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ABSTRACT: This paper was designed to study recruitment policy and procedures of 

the University of Abuja. The objective of the study is to assess the recruitment 

policy and procedures in University of Abuja as regards to academic staff. Relevant 

data for this paper were collected from both primary and secondary sources of data. 

A survey design method was used for this study. A sample of 50 staff were drawn 

from the staff population of the University.  The statistical instrument used in 

testing the validity of the hypothesis was chi – square. Among the major findings of 

the work was that the University of Abuja recruitment policy and procedures exist 

more on paper because the right procedures and steps are rarely or not always 

followed. This means that the staffs are not recruited based on this policy and 

procedures. Another finding is that University of Abuja actually has recruitment 

policy and procedure but those policies and procedures are not effective. The paper 

therefore concluded and recommended that the University of Abuja should 

implement a recruitment policy and procedures which are more open, transparent 

and merit-oriented; and recruitment policy and procedure must be guided by 

principle of technical know-how (merit) than the current one which makes it 

unproductive.  
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Introduction 

Workers are the organization's greatest assets; without them, everyday business 

functions such as managing cash flow, making business transactions, communicating 

through all forms of media, and dealing with customers could not be completed. 

Humans and the potential they possess drive an organization. Today's organizations 

are continuously changing. Organizational change impacts not only the business but 

also its employees. In order to maximize organizational effectiveness, human 

potential; individuals' capabilities, time, and talents, must be managed. Human 

resource management works to ensure that employees are able to meet the  
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helping them perform their work, compensating them for their labors, and solving 

problems that arise" (Cherrington, 1995, p. 5) 

In today’s world, the viability of any organization, public or private, can be directly 

related to its store of intellectual capital in assets of qualified manpower charged 

with the routine and specialized tasks needed to achieve its set objectives and goals 

acting collectively in manner consistent with the vision and mission charted for the 

establishment. From the Strategic Human Resource Management, the four basic 

resources open to any establishment consists of money, machine, material and 

manpower (4ms), the later been considered the most crucial not only for its self-

regulating capacity but more so, for its tendency to control all the three other 

resources outlined above, (Jones et al, 1998). It thus goes without saying that the 

process through which organizations acquire competent and dynamic employees must 

be meritorious, standardize and result oriented. 

Recruitment is a vital process for every successful organization because having the 

right staff improves and sustains organization performance. The effectiveness of 

an organization’s recruitment system influences the bottom-line business outcomes, 

such as productivity and financial performance a dream for any organization. Since 

human beings are the greatest asset to any organization as all the activities of every 

organization are initiated and implemented by the human element, hence getting the 

right people into the right position is essential to all organization. Recruitment is an 

indispensable function in organizations existence. The governance of any institution 

such as hospitals, banks, supermarkets or factories (be it private or public sector) 

requires recruitment for survival.  

Human resource management is indispensably the basis of all management activities 

and it is means of making things happen through people in a productive way so that 

the organization can fulfil its mission, statement and goal. 

In the operation of any organization, recruitment is the major function of human 

resource department and recruitment process is the first step toward creating the 

competitive strength of an organization. The success or failure of any institution is 

generally attributed to the caliber of its workforce, and quality depends mostly on 

how the recruitment exercises were conducted, which in turn depends on the  
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staffing policy of the organization. However, for an organization to acquire the 

services of the right caliber of manpower, its recruitment policies must be sound. 

For example, requisite qualification, experience, excellent performance at interview 

for such vacant of positions.  

The global definition of recruitment refers to a process whereby a candidate is 

attracted, screened and selected for a job by a recruiter or employee. It is 

interesting to think that this process has continued for decades however, 

development and technology have affected the way in which the process has been 

carried out from decade to decade. 

By the 1950’s people were creating resumes depicting their current personal profiles 

and skills. The main focus of their recruiter then was to ensure that candidates were 

satisfied and found employment. However, by 1970 along with the booming economy, 

there was a shift in focus. Recruiters began to work for client as an increasing 

amount of corporate and expanding business began to outsource their hiring needs 

to employment agencies. 

We can therefore, see a change in recruitment methods throughout the years mainly 

influenced by development and technological influence. Although the recruitment 

industry has progressed from hand written CVS and walk-in applications, the 

industry remains ever changing since 2010, more people are using social networking 

sites to recruit staff as well as apply for job. The recruitment agency has thus seen 

extensive changes over the years and has developed and progressed immensely with 

the creation of new recruitment tools and process. It remain however an ever 

challenging environment and industry. Current recruitment methods (such as bill 

board advertising) have therefore been minimized with the rise of the internet. 

To this end, this study examines recruitment policy and procedures of the University 

of Abuja. 

Objectives of the Study 

The main objective of this paper is to examine the recruitment policy and procedures 

in the University of Abuja. The specific objectives are as following: 

a.  To assess the recruitment policy and procedures in the University of 
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Abuja as regards to academic staff. 

b. To determine if University of Abuja has effective recruitment policy and 

procedures. 

c. To examine the challenges of implementing the recruitment policy and 

procedures of the University of Abuja. 

Research Hypotheses 

Ho: University of Abuja does not have effective recruitment policy and procedures 

 

Literature Review  

Concept of Recruitment 

Recruitment is also defined by Susan (1988) as the process of finding candidates, 

reviewing applicant credentials, screening potential employees, and selecting 

employees for an organization. 

According to Yoder(1973) “Recruitment is a process to discover the sources of 

manpower to meet the requirements of the staffing schedule and to employ 

effective measures for attracting that manpower in adequate numbers to facilitate 

effective selection of an efficient working force.” 

According to Flippo (1958), “Recruitment is the process of searching for prospective 

employees and stimulating them to apply for jobs in the organization”. 

According to Korsten (2003) and Jones et al. (2006), Human resource management 

theories emphasize on techniques of recruitment and selection and outline the 

benefits of interviews, assessment and psychometric examinations as employee 

selection process. They further stated that recruitment process may be internal or 

external or may be conducted online. Typically, this process is based on the level of 

recruitment policies, job postings and details, advertising, job application and 

interviewing process, formal selection and training (korsten 2003). 

Successful recruitment techniques involve an inclusive analysis of job, the labour 

market scenario/ conditions and interview, and psychometric tests in order to find 

out the potentialities of job seekers. Other approaches to selection outlined by 

Jones et al. (2006) include several types of interviews, role playing, group discussions 

and group tasks, and so on. 
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Any management process revolves around recruitment and failure in recruitment may 

lead to difficulties and unwanted barriers for any company, including untoward 

effects on its profitability and inappropriate degrees of staffing or employee skills 

(Jones et.al. 2006). In additional, insufficient recruitment may result into lack of 

labour or hindrances in management decision making, and overall recruitment process 

can itself be advanced and amended by complying with management theory. 

According to these theories, recruitment process can largely enhance by means of 

Rodgers seven point plan, munro-Frasers fold grading system, personal interviews, 

as well as psychological tests (jones et al. 2006). 

Price (2007), in his work human resources management in a Business context, defines 

recruitment and selection as the process of retrieving and attracting able 

applications for the purpose of employment. He states that the process of 

recruitment is not a simple selection process, while it needs management decision 

making and broad planning in order to appoint the most appropriate manpower. 

Forms of Recruitment 

According to Oyadiran (2009), there are two forms of recruitment for public 

service, which are positive and negative. 

i. The negative recruitment provides equal opportunity for all to compete in 

open market for public service. Its main objective is to prevent favoritism. 

Under this system, the emphasis is not on setting employees in the “open 

market”, the recruitment authority relies upon the operation of the law of 

averages. The main disadvantages of this system, is that able and competent 

persons are kept out of public service. 

ii.    Positive recruitment secures the most competent and best qualified person for 

the public service. In this system, the emphasis is on active search for the best 

qualified person in the field by the recruitment agency. 

Methods of Recruitment. 

According to Oyadiran (2009) methods of selection are generally into two in number: 

i. Recruitment and selection from without the services or direct recruitment and 

ii. Recruitment from within services or indirect recruitment involving re-assignment 

and promotion. Almost all organization use both of these methods. 
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Recruitment Process 

According to Oyadiran (2009), the five steps involved in recruitment process are as 

follows; 

i. Recruitment planning: 

The first step involved in the recruitment process is planning. Here, planning involve 

to draft a comprehensive job specification for the vacant position, outline its major 

and minor responsibilities; the skills, experience and qualifications needed; grade and 

level of pay; starting date; whether temporary or permanent; and mention of specific 

condition if any, attached to the job to be filled. 

ii. Strategy development: 

Once it is known how many with what qualifications of candidates are required, the 

next step involve in this regard is to devise a suitable strategy for recruiting the 

candidates in the organization.  

iii.  Searching: 

This step involves attracting job seekers to the organization. There are broadly two 

sources used to attract candidates: Internal sources, and External sources 

iv. Screening: 

Though some view screening as the starting point of selection, we have considered 

as an integral part of recruitment. This reason being the selection process starts 

only after the applications have been screened and shortlisted. Let it be exemplified 

with an example. 

In the Universities, applications are invited for filling post of Professors. 

Applications received in response to invitation, i.e., advertisement are screened and 

shortlisted on the basis of eligibility and suitability. Then, only the screened 

applicants are invited for seminar presentation and personal interview. The selection 

process starts from here, i.e., seminar presentation or interview. 

Job specification is invaluable in screening. Applications are screened against the 

qualification, knowledge, skills, abilities, interest and experience mentioned in the 

job specification. Those who do not qualified are straight away eliminated from the 

selection process. The technique used for screening candidates depending on the 

source of supply and method used for recruiting. Preliminary applications, de- 
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selection tests and screening interviews are common techniques used for screening 

the candidates. 

v. Evaluation and control 

Given the considerable cost involved in the recruitment process, its evaluation and 

control is, therefore, imperative. 

Factors Affecting Recruitment in the Public Service  

(i) Recruitment policies and practices: 

The caliber of people recruited into an organization no doubt, determines to a large 

extent their contribution to the organization and the success or failure of the 

organization. Wrong recruitment and selection practices such as ethnic, religious, 

political and other considerations have created a situation where we have “garbage 

in and garbage out”., or putting square pages in round holes. The Nigerian public 

service is not an exception. What we have in virtually every segment of the public 

service in Nigeria is a situation where the chairman of board or commission, 

commissioner of a ministry compiled the names of his relations, friends, political and 

party members and offer them employment without recourse to standards, rules and 

regulation. The permanent secretary to the ministry secretary to the commissioner 

etc are usually sidelined and rendered redundant, only to be victimized, if he/she 

complains. This culminates in low productivity. 

(ii)   Nepotism: 

One of the banes of the Nigerian service is the recruitment of mediocre or totally 

unsuitable candidates in preference to candidates of high merit. The reason for this 

ugly situation can be traced directly to favoritism by those in high positions such as 

chairman, commissioners and so on, to their relatives. 

(iii)    Corruption: 

Mostly prevalent in the recruitment of very junior employees like messengers and 

clerks. In this category of recruitment, the recruiting agents or officials who are 

usually management officials see the exercise as an opportunity to make money and 

thereby resorting to collecting bribes from the applicants, hence “no bribe no 

employment”. 
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 (Iv) Paper Qualification: 

One fact, which is seldom realized today, is that more paper qualification is not a 

true test of the merit which the qualification proclaimed in the certificate is 

supposed to carry. It is not usually today to find two young graduates holding the 

same degree qualification but while one can write down his thoughts and ideas in 

logical sequence and in correct grammar, the other can hardly write one sentence 

correctly without elementary errors of spelling, grammar and in totally unintelligible 

prose.  

Yet they both hold the same degree qualification. This is why it is frightfully 

important that the process of recruitment or appointment should be an instrument 

for the promotion of efficiency in the public service. 

(v) Federal character principle/Quota system: 

It is a common knowledge that due to cultural diversity and sentiment, every group 

and tribe, want to occupy public service position, whether qualified or not. 

 (vi) Stateism: 

This factor affects recruitment in Nigeria public enterprises especially in our 

present days many states in the federation have adopted the policy of non-indigene 

ship. for instance, if there is vacant position in gwagwalada area council, the chairman 

of the council may not like to employ or recruit any person i.e not from Abuja, even 

when such persons are more qualified than state(Abuja)the chairman may like to 

recruit only people from their state(abuja) to man such positions even when those  

people are mediocre, As a result of that, this factor account for  inefficiency in our  

present public enterprises today. 

(x)Gender Discrimination: 

Gender discrimination in recruitment here in Nigeria is still prevalent. Female with 

the same qualification with their male counterparts are still being   discriminated 

upon, women are not given equal opportunities with men even when they have been 

found better managers than the men. There is still that mentality that women are 

the weaker sex and therefore cannot perform efficient. A woman like Dr. Akunyili 

of NAFDAC has proved beyond reasonable double that she can deliver. 

 (xi)Ethnicity: 
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In the state level one sees a situation where it is only those from the same locality 

that occupy a place. People from different locality are not welcome. Even though 

those from other localities are more qualified to occupy such position they are 

relegated to the background. All these happen because the personnel management is 

not allowed to exercise its power to recruit the right caliber of people to occupy the 

right position. In fact, the Nigeria public service has been exposed to certain 

influences, which have in turn affected its effectiveness. 

Theoretical Framework 

The study adopted two perspectives that will assist in understanding recruitment 

procedure in the Nigeria Public service. The first theoretical perspective of this 

research work is based on the Taylor’s principles of management otherwise known as 

the one best way”. Scientific management is a term designed to designate a body of 

theory and practice, directed towards more efficient and rational performance in 

organization. The birth of scientific management followed the work of Frederick w. 

Taylor. 

This theory is applicable to the organization and research of this nature. Taylor 

emphasized that workers should be carefully recruited, trained according to the 

work assigned to them, motivate those workers and provided good working 

environment. This according to him will make the workers to put in their maximum 

efforts to improve the efficiency and effectiveness of the organization.  

The second theoretical perspective explores federalism which spans quota system 

in the recruitment procedure. A federal system of government is made up of an 

organize union of states or units in a coordinate and autonomous relationship in which 

an overarching national government operates at the national level, and shares its 

sovereign power and authority with various sub-national government (Muhammed, 

2006).  

Among a number of other factors crucial to adoption of Federalism. Wheare (1965) 

in Muhammed (2006), identified community outlook based on race, religion, language 

or culture, influence of history, the existence of older mode of leadership and 

similarities/differences in colonial/indigenous political and social institutions. 
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In scholarly essays collectively known as federalist papers, it was submitted that 

federalism promotes among others, values with capacities to represent and reflect 

a vast array of different ethnic groups, religions and cultural minorities in a 

population, closer link to people at the grass root and effectiveness in policy 

implementation, greater ability to protect the needs and interest of minority 

population and sharing of power that limits the power of government and better 

avoids tyranny. 

Quota system or more currently conceived, in Nigerian federal character principle, 

is one of the major vehicular devises of federalism whose objectives as implied in 

the federal constitution, sought all the merits propose above. 

Theoretical perspectives abound in the conceptualization and practice of federalism. 

Theoretical models outlined by Muhammed (2006), consist of the Layer Cake Theory 

of Dual Federalism, Marble Theory of Cooperative Federalism, The Constitutional 

Federalism Theory, the Domino theory and General theory. 

Africa’s new rulers after the independence era realized that while the colonial 

governors appeared ‘omnipotent’, they had in fact very fragile bases of power. This 

led the colonial governors to adopt unitary systems of government which emphasized 

the penetration and control of sub national units and the centralization of authority 

as against a federal system. 

In the unitary system, sub-national units look to the centre for the powers and 

resources. Most African leaders subsequently opted for the unitary system of 

government with federalism perceived as a crisis escalator rather than a crisis 

damper (Elaigwu 1994:76). 

For countries where the ethnic issue has complicated governance, federalism seeks 

to address this problem through structures designed to dissipate power, influence 

and resources. Federalism is thus a framework to ameliorate the disruptive  
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tendencies of intra-societal ethnic pluralism. 

As a form of political organization, federalism involves the constitutional division of 

powers between general and constituent governing bodies so that the jurisdiction 

and decision-making authority of all within their respective spheres of authority are 

protected. It allows ethnic groups to exercise significant authority within their own 

territorial jurisdictions while at the same time providing hegemony for national 

political institutions (Long 1991:192). 

Classical theorists of federalism such as Wheare (1964) and Duchacek (1977) equate 

federal government with democracy. They argued that democracy and federalism 

are always found together. Federalism is thus a territorial dimension of democracy 

(Wonotanzokan 1994:116). From our theoretical viewpoint, considering the issues of 

equity and the ethnic imperatives that come with it, federalism is understood not as 

an end in itself but as a means to an end. Conceived as a means, federalism serves 

the purpose of providing structures for the management of ethnic diversity through 

‘power-sharing’ in multinational states. It is from this perspective that this article 

seeks to re-examine Nigeria’s federalism with a view to improving on its 

constitutional practice, which though largely unwritten, has proven relevant to its 

survival. 

Methodology 

This research employed both primary and secondary sources of data collection. The 

primary data which is the administration of questionnaires were distributed to the 

general public. The secondary data which includes text books, internet, unpublished 

work and other relevant materials that will provide useful information for the 

research. This research adopts a survey research design and simple random sampling 

technique is employed and the researchers administered a total of fifty staff (50) 

were picked randomly from the University of Abuja cutting across the departments 

in the University in which 40 questionnaires were properly filled and returned. The  
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data generated in this study were analysed with percentage and presented in tables. 

The chi-square is used to test the hypothesis. 

Result and discussions  

Table 1: Do you think University of Abuja has a good recruitment policy? 

Opinion Number of Respondents Percentage (100%) 

Yes                    36                    90 

No                      4                    10 

Total                    40                  100 

Source: Administered questionnaire 

Table 1 above shows that 90% of the respondents agreed that University of Abuja 

has a good recruitment policy as against 10% of the respondents that say no.  

Table 2: Do you think the policy and procedures are effectively used? 

Opinion Number of Respondents Percentage (100%) 

Yes                 8                  20 

No                32                  80 

Total               40                 100 

Source: Administered questionnaire 

Table 2 above shows that 20% of the respondents said YES, and 80% said NO. Based 

on the above figure it is observed that University of Abuja policy and procedures 

are not effectively used. 

Table 3: Do you think the effective recruitment policy and procedure have 

affected the recruitment of the right calibre of staff in the University? 

Opinion Number of Respondents Percentage (100%) 

Yes             35                 88 

No               5                 12 

Total             40                100 

Source: Administered questionnaire 

Table 3 shows that 88% agreed that effective recruitment policy and procedure 

have affected the recruitment of right calibre of staff in the University and 12%  
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disagreed. 

Table 4: Are academic staff recruited based on the recruitment policy and 

procedures in University of Abuja? 

Opinion Number of Respondents Percentage (100%) 

Yes               16                 40 

No               24                 60 

Total              40               100 

 Sources: Administered questionnaire 

Table 4 above shows that 40% of the respondents agreed that recruitment is done 

by following the laid down policy and procedure while 60% disagreed. Therefore 

majority of the respondents disagreed that recruitment of academic staff is based 

on policy and procedures. 

Table 5: Do you think that recruitment in the University over the years was 

based more on favouritism than merit?  

Opinion  Number of Respondents Percentage (100%) 

Yes               16                 40 

No               24                 60 

Total              40               100 

Source: Administered questionnaire 

Table 5 above shows that 40% of the respondents agreed that recruitment in the 

University over the years was based more on favouritism than merit, while 60% of 

the respondents which is the majority disagrees that recruitment in the University 

over the years was not based more on favouritism than merit 

Test of Hypothesis 

H0: University of Abuja does not have effective recruitment policy and procedures. 

To test the hypothesis above reference is made to tables 1, 2 and 5. 
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6: Contingency Table 

Description  Agreement  

Category  

Disagreement  

Category  

Row total  

Do you think the University of Abuja has a 

good recruitment policy? 

 

 

 

     8 

 

 

      32 

 

 

   40 

Do you think the recruitment policy and 

procedure have affected the recruitment 

of the right calibre of staff in the 

University 

 

 

 

     35 

 

 

 

        5 

 

 

 

   40 

Do you think that recruitment in the 

University over the years was based more 

on favoritism than merit?  

 

 

 

 

16 

 

 

 

24 

 

 

 

   40 

Column total      59       61   120 

 

Table 7: Expected frequencies of table 20 

Cell O E 

1  8 20 

2 32 20 

3 35 20 

4 5 20 

5 16 20 

6 24 20 
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Table 8: Chi –Square (X2) Table  

Cell O E O-E (O-E)2 (O-E)2 

    E 

1  8 20 -12 144 7.2 

2 32 20 12 144 7.2 

3 35 20 15 225 11.25 

4 5 20 -15 225 11.25 

5 16 20 -4 26 1.3 

6 24 20 4 26 1.3 

Chi-Square  39.5 

 

Df = 3, Critical value = 7.815, level of significant = 0.05 

Decision: If the calculated or observed value of the test statistics chi-square is 

greater than the value of the critical value, the null hypothesis should be rejected 

and the alternative accepted. 

Since the calculated value of X2 is greater than the critical value, the Null hypothesis 

which states that “University of Abuja does not have effective recruitment policy 

and procedure” will be rejected. while the Alternative hypothesis which states that 

“University of Abuja has effective and efficient recruitment policy and procedure” 

will be accepted. 

Conclusion and Recommendations 

The study has shown clearly that University of Abuja recruitment policy and 

procedures are not effectively used. The study shows that the University of Abuja 

recruitment policy and procedures are marred by ineffective recruitment policy and 

procedures, based on technical know-how and misses out the critical element in the 

policy and procedures. 

The study also revealed that the University of Abuja actually has a good recruitment 

policy and procedures which is merely on paper. Such ineffective use can affect 

recruitment of the right person into the right position. That is, ineffective  

International Journal of Human Resource Management and Humanities (IJHRMH) Vol 2(1), pp1-18, March 2024 

www.publications.insthumcapman.org         

                                Page 15 

http://www.publications.insthumcapman.org/


 
 

An Appraisal of the Recruitment Policy and Procedures in the University of Abuja 

recruitment policy can lead to the recruitment of square in round holes.  

Consequently, the recommendations suggested below are to streamline the 

recruitment policy and procedures that can ensure the hiring of the right people 

with the necessary competencies. 

Based on the findings, the following recommendations are hereby suggested; 

a. University of Abuja should implement a recruitment policy and procedure which is 

more open, transparent and merit-oriented. 

 

b. Recruitment policy and procedures must be guided by principle of merit than the 

current one of favouritism which makes it unproductive. 

 

c. In order to achieve effectiveness, Establishment department should strictly 

implement the recruitment policy and procedures by following them always. 

 

d. The problems of favouritism and enforcing penalty for breach of federal 

character principle must be taken seriously. The commission must be empowered to 

deal with defaulters and the positive feedback will serve as moral deterrent for 

others. 

g. The federal character principle is highly recommended and should continue to be 

a vehicular devise for keeping the rich diversity, plurality and heterogeneity of 

Nigeria.   
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