again,
C. NHo diffarancs,

15, Congidering yvour type of work, how do you regard regular
training?

A, Very important,
B, Tndiffarent,

T, Hot important.

16, Considaring your present ioh gituation, dao you see yvour
work as bhaen unsafe and unhealthy?

A. YES B. ND

17, Tf yas, are there adegquate facilities on the ground to
s

provide impmediate medical attention in the avent! of an
accident?
A, YES B. NO,
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18,

19-

22.

26.

Would you say the parastatal's emphasis on its employeas'
zafety and health in the wor¥ place is good anough?

A, YES B. NO

Do you have a2 union in the work placea?

A.YES B, NO

Tf yas, are you a mambar?

k. YES B. RO

If no union, why?

A2, Ho need for one,

B. Haven't got round to it yet,

T, Management not in support,

How than are your grievances heard?

A. We have no grievances,

R. Wa have direct avgess to management |

T, Suggestion box.

Apart from the parasgtatal's goalsg and ohjectives, do you
have any individual needs yvou ave aiming to achiave on the
Jjob?

A. YES B. NO

Looking at this parastatal, do you think it can provide you
the opportunity to realize vour agpirations?

A, VES R, NO

Without the parastatal adeguately taking care of your
naeds, do vou gea yourself continuing to put in yvour hest
effort?

A. YES B. NO

Working under the right conditions, do vou think vou have
the abhility to help the parastatal achieve its objectives?

A. YES B. NO
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2.

30

Considey ing the present socio-aconomic sgituation in the
country, will vou say the Centre ig achieving its set goals
and obiactives?

k. YES R, NO T, PARTTALLY

With the current isg for batter conditions of service hy
tha nations work-force, will you say that the Centre's
amployess are motivated and satisfied by their working
conditions?

A, YES B. NO C. PARTIALLY

Does the Cantre tes, congidar and sarve the socio-cultural
expactations of the community in which they eaxist?

A. YES B. NO €. PARTIALLY

el
0 4

Considering the pregent cocio-economic olimate, will v
“ay paragtataleg ip Nigeria have the adminizstyative and
tachnical ¥now-how to survive in thage times and heyvaond,

A. YES B. RO . PARTIALLY

135



Faculty of Administration,
Dapt ., of BRusiness 3dministration,
Ahmaduy Bello Univergity, Zaria,

Dear Raspondent,

Thie questionnaire ig to aid the gqualitative completion of a
research work on, "The Effectiveness of Human Resgources
Management and The Survival Of Parasgtatalg in Nigeria" for the
award of a Magters degree in Business Administration {(MBA),

The Centre for Automobile Design and Development hasg heen
chogan asg a cage study, Your answars to the following questions
will halp the recsarcher Appreciate the role CADD has playved in
your community and whether it has met your eypectations,

Thank you, in anticipation of your co-oparation,



lad

n

sriate ontionnp,

Brae you aware of the ayvigience of the Tentre for Butomot ive
Dasign and Davelopmant | Samaru, Zaria?

A, YES B. KO
Do you know what its obiact jvas are?
B. YES B. WD

Are you aware of how much of thage obiactives have hean
realiged?

Tf vesg, are you impressed with the rate of progregs?
A, YES B. NO

Looking at CADD as an organisation inp vour community, do vou
think it owes you anv service?

A. YES B. NO

TF yas, in what form do you aypect thig carvice?
A, Job opportunities for leocal community.

B. Educational scholarships,

C, Building of schoolg, hospitalg,atc,

D, None of the ahove.

Considering your interesgt in CADD, do vou have easy acdess
to information about it and what it is doing?

A. YES R. NO
TF yes, how?

2. Through newsletters/hulleting,
R. Public Relationg department,

Tf no, would you deem the astablishment of a line of
communication between CTADD and the public ag necesegary?

A. YES B. NO
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10, What do you think of the concept of an all Nigerian car?

A. Uncalled for,
B. Timely.
. Long ovardua,

11: Considering the presgent socio-economic situation in the
country, will yvou say the Cantre iv achiaving itg get goals
and object ivas?

A, VYES B, NO ., PARTIALLY

12: With the current iesg for hetter conditiong of carvice by
the nations work-force, will you gay that the Caentre's
amployess are mobivated and saticfied hy their working
conditions?

A. YES B. RO C. PARTIALLY

13: Does the Cantre ilag, consider and cerve the cocio-cultural
axpectations of the compunity in which they aevigt?

A, YE& R, NGO . PARTTALLY

14: Congidering the pregent gocic-esconomic c¢limate, will yvou
gay parastatale in Nigeria have the administrative and
tachnical know-how 1o survive in these times and beyond,

A. YES B. NO . PARTIALLY



