A SURVEY ON EFFECTIVE MANAGEMENT OF HUMAN RESOURCES AND ITS EFFECT IN RESOLVING UNEMPLOYMENT PROBLEMS IN NIGERIA

Abstract

Why do more educated workers experience lower unemployment rates and lower employment volatility? A closer look at the data reveals that these workers have similar job finding rates, but much lower and less volatile separation rates than their less educated colleagues. Therefore, this study examines the Effects of human resources management on unemployment in Nigeria from 2010-2014 with a primary focal objective on the composition of human capital investment in Nigeria. result revealed that Government current investment in human capital in terms of spending on education needs to increase in quantum for its significance to be meaningful. Hence, the government needs to put more effort in human capital investment in order to reduce unemployment rate in Nigeria.

CHAPTER ONE

INTRODUCTION

1.1 BACKGROUND AND NEED FOR THE STUDY

An organization makes use of a wide variety of resources, including monetary, natural, and human resources. Human resources continue to be the most crucial aspect of every business, and this is due to the fact that without them, it would be difficult to achieve the firm's goals, whether those goals are to complete the mission or to realize a particular vision (Mathias et al, 2021).

The human resource department is the heart and soul of every firm. The administration of all other resources, including those that are extremely important, falls within the purview of the human resource. According to Pattanayak (2021), human resource is sometimes referred to as the "life blood" of enterprises. "despite the use of technology in current company management, human resources are still relevant and the most adaptable resources of the corporation," they said with enthusiasm (Pattanayak, 2021).

Waterman understood that "the organization," which includes its people, culture, and capability, is a significant source of competitive advantages. The people themselves are the plan (Taylor, 2021). An improvement in a company's overall financial performance can be attributed to the successful execution of a plan for its human resources. Equally essential, a company's human resources are its most valuable capital, a fundamental touch with the consumers, and the key to the company's continued success (Taylor, 2021).

Human resources are essential to the success of every endeavor carried out inside a business, from the very first step to the very last. Consequently, in order for an organization to accomplish some of its objectives, it is necessary for that organization to not only guarantee that it will always have a sufficient and consistent supply of human resources, but also that those resources will be adequately motivated and effectively managed (Mathias et al, 2021).

According to what James said in Chukwu (2008), productive management of people is still the key to increased output, and the task of management is to encourage people to perform to the best of their capabilities. He asserted that organizations will be more successful than ever in achieving high levels of productivity by practicing efficient management of their human resources. This management can take the form of encouraging their employees and providing them with opportunities for professional development.

In addition, Ubeku in Nwachukwu (2002) went even further to say that even though the task of motivating workers is vested on the management team, the managers have more roles to play by providing the organization with a continuous day-to-day coaching, appraisal, and encouragement that the employee will need more than ever before. This is because the employee will be in a position where they will need to be motivated more than ever before.

According to Eze (2010, page 3), man has constructed organizations to cater to all elements of his needs and desires, both inside organizations and even within countries. These organizations exist to fulfill man's needs and aspirations. This necessitates that the resources that are at one's disposal be handled and utilized in the most efficient manner possible. An organization's human resources should be deployed and allocated effectively and efficiently so that they are available when and where they are required, and this is what is meant by "effective management of human resources." Planning, assigning, and maintaining a schedule for the use of available human resources are all components of human resource management.

A high rate of poverty, which is a direct outgrowth of unemployment, is one of the outcomes that have been seen as a direct result of inadequate management of human resources. Unemployment has become a big issue that plagues the lives of young people in Nigeria, leading to dissatisfaction, depression, and dependence on family members and friends who are also dealing with issues of their own (Taylor, 2021).

An analysis of the degree to which Nigeria has been successful in managing its human resources finds that there is a deficiency in the identifying elements that reflect effectiveness and efficiency.

In light of this, Taylor (2021) expressed his regret that "political instability, abject poverty, acute young employment, heightened crime rate, poor health prospects, and widespread malnourishment have been the key aspects of Nigeria's political economy." Even Nigeria's expanding Gross Domestic Product (GDP), which is currently around 522.6 billion [World Bank, 2014] dollars, has not been able to eliminate the country's high rate of poverty or bring down its unemployment rate. As a result, Samsi [2010] observed that the rate of economic growth has greatly increased with an annual average of 7.4 percent in the previous decade. However, the increase has not been in a way that is transformative, inclusive, or broad-based. The implication of this trend is that economic growth in Nigeria has not resulted in the desired structural changes that would make manufacturing the engine of growth, create employment, promote technological development, and induce poverty alleviation. This would make manufacturing the engine of growth would create employment and promote technological development and induce poverty alleviation.

One of the most important metrics that can be used to evaluate a nation's level of progress is the unemployment rate (Mathias et al, 2021). If a nation's unemployment rate is falling over time, we may say that it is making progress toward development. And when new jobs are generated, there is a rise in employment while there is a decrease in unemployment. The situation is exactly the opposite in Nigeria, which has a very high unemployment rate (Jamo, 2013, p. 90). The unemployment rate in Nigeria has been steadily climbing at an alarming rate. According to Eme [2014], the rate of unemployment climbed from 21.1 percent to 28.5 percent during the years of 2010 and 2013. This indicates that the increased economic growth of Nigeria has not yet translated into a greater employment rate in the country. According to estimates provided by the World Bank, there are around 50 million young people in Nigeria who are now without work (2013).

In spite of the availability of both people and material resources, unemployment continues to be a serious issue in the Orji River Local Government Area. This has been the case for quite some time. The ineffective administration of those resources is the primary source of the issue. In light of this, the purpose of this study is to shed light on the problems that are associated with unemployment in Nigeria, with specific reference to Orji River in the state of Enugu, and to investigate whether or not it is possible to solve such problems through the efficient management of human resources, thereby lowering the unemployment rate in Nigeria.

1.2 Statement Of The Problem
Effective management of resources is at the heart of every organization. The challenge for organizations is how to maximize the full capabilities of resources especially the human resource in a most effective and efficient manner. No matter how organizations try to achieve these full capacities, there are still issues to contend with. The primary issue according to Gopalahrishnan [2012, p.65] is lack of continuous training and education. He opines that organization fall disparately behind the learning culture because training and development are perceived as auxiliary activities, rather than as pragmatic catalyst to results.

There is massive unemployment especially in developing world like Nigeria because employees lacked the necessary skills required to maximize output and create further openings. In that regards, Goldstein [1993] notes that there are skills deficiencies of the workforce that make staff perform below the minimum acceptable performance level. He maintained that such workers are unproductive, wasting organizations finance and time and that it costs the management more to keep them than to be without them. The problem however lies in the facts that management does not ensure their skill acquisition and should not have hired them in the first place.

It is a truism that productivity at work setting enhances employment and lack of it brings unemployment. Anyim et al (2011) wrote on their basis that “poor productivity is likely to create unemployment and inflation, decline in standard of living of the masses, hence all hands must be on desk in search of ways to improve productivity” low productivity on a high extent is the function of ineffective management. Quota system in employment in Nigeria is a key problem affecting effective management especially in public organizations. Again Anyim et al [2011] opines that quota system in employment is very common in public Organizations where employment in government establishments is expected to reflect the federal character principle. Usually, they noted that employment is not carried out in line with global standard thereby compromising merits, standard and quality. In the long run, this brings productivity issues that with negatively affect employment and warrant unemployment of the already engaged.

All these challenges affect management in its bid to ensure effective management of human resources that will boast the productive and employment chances of organizations. The effect of lack of effective management of human resources in organizations is numerous including unemployment which is our focus.

1.3 Objectives Of The Study.
The general objective of this study is to study the effect of effective management of human resources in slowing unemployment problems in Nigeria.

The specific objectives include:

a. To find out if there was an effective management of human resources in Oji River Local Government Area between 2010-2014.

b. To investigate the effects of effective management of human resources in Oji River Local Government Area between 2010-2014.

c. To identify the challenges of effectives management of human resources in Oji River Local Government Area between 2010-2014.

d. To profer solutions to the identified challenges of effective management of human resources in Oji River Local Government Area

1.4 THEORETICAL FOUNDATION OF THE STUDY

Hardly do we discuss and analyze concepts meaning fully in social sciences without linking them to or understanding them from some theoretical viewpoint or orientation. This study will adopt a management theory propounded by Frederick w. Taylor, known as the scientific management Theory”.

Scientific management theory is a theory of management that seeks to enhance productivity, increase in the output of work, overall effective and efficient utilization of available resources at work place in order to achieve greater result.

According to Nwata (2012,p.11), Scientific management which owes its origin to Frederick w. Taylor (1856-1917), developed a number of guidelines for managers to adopt and replaces the old, ineffective approaches to work, setting rules that should be adopted for efficient and effective utilization of resource to achieve greater result. Taylor pointed management as a true science,resting upon clearly fixed lows, rules and principles, as a foundation. He argued that management comprised a number of principles which commanded applicability of all types of organizations; the same principles can be applied with equal force to all social activities to the management of our homes, our churches, our philanthropic institution, our universe and our government departments.

The most important of these scientific management factors according to Taylor are as follows:

a. The development of true science -: This principle involved systematic observation, classification and tabulation of work activities as they were typically carried out and then the simplification of the tasks to be done on the analysis of motions, material and equipments.

b. The scientific selection and progressive development of workman -: People should be carefully selected on the basis of the possession of the skills and capabilities necessary to carryout effectively and efficiently organized jobs.

c. Intimate friendly co-operation between the management and workman-: Taylor believes that there must be an almost equal division of the work and responsibility between the management and the workman.

APPLICATION OF THE THEORY.

The study revolves around effective management of human resources in an organization and how it can proffer solution to the issue of unemployment. The management of organization and their human resource managers should learn how to apply the scientific management principles outlined above towards effective utilization of their human resources thereby inducing greater productivity. The core basis of scientific management theory is to enhance effectiveness and efficiency in the working environment. This makes it more suitable to be adopted in the course of effective management of human resources in an organization.

However, the organizations and establishments in Oji River Local Government Area should know that management is Scientific and requires scientific approaches towards effective management of their human resources.

1.5 RESEARCH QUESTIONS

This study is guided by the following research questions.

1. How did Oji River Local Government Area, effectively manage its human resources between 2010-2014?

2. What were the effects of effective management of human resources in solving unemployment problems in Oji River Local Government Area between 2010-2014?

3. What were the challenges that confronted effective management of human resources in Oji River Local Government Area between 2010-2014?

4. What is the solution to identified challenges of effective management of human resources in Oji River Local Government Area?

1.6 Significance Of The Study
Generally speaking, the effectiveness of any Organization irrespective of its native is measured by one significant and objective criterion, namely the quality of its product and services is to large extent a function of the caliber of human resources or man power component of the organizations production resources.

Secondly a close look at the work carried out will reveal a significant effect on human resources development on the organizational growth. More so, the research work will serve the role of shaping the organizational politics on human resource [personnel] for the overall attainment of the set objectives. It is only when the human resources is adequately qualified for the job to be performed that we can be effectively allocated and usefully utilized in the most optimum manner.

The practical relevance of the study lives in the fact that no organization can achieve its set objectives without competent employees. Other significance of the study includes the following:

i. It will enable the management of both public and private organizations to know the major problems facing human resource management and their possible solutions.

CHAPTER TWO

LITERATURE REVIEW
Performance of any organization largely depends on the performance of its employees. Successful organizations are increasingly realizing that there are a number of factors that contribute to performance but human resource is clearly the most critical (Mello, 2005). In spite of the size and nature of an organization, the activity  it  undertakes,  and  the  environment in  which  it  operates,  its  success depends on its employees? Decisions and their behavior. To evaluate performance of employees in organization is one of the major purposes of employing human resource practices. In the competitive environment of modern era, organizations are persistently improving performance of their employees by improving HR practices. Caliskan (2010) acknowledged that HR practices are one main source of competitive advantage. Many researchers have proved that HR practices have a significant and positive relationship with employees? Performance (Delery and Doty, 1996; Guest, 2002; Harley, 2002; Huselid, 1995; Qureshi et al., 2006; Tessema and Soeters, 2006). In the last two decades, focusing on HR practices has been an imperative and decisive area for organizational performance. Effective HR practices improve the performance of organization and lead to higher profits. Datta et al. (2003) found that best use of HR practices reveals a stronger association with efficiency of firm. Human resource management (HRM) practices have significant association with profits of banks (Delery and Doty, 1996).

Human Resource Management Practices in Nigeria Organisations

Recruitment and Selection
Recruitment is the process of announcing job vacancies with a view to attracting a pool of qualified applicants to fill up vacancies in an organisation. It is regarded as a positive process. Taylor (2008) posits that “recruitment involves actively soliciting applications from potential employees which is considered a positive activity that requires employers to sell themselves in the relevant labour markets so as to maximize the pool of well-qualified candidates from which future employees can be chosen”. According to Etomi (2002), recruitment is concerned with the process of attracting a sufficient number of individuals with the right profile in terms of qualifications, experience, skills and other relevant attributes to indicate their interest in working for the organisation. Recruitment is the process of generating a pool of qualified applicants for organisational jobs (Mathias & Jackson, 2004). Selection is the process of evaluating those who have been searched for and obtained through recruitment with a view to deciding whether they can be employed or not. It is also the process of choosing the individual or individuals who best meet the job-related criteria. “Selection is a decision-making activity: the psychological calculation of suitability” (Price, 2004). Taylor (2008) posits that’ selection techniques are used to decide which of the applicants is best suited to the vacancy in question.” Etomi (2002) opines that selection is concerned with identifying the candidates from the recruitment pool who best meet organisational requirements for employment, it is also the process through which those who are recruited are downsized to the few who are hired. According to Yoder and Staudohar (1982) “selection is the process in which candidates for employment are divided into two classes those who will be offered employment and those who will not.” While recruitment is a positive activity, by contrast selection is viewed as a negative processor activity in so far as it involves picking out the best of the bunch and turning down the rest (Taylor, 2008).

Compensation and Reward Management

Staff remuneration or “pay affects the way people work in terms of how much and how well” (Yoder Staudohar, 1982). Most conflicts at work could be explained by poor pay and other pay- related issues. The outcome of pay dissatisfaction may include lower job performance,, increase grievance, incessant absenteeism as well as  labour turnover. On the other hand, excessive compensation costs can reduce an organization’s competiveness and its ability to provide jobs (Pattanayak, 2010). Sound compensation policy should create a balance between satisfaction and competiveness. Pay is a contractual phenomenon, as the payment of salaries and wages is an indication of a relationship and transaction between the employees and employers.  It is  a  consideration  or  quid  pro  quo  which  is  extended  to employees for services  rendered. Staff remuneration otherwise called compensation refers to the totality of both the financial and non-financial rewards that an employee receives in return for his/her labour or services to an employer or organisation. It includes the basic pay, incentives and numerous financial and non- financial benefits (Banjoko, 2006). “Compensation is what employees receive in exchange for their contribution to the organisation” (Pattanayak, 2010,). According to Flippo (1984) compensation connotes the adequate and equitable remuneration of personnel for their contribution to (organisation objectives. Flippo identified three components of compensation suudrn as: basic wage or salary (to attract qualified candidates); variable compensation (to motivate job performance); and supplementary fringe, benefits (to retain talented staff). The essence of sound remuneration policies therefore is to attract, motivate and retain skilled staff. The concept of total remuneration and total reward are well explained by Armstrong (2009)

Training and Development

The concept of training has been variously defined. According to Obisi (1996) citing Steinmetz (1969) training is viewed as a short term process utilizing a systematic and   organized   procedure   by   which   non-managerial   personnel learn   technical knowledge and skills for a definite purpose. Thus, training is specific and directional. Fajana (2002) views training as the process that involves developing skills and learning concepts, rules or attitudes in order to increase effectiveness on a particular job. Armstrong (2001) defines training as the formal and systematic modification of behaviour through learning which occurs as a result of education, instruction, development and planned experience. The concept of development has been variously defined. According to Obisi (1996) citing Steinmetz (1969) development is   a   long   term   educational   process   utilizing   a   systematic   and organized   procedure   by   which   managerial   personnel learn   conceptual   and theoretical knowledge for general purpose. Thus, development is generic, non- directional    and    all    encompassing.    Armstrong    (2001) development as being concerned with improving managers?  performance  in  their present  roles  and  preparing  them  for  greater  responsibilities  in  the  future.  Thus, from the above we can confidently conclude that while training is designed for non-­ managerial personnel, development is designed for managerial personnel.

Promotion, Transfer and Staff Separation
Promotion refers to a shift from a level of lesser responsibilities to that of higher responsibilities, oftentimes with increase in pay. Rao (2005) views promotion as an upward movement of an employee from current job to another that is higher in pay, responsibility and organisational level.  Promotion is an advancement or upward movement of an employee within an organisation to a position of greater authority and responsibility, more prestige and status and increased pay. It is a vertical movement in rank, pay and responsibility (Ojo, 1998). Promotion confers on beneficiary’s enhanced status, better pay, increase responsibilities and better working conditions.

There can of course be “dry promotion”; where an employee is moved to a higher level job without increase in pay. According to Fajana (2002), dry promotions do not involve a higher remuneration. Higher remuneration when implemented as a result of general adjustment in wages/salaries does not imply a promotion. This could be termed up-gradation. Promotion is slightly different from up-gradation which implies minor enhancement in pay in tune with the limits imposed within a particular grade. Mamoria, Gankar&Pareek (2007) opine that dry promotions are those which are given in lieu of increases in compensation. Promotion encourages employees to remain committed and loyal to their jobs and organization.

Performance Appraisal

Rao (2005) opines that “performance appraisal is a method of evaluating the behaviour of employees in the work spot, normally including both the quantitative and qualitative aspects of job performance”. Dessler (2008) views performance appraisal as any “procedure that entails setting work standards, assessing employee’s actual performance relative to those standards, and providing feedback to the employees with the aim of motivating him/her to eliminate performance deficiencies or to continue to perform above par”. The aims of appraisal according to Fajana (2002) are three folds: appraisal entails historical review of employees? Performance; it is a means for distributing rewards as well as a means for determining training and development needs. Manoharan, Muralidharan and Deshmukh (2009) posit that performance appraisal (PA) is an important management tool to assess employees? efficiency in the workplace, and may be defined as a structured formal interaction between a subordinate and supervisor that usually takes the form of a periodic review which could be annual or semiannual to evaluate work performance.

Health and Safety at Work

Health and safety  policies  and programmes  are concerned with protecting employees  and other people affected by  what the company  produces  and does; against the hazards  arising from employment or their links  with the company. Safety programmes deal with the prevention of accidents and minimizing the resulting loss and damage to people and property. Occupational health programmes deal with the prevention of ill-health arising from working conditions. Particular attention needs to be exercised on the control of noise, fatigue and stress. The elimination of hazards is the responsibility of everyone employed in an organization, as  well as  those working there under contract. But the onus  is  on management to achieve and indeed go beyond the high standard in health and safety  matters  required by  legislation. Written health and safety  policies  are required to demonstrate that top management is concerned about the protection of the organizations  employees  from hazards  at work  and to indicate how this protection will be provided.

Communication at Work

In all human endeavours  communication plays  pivotal roles. Miscommunication or misunderstanding can have deadly  consequences. Thus, no group or organisation can exist without communication. The word, communication is derived or originated from the Latin word, communis meaning common. Communication is the process of transmitting information and meaning from one person to another with the message being understood by the recipient. Communication involves the act of imparting a common idea or understanding to another person. In the world of business  or work, communication refers  to the process  by  which employers  and employees  or managers  and managees  interact and transmit information to one another for the effective performance of their duties  and to further the basic purpose  of  the  organisation. In the world of business, communication is both internal and external. We can rightly say that communication is the lifeblood of all human groupings and businesses.  Communication is a very important subject to any manager.  Managing is getting things done through others, a task which requires the human resource professionals to communicate with other people.

Labour/ Management Relations

Akpala (1982) opines that labour relations or labour management relations connotes a relationship between worker, not as individuals but in their collective identity, and the employer. The concept, labour relations is narrower in scope than industrial relations, because, it concerns the internal arrangement between employers and the unions in a bi-partite relationship. Their activities would seem to exclude the possible intervention of the government as umpire in the employment relations regulations. When such intervention by the government as a third party occurs, the relationship becomes more involved and is known as industrial relations. Industrial relations   is   regarded   to   be wider than labour relations. Fashoyin (1992) posits that labour relations, as distinct from industrial relations, can be defined as the day to day relationship between union members and manager in the workplace, with particular emphasis on the implementation and enforcement of the collective agreement.

2.1
Importance of Human Resources Management

The usefulness of HR is an organization that can never be overemphasized as they provide the creative spark that drives organizations. Noe et al., (2004) suggested the following qualities that distinguished HR from other forms of organizational resources, they are: HR are valuable: High quality employees provide a needed service as they perform many critical functions. HR are rare in the sense that a person with high level of the needed skills and knowledge is not common. An organization may spend several months searching for talented employee.

HR cannot be imitated. It will be impossible to find and employ HR that can do precisely the same thing so that advantage of a competitor could easily be eliminated.

HR have no good substitutes: Proper training and motivation will cause employees to learn, develop their abilities, and care about customers. It is difficult to imagine another resource that can match committed and talented employees.

2.2
Objectives of Human Resource Management
Human Resource Management core objective is corporate survival through the achievement of personnel satisfaction. Ivancevich (2004) affirmed that the contributions HRM makes to organizational effectiveness include the following: Helping the Organization Reach its  Goal: Since every  business  issue has  HR implications, it is  the objective of the HR function to ensure that the organization has the pole that will bridge the gap between where the organization is and where it wants to be.

Efficiently Employing the Skills and Abilities of the Workforce: The HR function seeks to develop an organizational climate that will ensure the skills and abilities of the workforce.

Providing Well-Trained and Well-Motivated Employees: It is the objective of the HR function   to   ensure   that   organizational   employees   are   well trained   and   well-motivated so that they can perform at optimal levels.

Increasing Employee’s Job Satisfaction and Self-Actualization: To ensure that employees are productive by matching them to jobs that meet their abilities and also ensuring that they are equitably treated.

Achieving  Quality  of  Work  Life:  This  is  closely  related  to  increasing  employee's satisfaction  and  self-actualization.  Quality of work life generally refers to several aspects   of   the   job   experience.   These   include   factors   as   management   and supervisory  style,  freedom  and  autonomy  to  make  decisions  on  job  satisfaction, physical surrounding, job safety, satisfaction working hours and meaningful tasks.

Communicating HRM Policies to all Employees:  To communicate HRM policies, programmes   and   procedures   in   the   fullest   sense   to   all   employees   in   the organizations.  This  also  include  communicating  with  top-management  people  to illustrate  what  it  can  offer  on  these  areas  in  the  form  of  support,  counsel,  and techniques  and  to  increase  its  contribution  to  the  overall  strategic  mission  and goals of the organization.

Maintaining Ethical Policies and Socially Responsible Behaviour: In carrying out the HR functions, the HR managers is to show by example that each employee is important and will be treated ethically, i.e. an assurance that any activity engaged in by the HRM area will be fair, truthful, and honorable, people will not be discriminated against and other basic rights will be protected. These ethical principles should apply to all activities.

Managing Change: The fast pace of change taking place in the workplace is giving new meanings to the employment relationship. What these change mean to the HR manager is that new, flexible approaches must be initiated and used effectively without jeopardizing the survival of the organization.

2.3
Reasons for the Failure of Human Resources Management


The HRM function does not exist in isolation they are carried out within the larger environment of business organizations. The environment of business are those forces that are external to the business which have either negative or positive effect to the organization, and which the organization cannot easily control. Igbinomwanhia (2010) observed the following environmental factors that affect HRM in our country:

Economic Factors: The degree of resources in an economy affects the condition of HRM management of such society, the more buoyant an economy, the more the resources that are available to organizations to prosecute HRM programmes and the reverse is true. In the oil boom era in Nigeria, organizations could pay ‘fat salaries', send employees on training both locally and abroad, and administer a wide range of attractive benefits including paid vacation. However, when the tide changed and the economy began to contract, HRM was adversely affected. Banjoko (2006) affirmed that “as the recession and austerity become more severe many companies resorted to cut-back in essential HRM activities. Cash loans were slashed or completely suspended...training programmes were cut back and many other employee programmes were also reduced”. In recent times, the global economic meltdown has added a new dimension to the challenge that HRM have to deal with in Nigerian organization.

Political Factors: Politics in Nigeria have not allowed the HRM function to be effective in recruiting and selecting the best candidate for the organizational job. Merit is no longer the order of the day. Political affinity, ethnic balancing (Federal character) and 'godfatherism' have become the norm for securing employment. This development has highly jeopardized the GRM function of objective recruitment and reward for performance.

Legal Factors: HRM has to operate within the confines of the law that relates to its activities, as well as other government orders, law court decisions, and rulings of the industrial attribution panel, it is the duty of HR function to draw the organization attention to such laws and rulings and ensure that they are complied with. The minimum wage law determines the wage and salaries of the employee even where they deserve a better wage or salary.

Social and Religious Factors: Similar to political factors, social and religious factors are also exerting considerable influence on hiring, promotions and employee discipline. It is no news that social groups and 'cliques' within the organization lobby for 'one of their own’ when it comes to hiring and promotion. This jeopardizes adequate compensation for committed employees.

Technological Factors: This is the most dynamic of all environmental factors that affect   HRM.   The   same   way   around   the   world,   technological   development is significantly affecting the practice of HRM in Nigeria. Computer and ICT knowledge is increasingly being weighted significantly in the recruitment process. Almost all employees entering organization today are required to have one form of computer knowledge or the other. The rapid rate of change in technology poses great technical problems to the HRM function.

Health and Education as Components of Human Capital Resource
Adequate recognition has not been given to the health component of human capital resource. Even in classroom sessions on economic development, discussions usually do not emphasize health as a component of human resource development. Schultz (1961), as cited in Lawanson (2009), saw human capital as those resources that are inherent in each human being, which can be traced between the users and the owners to improve their respective living conditions. He outlined these inherent resources in human beings to include knowledge (knowing what to do), skills (knowing how to do what is to be done), and attitude (behavioural demonstration  of a favourable inclination while doing that which is to be done). No mention is made here of health (Lawanson, 2009).

Government Expenditure on Education
Education in Nigeria is a constitutional matter, which makes it the responsibility of the government though it is financed by the public sector in conjunction with the private sector and external bodies. It follows that the sources of education investment funds are majorly public in nature. One of the approaches the government adopts in financing education is the annual budgetary allocation to the sector that are distributed as subvention or grants to the different levels of education. These grants or subventions to educational institutions are made through the respective Education Ministry of the levels of government by the coordinating agencies of education like the National Universities Commission (NUC), NCCE,NBTE, etc. Data available on federal government expenditure on education in Nigeria reveal dynamic changes over the period under review (1970-2013). From available data as shown in the appendix, gross domestic product (GDP) and federal government budgetary expenditures on human capital (education and health), it is obvious that federal government budgetary allocation to the education sector stood at N25.84 million in 1970. It rose  from N17.14million in 1971 to N47.23 million in 1972 representing about 300% growth rate from -3.85%  1971  level.  From 1972  to  1976  federal  government  allocation  to education grew phenomenally. For instance the growth rate was 8.1% in 1972, 341.8% in 1974, 331.47% in 1975 and 23.67% in 1976. Budgetary allocation to education hit its billion naira mark in 1976 standing at N33940.7 billion. However the education expenditure fell to N569.6million in 1978, representing a negative growth rate of 452.04%. The reason for the monumental growth in allocations to education in the early 1970s could be attributed to the policy of reconstruction, rehabilitation and reconciliation (3Rs) embarked upon by the Federal Government in response to the massive destruction of public infrastructures during the civil war.

Government Expenditure on Health
From the available data in appendix 1, one can see that human capital expenditure on health has showed unstable trend. From N49.96 million in 1970 it rose to N1051.7 million in 1976. It decreases to N173.57 million in 1977, representing a negative growth of 605 percent. It recorded a further decrease in 1978 at -1.05 percent. Prior to the introduction of SAP, health expenditure stood at N152.65 million in 1984 and increased to N215.32m in 1986, representing 61.97 percent  growth .  Though health expenditure appears to have  fared well in growth terms but it has not performed well when looked at in relation to federal government budgetary expenditure. For instance, health expenditure has dwindled between 1% and 5% for the period under review. Health expenditure as a percentage of total expenditure remained low and ranged between 0.58% and 1.46% between 1970 and 1980. However, the sector witnessed stable growth from 2000 to 2013 during the Civilian administrations. In general, Federal Government expenditure in the health sector is a far cry from international recommendation. This is why the United nations in 2006 and 2007 rated

Nigeria in the group of countries with lowest health expenditure with health expenditure- GDP ratio of 1.3% and 1.4% in 2006 and 2007 respectively (UN, 2006, 2007).

From the analysis so far it was discovered that the human capital expenditures witnessed high fluctuations from 1970 to 2013. This reveals federal government policy inconsistency in the education and health sectors. Example, while education expenditures witnessed 12 years of zero and negative growths, health expenditures witnessed 7 years of negative growth. Also human capital expenditures as percentages of budgetary expenditures reveal that federal government through different regimes and administrations has not placed priority in human capital development as crucial element in Nigeria’s growth process.

Theoretical Models on Human Capital Investment and Unemployment.
Adam Smith wrote “The Wealth of Nations” (1776) in which he introduced the human capital concept proposing an analogy between man and machines: “When any expensive machine is erected, the extraordinary work to be performed by it before it is worn out, it must be expected, will replace the capital laid out upon it, with at least the ordinary profits. A man educated at the expense of much labour and time to any of those employments which require extraordinary dexterity and skill, may be compared to one of those expensive machines. The work which he learns to perform, it must be expected, over and above the usual wages of common labour, will replace to him the whole expense of his education, with at least the ordinary profits of an equally valuable capital. It must do this, too, in a reasonable time, regard being had to the very uncertain duration of human life, in the same manner as to the more certain duration of the machine” (Smith 1776, p. 93).

Smith reflected on the fact that an individual’s growth required the employment of economic resources, just as machines did. This implied that it would be a misjudgment to consider only the value of machines and not that of individuals in the stock of the wealth of a nation. The total income of a country was the sum of all material and personal means, i.e. of all production factors. In other words, a comparison between national income - the sum of all material and personal means and wealth of the nation generated with the aid of human capital is not a homogeneous comparison. Smith’s ideas raised much controversy. In particular J. Mill (1848) advocated that it was not possible to aggregate material and personal goods as the value of the former was determined by their ability to satisfy people’s needs. Equally, the wealth of a nation, comprised of material goods, only exists with reference to individuals. Over 100 years after Smith, Alfred Marshall (1890) defined human capital so as “to include all those energies, faculties, and habits which directly contribute to making people industrially efficient”. Such production capabilities are also capabilities whose value can be measured only indirectly.

The various theories on human capital which were developed in the 20th century were finalized to explain salary differentials and the various opportunities for success in the labour world, seeking to identify and specify the type of skills acquired which enable individuals to increase the human capital stock. The efforts made by the Chicago School were all focused in this direction.

The Chicago School (Mincer, 1958; Becker, 1964; Schultz, 1961), placed emphasis on the human capital notion once more as a factor for salary growth and focused on the elements which contributed to training and human capital accumulation. In particular the authors outlined analytically the relationship between labour-generated income (earnings functions) and human capital, the latter being measured simply through the number of years of schooling and degree of professional experience. In parallel with the Chicago School studies, further theories on human

capital were finalized to measure their effect on economic development and growth at the macro level. The major thrust for all these theoretical arguments was to move from a theoretical concept of human capital to an operational concept, i.e. a measurable human capital regarded as a factor necessary for production and national wealth. In many works (Fabricant, 1954; Solow, 1956; Solow et al., 1961; Denison, 1980; Schmookler, 1966; Abramovitz, 1956; Benhabid and Spiegel, 1994) various authors disaggregated the factors which had repercussions on the productivity of economic systems and established a functional relationship between output changes and the changes of the inputs of the main production factors - above all physical goods (i.e. material goods) and labour (i.e. performance and personal attributes).

Many authors have pointed out that the production and maintenance costs of the human capital stock should be included into the income statement as an investment rather than as a cost. In particular, expenditure incurred for education, vocational training, health on the workplace, etc. should be deducted from the total amount of costs. In addition, a new entry should be introduced in the Government’s financial reports called “investments in education” or, broadly speaking, “investments in human capital stock”. In order to measure the economic development of a country the characteristics of human capital cannot be ignored and must be adequately considered in the national accounts. The production capacity of tangible assets runs out over time, whereas that of human assets e.g. initiative, professional abilities, knowledge - can be transmitted, at least partially, from one generation to the next through the knowledge which turns into knowledge acquired over a period of time (Lenti, 1967).

In Italy, Corrado Gini (1946; 1959, 1962) was the most passionate advocate of the human capital notion as a factor to be included into a nation’s wealth. Gini drew on a thesis by Vilfredo Pareto (1905) illustrated in the early 20th century and claimed that most of the wealth owned by American citizens in the years between World War I and II was derived from the saving accumulated by the immigrant workforce from the early 19th century onwards. Gini’s thesis aimed to emphasize the incorrectness in regarding wealth increases when brought about by physical capital while neglecting all increases in wealth when brought about by human capital.

CHAPTER THREE

RESEARCH METHODOLOGY

3.1
INTRODUCTION


In this chapter, we described the research procedure for this study. A research methodology is a research process adopted or employed to systematically and scientifically present the results of a study to the research audience viz. a vis, the study beneficiaries.
3.2
RESEARCH DESIGN

Research designs are perceived to be an overall strategy adopted by the researcher whereby different components of the study are integrated in a logical manner to effectively address a research problem. In this study, the researcher employed the survey research design. This is due to the nature of the study whereby the opinion and views of people are sampled. According to Singleton & Straits, (2009), Survey research can use quantitative research strategies (e.g., using questionnaires with numerically rated items), qualitative research strategies (e.g., using open-ended questions), or both strategies (i.e., mixed methods). As it is often used to describe and explore human behaviour, surveys are therefore frequently used in social and psychological research.
3.3
POPULATION OF THE STUDY


According to Udoyen (2019), a study population is a group of elements or individuals as the case may be, who share similar characteristics. These similar features can include location, gender, age, sex or specific interest. The emphasis on study population is that it constitute of individuals or elements that are homogeneous in description. 


This study was carried out to examine the effect of effective management of human resources in solving unemployment problems in Nigeria between 2010-2014. Oji River local government area of Enugu State form the population of the study.
3.4
SAMPLE SIZE DETERMINATION

A study sample is simply a systematic selected part of a population that infers its result on the population. In essence, it is that part of a whole that represents the whole and its members share characteristics in like similitude (Udoyen, 2019). In this study, the researcher adopted the convenient sampling method to determine the sample size. 
3.5
SAMPLE SIZE SELECTION TECHNIQUE AND PROCEDURE

According to Nwana (2005), sampling techniques are procedures adopted to systematically select the chosen sample in a specified away under controls. This research work adopted the convenience sampling technique in selecting the respondents from the total population.
In this study, the researcher adopted the convenient sampling method to determine the sample size. Out of all the entire population of staff of Oji River local government area of Enugu State, the researcher conveniently selected 95 out of the overall population as the sample size for this study. According to Torty (2021), a sample of convenience is the terminology used to describe a sample in which elements have been selected from the target population on the basis of their accessibility or convenience to the researcher.
3.6 
RESEARCH INSTRUMENT AND ADMINISTRATION

The research instrument used in this study is the questionnaire. A survey containing series of questions were administered to the enrolled participants. The questionnaire was divided into two sections, the first section enquired about the responses demographic or personal data while the second sections were in line with the study objectives, aimed at providing answers to the research questions. Participants were required to respond by placing a tick at the appropriate column. The questionnaire was personally administered by the researcher.
3.7
METHOD OF DATA COLLECTION

Two methods of data collection which are primary source and secondary source were used to collect data. The primary sources was the use of questionnaires, while the secondary sources include textbooks, internet, journals, published and unpublished articles and government publications.
3.8
METHOD OF DATA ANALYSIS

The responses were analysed using the frequency tables, which provided answers to the research questions. The hypothesis test was conducted using the Chi-Square statistical tool, SPSS v.23
3.9
VALIDITY OF THE STUDY

Validity referred here is the degree or extent to which an instrument actually measures what is intended to measure. An instrument is valid to the extent that is tailored to achieve the research objectives. The researcher constructed the questionnaire for the study and submitted to the project supervisor who used his intellectual knowledge to critically, analytically and logically examine the instruments relevance of the contents and statements and then made the instrument valid for the study.
3.10
RELIABILITY OF THE STUDY

The reliability of the research instrument was determined. The Pearson Correlation Coefficient was used to determine the reliability of the instrument. A co-efficient value of 0.68 indicated that the research instrument was relatively reliable. According to (Taber, 2017) the range of a reasonable reliability is between 0.67 and 0.87.
3.11
ETHICAL CONSIDERATION

The study was approved by the Project Committee of the Department.  Informed consent was obtained from all study participants before they were enrolled in the study. Permission was sought from the relevant authorities to carry out the study. Date to visit the place of study for questionnaire distribution was put in place in advance.

CHAPTER FOUR

DATA PRESENTATION AND ANALYSIS

This chapter presents the analysis of data derived through the questionnaire and key informant interview administered on the respondents in the study area. The analysis and interpretation were derived from the findings of the study. The data analysis depicts the simple frequency and percentage of the respondents as well as interpretation of the information gathered. A total of Ninty-five (95) questionnaires were administered to respondents of which 80 were returned. The analysis of this study is based on the number returned.
4.1 DEMOGRAPHIC DISTRIBUTION

4.1.1 Gender distribution of respondents

	Sex 
	No. of Respondents
	Percentage 

	Male 
	48
	60%

	Female 
	32
	40%

	Total 
	80
	100


Source:

From the table above 48 (60%) respondents are male, while 32 (40%) are female. The table shows that there are more males than females among the respondent in the local government selected for the study.

4.1.2 Marital status of respondents

	Marital status 
	No. of respondents 
	Percentage 

	Married 
	55
	68.8%

	Single 
	20
	25%

	Divorced 
	5
	6.2%

	Total 
	80
	100%


Source:

The above table shows that 55 (68.8%) respondents are married, 20 (25%) are single while 5 (6.2%) of the respondents are divorced. This table shows that majority of the respondents are married.

4.1.3 Age distribution of respondents

	Age range
	Frequency
	Percentage (%)

	21-30
	14
	18.9%

	31-40
	12
	14.2%

	41-50
	30
	35.5%

	51-60
	14
	19.2%

	61 years and above
	10
	12.2%

	Total
	80
	100%


Table  depicts that 14 (18.9%) of the respondents fell within the age limit of 12-30 years, 12 (14.2%) where within the age range of 31-40 years, 30 (35.5%) fell within the age of 41-50, 14 (19.2%) fell within the age range of 51-60 while 10 (12.2%) where within the age range of 61 years and above.

4.1.4 Religions Affiliation of Respondents

Table 04: Distribution of religion affiliation of respondents

	Religion
	Frequency
	Percentage (%)

	Christianity
	68
	85%

	Islam
	10
	12.5%

	Traditional religion
	2
	2.5%

	Total
	80
	100


Source:

Table above presents the information on the religions affiliation of respondents. Majority of about 68 representing 85% of the respondents are Christian. 10 or (12.5%) of the respondents are Islam, while 2 of the respondents representing 2.5% are traditional religion

4.1.5 Educational Qualification of Respondents 

Table 05: Distribution of educational qualification of respondents

	Education qualification
	Frequency
	Percentage (%)

	FLSC
	7
	8.2%

	SSCE/GCE
	6
	7.7%

	OND
	14
	16.6%

	NCE
	11
	13.0%

	Bachelor’s Degree/HND
	26
	33.0%

	Master’s Degree
	16
	19.2%

	Total
	80
	100%


Source:

From the table above 7 (8.2%) of the respondents had first school leaving certificate; 6 or 7.7% of the respondents were those with SSCE or GCE; 14 (16.6%) were holders of OND/Equivalent, NCE were 11 (13.0%). Those having the Bachelor’s degree were 26 (33.0%); those with master’s degree were 16 (19.2%) From the table it is obvious that those with a bachelors had the highest respondents of 26 or 33.0%.

Research question one: How did Oji River Local Government Area, effectively manage its human resources between 2010-2014?

Table 4.2.1: Response on how human resources are effectively managed in Oji River Local Government Area
	Options
	Yes (%)
	No (%)
	Total

	Managed employee competency and development
	80 (100%)
	00
	80 (100%)

	Ensured the employees' workload is right
	80 (100%)
	00
	80 (100%)

	Take availability and competency into account when assigning employees to projects
	80 (100%)
	00
	80 (100%)

	Organized trainings and workshops.
	80 (100%)
	00
	80 (100%)

	Salary and renumuration.
	80 (100%)
	00
	80 (100%)

	Increased employee participation
	80(100%)
	00
	80(100%)


Source: Field Survey, 2020

All the respondents in table 4.2.1 above agreed on how human resources are effectively managed in Oji River Local Government Area Managed employee competency and development, Ensured the employees' workload is right, Take availability and competency into account when assigning employees to projects, Organized trainings and workshops. Salary and renumuration, Increased employee participation, Communicate Don't Command, and Hired Correctly.

Research Question Two: What were the effects of effective management of human resources in solving unemployment problems in Oji River Local Government Area between 2010-2014? 

Table 4.2.2: The relevance of green accounting in Nigeria
	Options
	Yes (%)
	No (%)
	Total

	Training of development.
	80 (100%)
	00
	80 (100%)

	Education
	80 (100%)
	00
	80 (100%)

	Entreprenurial and empowerment schemes.
	80 (100%)
	00
	80 (100%)

	Self development programmes.
	80 (100%)
	00
	80 (100%)

	Skill acquisation programmes
	80

(100%)
	00
	80(100%)


Source: Field Survey, 2021

In the respondents in table 4.7 above the result showed that effective management of human resources in solving unemployment problems in Oji River Local Government Area through; Training of development indigenes, Education, Entreprenurial and empowerment schemes, Self development programmes, Skill acquisation programmes.
Research Question three: What were the challenges that confronted effective management of human resources in Oji River Local Government Area between 2010-2014?

Table 4.2.2: The challenges that confronted effective management of human resources in Oji River Local Government Area between 2010-2014
	Options
	Yes (%)
	No (%)
	Total

	Recruitment and Selection
	80 (100%)
	00
	80 (100%)

	Emotional and Physical Stability of Employees
	80 (100%)
	00
	80 (100%)

	Balance Between Management and Employees
	80 (100%)
	00
	80 (100%)

	Training, Development and Compensation
	80 (100%)
	00
	80 (100%)

	Performance Appraisal
	80

(100%)
	00
	80(100%)

	Dealing with Trade Union
	80 (100%)
	00
	80 (100%)


Source: Field Survey, 2021

In the respondents in table 4.7 above shows that The challenges that confronted effective management of human resources in Oji River Local Government Area between 2010-2014 included; Recruitment and Selection, Emotional and Physical Stability of Employees, Balance Between Management and Employees, Training, Development and Compensation, Performance Appraisal and Dealing with Trade Union.
Research question four: What is the solution to identified challenges of effective management of human resources in Oji River Local Government Area

Table 4.2.2: The solution to identified challenges of effective management of human resources in Oji River Local Government Area
	Options
	Yes (%)
	No (%)
	Total

	Fostering a Culture of Continuous Learning
	80 (100%)
	00
	80 (100%)

	Developing Leaders 
	80 (100%)
	00
	80 (100%)

	Training and development
	80 (100%)
	00
	80 (100%)

	Managing Diversity 
	80 (100%)
	00
	80 (100%)

	Monitoring Health and Safety 
	80(100%)
	00
	80(100%)

	Fostering a Culture of Continuous Learning
	80 

(100%)
	00
	80 (100%)


Source: Field Survey, 2021

In the respondents in table 4.7 above Agreed that The solution to identified challenges of effective management of human resources in Oji River Local Government Area includes; Fostering a Culture of Continuous Learning, Developing Leaders , Training and development, Managing Diversity and Monitoring Health and Safety of workers.
CHAPTER FIVE

SUMMARY, CONCLUSIONS AND RECOMMENDATIONS:

5.1 Introduction

This chapter summarizes the findings on effect of effective management of human resources in solving unemployment problems in nigeria between 2010-2014, using Oji River local government area, enugu state as case study. The chapter consists of summary of the study, conclusions, and recommendations.
5.2 Summary of the Study

In this study, our focus was on effect of effective management of human resources in solving unemployment problems in nigeria between 2010-2014, using Oji River local government area, enugu state as case study. The study is was specifically aimed to find out if there was an effective management of human resources in Oji River Local Government Area between 2010-2014. to investigate the effects of effective management of human resources in Oji River Local Government Area between 2010-2014, To identify the challenges of effectives management of human resources in Oji River Local Government Area between 2010-2014 and to profer solutions to the identified challenges of effective management of human resources in Oji River Local Government Area.
The study adopted the survey research design and randomly enrolled participants in the study. A total of 80 responses were validated from the enrolled participants where all respondent are staff of Oji River Local Government Area council, Enugu State.

5.3 Conclusions

With respect to the analysis and the findings of this study, the following conclusions emerged;

1. The study concluded that human resources were effectively managed in Oji River Local Government Area by; Managing employee competency and development, Ensured the employees' workload is right, Take availability and competency into account when assigning employees to projects, Organized trainings and workshops. Salary and renumuration, Increased employee participation, Communicate Don't Command, and Hired Correctly

2. The result concluded that effective management of human resources in solving unemployment problems in Oji River Local Government Area through; Training of development indigenes, Education, Entreprenurial and empowerment schemes, Self development programmes, Skill acquisation programmes

3. The challenges that confronted effective management of human resources in Oji River Local Government Area between 2010-2014 included; Recruitment and Selection, Emotional and Physical Stability of Employees, Balance Between Management and Employees, Training, Development and Compensation, Performance Appraisal and Dealing with Trade Union

4. The solution to identified challenges of effective management of human resources in Oji River Local Government Area includes; Fostering a Culture of Continuous Learning, Developing Leaders , Training and development, Managing Diversity and Monitoring Health and Safety of workers.
5.4 Recommendation
Effective management of human resources has a direct effect on organizational performance as clearly seen in the study. However to further improve on HRM practice the following recommendation should be implemented by organizations.

1. Orji river LGA should have and develop means of effective recruitment programmes and selection techniques. This will result in having the best candidate for the appropriate job. 

2. Orji river LGA should have a good reward system that will guarantee adequate salary/wages and benefits that will attract and motivate employees to give their best. 

3. Effective  leadership  should  be  present  which  can  influence  employee  and encourage them to contribute in decision making. 

4. Orji river LGA  in  allowing  workers  to  use  their  discretion  should  guide against too much freedom as it will jeopardize the organizational effort. 

5. Orji river LGA  should  always  lay  emphasis  on  the  cost  aspect  of  human resources as this will help give meaning to investment. 
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QUESTIONNAIRE

PLEASE TICK [√] YOUR MOST PREFERRED CHOICE AND AVOID TICKING TWICE ON A QUESTION

SECTION A

PERSONAL INFORMATION

1. Gender

Male [  ]
Female [  ]

Age 

18-25
[  ]

20-30
[  ]

31-40
[  ]

41 and above [  ]

2. Educational level

WAEC
[  ]

BSC/HND
[  ]

MSC/PGDE
[  ]

PHD

[  ]

Others……………………………………………….. (please indicate)

3. Marital Status

Single
[  ]

Married [  ]

Separated [  ]

Widowed [  ]

4. Duration of Service

0-2 years [  ]

2-5 years [  ]

5 and above [  ]

Section B
Research  one: How did Oji River Local Government Area, effectively manage its human resources between 2010-2014?

	Options
	Yes 
	No 

	Managed employee competency and development
	
	

	Ensured the employees' workload is right
	
	

	Take availability and competency into account when assigning employees to projects
	
	

	Organized trainings and workshops.
	
	

	Salary and renumuration.
	
	

	Increased employee participation
	
	


Research  Two: What were the effects of effective management of human resources in solving unemployment problems in Oji River Local Government Area between 2010-2014? 

	Options
	Yes 
	No 

	Training of development.
	
	

	Education
	
	

	Entreprenurial and empowerment schemes.
	
	

	Self development programmes.
	
	

	Skill acquisation programmes
	
	


Research  three: What were the challenges that confronted effective management of human resources in Oji River Local Government Area between 2010-2014?

	Options
	Yes 
	No 

	Recruitment and Selection
	
	

	Emotional and Physical Stability of Employees
	
	

	Balance Between Management and Employees
	
	

	Training, Development and Compensation
	
	

	Performance Appraisal
	
	

	Dealing with Trade Union
	
	


Research  four: What is the solution to identified challenges of effective management of human resources in Oji River Local Government Area

	Options
	Yes
	No

	Fostering a Culture of Continuous Learning
	
	

	Developing Leaders 
	
	

	Training and development
	
	

	Managing Diversity 
	
	

	Monitoring Health and Safety 
	
	

	Fostering a Culture of Continuous Learning
	
	


