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CHAPTER ONE
INTRODUCTION
1.1 	BACKGROUND TO THE STUDY
In Nigeria, both the federal and State civil service control the appointment, promotion, discipline and evaluation of staff performance in exercise of its power. The civil service commission has transferred or funds it necessary to delegate some of their functions to the head of service, the permanent secretaries and head of extra - ministerial department for effect performance of these various organizations. This shows that the functions of the personnel management in the civil services are shared between different bodies and civil service commission.	
Established the linkage between the control of the public sector and the crux of the research study, which was to do with the function personnel management ion the public sector civil service. The institutional arrangement for personnel management in the civil service is derived from civil service practice. The minister that make up the civil service, supervise the practice in the public sector, civil service parastatals and other public sector organizations.
	This is why Banjoko S.A (1996) submitted that the organization of public personnel function is disjointed, fragmented and highly uncoordinated suggestion that there are various organs, which are responsible for the personnel management functions in the civil service.

This includes:
· Ministry of Establishment 
· The Public Service Commission
· Or Civil Service Commission and The Head of Service
Both at the state and federal levels in Nigeria for empirical analysis in these research works are focus. It connotes the civil services, parastatals and the public service organization, the focus were needs to be centered on a government owned enterprise corporation for the proper understanding of the subject matter of the study on the method employed by these particular enterprises is staff recruitment of their employees.
The term public enterprise is a broad concept. It denote according to the new encyclopedias “an organization operating (or supposed to be operated) on commercial principles wholly or partially owned and effectively controlled by public authority”
It main function may be;
-	The provision of some infrastructural services i.e. social services.   
-	Provision of electricity, pipe born water, health care delivery system to the citizens for the betterment of their welfare.
Moreover, there are several types of public enterprises. But basically, it could be classified into groups. 
-	Those providing essential services
-	Those of commercial nature
Those providing essential services or utilities in Nigeria include National Electric Power Authority now Power Holding Company of Nigeria, Water Cooperation. This are run and operated with the objective of promoting essential services, profit making is not a high motive in the operation. Some examples of cooperation or public enterprises with economic motive are the Nigerian National Petroleum Cooperation etc.
The essence of making the social service for the people necessitated the like-hood for the government to have forms of the most efficient size charged with the provision of providing goods and services. One can now summarize by stating that public enterprises are owned by states or federal government normally created by law, which stipulated its functions, types of managements and relationship with government authorities. 
It is financed by government, and has to be meeting its current cost and does not necessarily to make abnormal or supernormal profit as in the case, especially those providing utilities, which are expected to change social as distinct from economic cost.
The administrative of this essential establishment are vested in the hand of board of management and ministers. The board is more of a number with a chairman and general manager appointed by the board and charged with effective conduct of the day-to-day business of the enterprise.
1.2	STATEMENT OF THE PROBLEM	
The effectiveness of the civil service commission largely depends on a functional and transparent staff requirement system that ensures the recruitment of qualified personnel and optimal workforce planning. However, in many local government areas in Nigeria, including Ilorin West, the staff requirement process is often fraught with irregularities, lack of meritocracy, and inadequate manpower planning. These challenges have contributed to overstaffing in some departments, understaffing in others, and the employment of personnel without the requisite qualifications, leading to inefficiency in service delivery.
Recent empirical studies have highlighted that many civil service commissions in Nigeria suffer from outdated recruitment procedures, political interference, and limited use of data-driven staffing tools (Adewumi & Olatunji, 2022). These issues not only hinder the professionalization of the civil service but also affect the overall performance and development at the grassroots level. The case of Ilorin West Local Government is particularly concerning due to observed inconsistencies in recruitment patterns and the mismatch between staff capacity and administrative needs.
This study, therefore, seeks to assess the effectiveness of the current staff requirement system in Ilorin West Local Government and to propose practical recommendations for improvement.
1.3 	RESEARCH QUESTION	
The following research questions were raised to guide this study
1. The Civil Service Commission has a significant role to play in process of recruitment of staff 
2. Political influence constraints the recruitment process of the civil service commission.
3. Civil Service Commission is well enhanced to undergo recruitment exercise.
4. Civil Service Commission is the sole agent of Civil Service to recruitment  
5. Does shortage of manpower constitute problem to staff recruitment of civil service
1.4	 OBJECTIVE OF THE STUDY
The objectives or need of this study are:
· To examine the impact of staff recruitment as a management tool on quality service rendered by the civil service commission.
· To identify the problem in the method of staff recruitment exercise of the civil service commission.
· To suggest possible corrective measures that could be taken consideration to improve on the efficiency of workers and service delivery.
1.5	RESEARCH HYPOTHESIS
The following hypotheses were tested
1. The Civil Service Commission has no significant role to play in process of recruitment of staff 
2. Political influence will not constraints the recruitment process of the civil service commission.
3. Civil Service Commission is does not enhanced to undergo recruitment exercise.
4. Civil Service Commission is not the sole agent of Civil Service to recruitment  
5. Shortage of manpower does not constitute problem to staff recruitment of civil service


1.6	SCOPE AND LIMITATION OF THE STUDY
	The research study will be carried out on the mode of operation or operations as regarded to staff recruitment and other institutions involved in the exercise of staff recruitment i.e. civil service in Ilorin West Local Government  with the set of roles of the Oyo civil service commission and suggesting probably solution to inadequate and problems.
LIMITATIONS OF THE STUDY
	As much as the researches intended to conduct a details work on this study, the conduct of the field study will restrict or limited by some factors.
	Constrains like shortage of funds, time factors as the researcher would have other educative things to attend to and lastly red-tapisms are the envisage limitation of this study.
1.7	DEFINITION OF TERMS
-	Recruitment: It means searching for and obtaining the potential job candidate in sufficient numbers and quality so that the organization can select most appropriate to full its job needs.
-	Civil Service: Civil service is indispensable department through which the government implements its policies and programmes.
-	Civil Service Commission: Civil Service Commission is an executive body established by the constitution to guarantee its autonomy political neutrality.

1.8	HISTORICAL BACKGROUND OF THE AREA OF STUDY
	A Civil Service Commission (CSC) is a Government Agency that is constituted by legislature to regulate the employment and working condition of civil servants, oversee hiring and promotions and promotes the values of the public services. The origin of the public service commission in many jurisdiction was the white paper colonial 197 issued in 1946 which set out measure which where proposed to improve the quality and efficiency of the colonial service of the British Administration. Every country has its civil service commission in United Kingdom it was formally called United Kingdom Civil Service Commission currently called office of personal management. Singapore it is called ippine it called Philippine Civil Service Commission to mention and but a few. In the same vein, in Nigeria it called Federal Civil Service Commission of Nigeria (FCSC) with state civil service commission in the 36 states of the federation including Federal Capital Territory Abuja. This body is an executive body that has the authority to make appointment, transfer and to exercise disciplinary control over all federal (stat) civil service. Ilorin West Local Government  Civil Service Commission is one of the state civil commissions in the country. It could not be an exaggeration to say that Ilorin West Local Government  Civil Service Commission is one of the vibrant and Transparent Civil Service Commission in the country looking at the array of personalities the state has appointed to man the affair of the commission.
	The origin of Ilorin West Local Government  Civil Service could be traced back to 1957 when the governments of Nigeria have been largely center Lagos. There was one legislative for the whole Nigeria which sat under the chairmanship of the governor of Nigeria, those were the day of unitary government with a single unified civil service. Member of civil service were liable to posted to anywhere in Nigeria.
	The performance we are witnessing today in Ilorin West Local Government  Civil Service Commission may not be unconnected with the commission.
	Innovation in the discharge of their duties of representation of the civil service commission at senior staff committee meeting of Ministries, Review and approval of recommendations on disciplinary cases of senior officers, Ratification of promotion of offices to senior position, including conducting promotion interviews and exams and recruitment of senior officer among others. The commission is advancing further from the traditional one way approach where civil servants come to meet them at the commission after the brief of the officers from various Ministry/Department/Agency have been sent ahead for promotion or any other issue to visiting the officers in their duties post. This no doubt has helped the commission to assess among other thing the working condition of civil servants.






REFERENCES
Armstrong (1978) Recruitment and Selection process in organization. Harvard University Press, London.
Adewumi, A. O., & Olatunji, M. A. (2022). Challenges of staff recruitment and selection in Nigerian civil service: A case of selected local governments in Kwara State. Journal of Public Administration and Policy Research, 14(3), 45–53. https://doi.org/10.5897/JPAPR2022.0567
Banjoko, S.A. (1996), Organization of Public Personnel Function, University Press Publication Kwara State.   
Salam A.K (1986) An Introduction to Personnel Management, Olad Publisher and Printing Enterprises.

CHAPTER TWO
LITERATURE REVIEW
2.1	INTRODUCTION
The staff requirement system is a critical component of human resource
management in the public sector. It involves the identification of staffing needs, 
recruitment, selection, and deployment of qualified personnel to ensure efficient
public service delivery. In the context of local government administration in
Nigeria, particularly in Ilorin West Local Government, the effectiveness of the
staff requirement system significantly impacts the performance and productivity
of civil servants.
This chapter reviews existing literature on the concepts, theories, and practices
related to staff recruitment and requirement systems. It covers the theoretical
framework, empirical studies, and highlights gaps in the literature that this study
aims to address. By critically examining both local and international perspectives,
the review provides a foundation for understanding the challenges and best
practices in public sector staffing.
After the needs for managerial personnel have been determined, a number of candidates may be recruited. This involves attracting qualified candidate to fill organization roles. This is the process of choosing from among the candidates the most suitable ones. This will lead the study to faces on conceptual understanding of scholars on recruitment of staff in civil service.
	After job design, job analysis and man power planning become the crucial functions of getting the right employee at the right place at the right time for the right job; Joe Ond (1982) explained that:
	The recruitment, staffing and the staff function embraces the sub process namely: 
-	Recruitment 
-	Selection 
-	Placement
Since recruitment selection and placement are complex process their discussions are necessary to the proper understanding of this research work.
2.2	CONCEPTUAL FRAMEWORK
	This method involves passing a notice job vacancy on company’s bulletin notice board. Employees have a certain length of time, usually a week to bid for the vacancy when employees bid for the posted vacancy they filled out vacancy bid request form.
	Binding is analogue to making a formal application for a jog internal source are very permanent to cower carder within public service which central states institutes carryout recruitment of senior carder or officers. Posting and binding is important in the senses that it provide a vehicle for lower level staff to move up in an organization where by helping to meet affirmative action grows.
Shruden and Shemian (1996) have classified two sources of recruitment or recruiting candidate.
INTERNAL SOURCES:- Internal sources are the most obvious sources primarily with the organization itself taken to the consideration is present working force. An internal method includes posting and binding and the use of skill inventories.
POSTING AND BINDING: - It is a common method of recruitment from within an organization.
	It is also good in stipulation employee carrier development and it not costly or time consuming.
USE OF SKILL INVENTORIES: - Another approach to internal recruitment is the use of skill inventory on the preset work force.
	An employer using this method searches through skill inventory formation to identified employee who are qualified for the vacant job. Qualified employees are them contracted to apply for upgrading.
	The advantage of this method is this method is that it affords a thorough search of possible applicant within an organization. The method is not costly but can be time consuming if there are many employees to consider. The internal recruitment process can be very encouraging and motivating employee, for the sources will be preferred over external sources because if reinforces a sense of loyalty among employee, providing an opportunity for advancement. This also helps the management to be assured of the performance employees. Also internal recruitment is economical in time of money and time, since all the energies expended in the process of new candidate from outside are voided. One of the draw-back may be biased based on seniority rather than merit and this result sometimes in unqualified personnel in vacant post.
B.	EXTERNAL SOURCES
	The external sources are varied and organization can notfilled their vacancies from sources are varied and organization can most fill their vacancies from sources
External recruitment takes many forms and it includes the following  
-	Employee referrals 
-	Unsolicited applicants/walking
-	Union hiring halls
-	Recruitment advertising
-	Recruitment at professional meeting
-	Field recruitment.
(a)	Employee: This involves informing present employees of job vacancies and asking them recommend applicant to the organization. Some organization often cash records as inventories to the employees for referring qualified applicants. The method is not costly and time consuming. It tends to perpetuate existing gender, religious and tribal distribution in organization. Employees referral in the public sector in Nigeria take form of secondiment, where an agency recommend an employees to another government for a specific period.
(b)	Unsolicited Applicant Walking: This sources of recruitment involves writing to an organization by those seeking an employment. It is an expensive source but treating such letter with care can result in getting really good professional too. It is common among lower scale labour e.g. factory clerical work, especially during the period of highly unemployment.
(c)	Union Hiring Walls: This particular source are not common in Nigeria. This are specialized “Placement Agencies” restricted to only member of a particular e.g. The Nigerian Medical Association (NMA).
(d)	Recruiting Advertising: This include advertisements, advertisement in school placement bulletin, advertisement in professional. Journals and newsletter, radio and television advertisement and bill boards. This source seeks to convey information to potential job applicants. Recruitment advisement has the advantage of reaching any type of labour easily and efficiently but they are quite costly.
(e)	Recruitment at professional meeting: For example, Nigeria Institute of Management (NM), Institute of Charter Accountant of Nigeria (ICAN), and Chartered Institute of Bankers of Nigeria (CIBN) and Nigeria Institute of Personnel Mangers (NIPM) to mention in few. The source engaged in recruiting highly educated professionals, completing the recruiting process require visit to the organizational which can be costly.
(f)	Field Recruiting: Field recruiting is done in a specified environment. Its various from is, job fair and educational institutions, job event at which many different employees gather at one location to interview applicants for the job. It also includes open house where the employees host the job sector. All these are best suitable for recruiting in the local labuor market. Employers have the benefit of being able to get inception of the information to large number of clerical applicants in a short time. Education institution – for clerical workers apprentice, many semi-skilled job and trade for example – weather, plumber and electricians, vocational and technicians are major source of semi – skilled labour in various field. Universities, Polytechnic and similar institutions in the past specifically in 70s and 80s in Nigeria serves as a source of recruiting high educated labour including most professionals and trainee.
This method has disadvantages of the recruits, recruiting because of the cost of training of the recruits, recruiting cost as well as the recruiting materials and advertising costs. The external source of recruitment is very common method employed by the private sector. Tyson and York (1982) defined recruitment as “the phase which immediately premed selection” and went further to explain that the purpose of recruitment is to pair way the way for the selection procedure by providing ideally and smallest number of candidates who appear to capable of either performing the required task of the job. This means that no selection can be done without first embark on a recruitment drove.
SELECTION
	Tyson and York (1982), define selection as “acquisition of new staff form external source” they market that it only when an organization is arrived with the necessary tools to fate this stage, it is then that the realization of cooperate goals and objectives could be put on sound tooling.
	Tyson explained further that selection could be “negative or positive” when the successful candidates is placed or filled the vacant position in an organization. Selection standard, personal quality of a candidate determine whether he or she is placed on the job. 
	Olaniran (1978), selection process determine the capability and integrity of the management in acquiring the best possible candidate, for the organization. Selection is the most difficult task the management in acquiring the best possible candidate for the organization. Selection is the most difficult task the management in acquiring the best possible candidate for the organization. Selection sis the most difficult task the management phase, the success of any organization depends on her ability to select the right person for the right post at the right time.
	Selection process is a series of steps that starts with the initial screening. It is the process by which in enterprise choose from a pool of applicants, the person who best meet the selection process for the position available, given the current environment conditions and it and with the orientation of newly hired employee.
	According to James Stoner (1989), selection procedure in the public practice include:
Application form

Preliminary screening

Interviews

Hiring a Decision

Offer of a job

Medical Examination
Written offer for Employment
These seven principal components in a conventional selection are explained further by Olaniyan (1994);    
-	Application Form: The applicant form is used to obtain information about the competing applicants. Application is the first conducts designed by an application form which known as application letter while the former is close – ended; the letter is open – ended. Application forms typically request information on the applicant home address, name age, marital status, job experience, last employer’s name and addresses of the referee(s). completing the steps, a personnel officer examine the application form to determined weather the applicant is qualified or not, here, lets qualified applicants are eliminated while the rest continue with the rest step.
-	Preliminaries Screening: Test are applied to screen the logs – of qualified and unqualified applicants to reduce the number of applicants in management limit. The screening is often the first personal contract an applicant has with the organization.
-	Interview: Interview are used throughout the selection process. Donogy Williams (1984), identified three basic interview steps.
(a)	Candidate must be acquainting themselves with job and analysis.
(b)	They must analyze the information on application form
(c)	The interviewer need to ask that can add to what is included on the application form and that interview need to courteous create. Favourbale atmosphere and provide the application with information and a positive image of the organization.
After interviewing the general practice is to drawn up a list of selected candidates according to merit. Also, there is need for the interview panel to include more names in the list as a reserve list so that if those selected could not turn up those next in line could be offer the job.   
-	Hiring decision: After preliminary screening interview and testing the organization may decide to make offer. If so, the back ground check is usually made. This is usually done by consulting references. It is done through communication in person, written letter, by telephone, contract to previous employees, professional. Colleague and the candidate former lecturer or head of department are mere appropriate.
-	Offer of a Job: When the references check yielded favourable information, the line manager and employment division representative next to decide what the offer will be. The offer will be the offer which is usually confirmed on a successful completion of a physical examination.
-	Medical Examination: Preferable, every candidate upon his or her appointment should have a medical examination before offer a job confirmed. It shows weather he is physically suitable for the job and what risk is likely to be encountered in doing the job.
-	Written offer for Employment: An organization is to give an offer for appointment letter to a successful candidate, following his selection interview, which will confirm such a offer in written – in this letter the employer shall state the condition for the appointment accurately for permanent record as the basic of the contract of employment and after other hand, the prospective employee will also state in written his acceptance of the offer of his effect.
Armstrong (1978) form the slightly different angle and the mind that both 90 hand – in – hand and the concluded that the process involve a obtaining at minimum cost the number and qualify of employees required to satisfy the manpower need of the county”
Viewing the above definition, certain points become pertinent, these are;
i.	That recruitment is a pre condition for effective selection
ii.	That a well planned recruitment exercise coupled with the use of appropriate method is essential for organization to achieve it goals and objectives.


PLACEMENT
	Stoner (1989), defined placement as the process of assigning the individual to a particular job in his view to placement, Stoner sees placement as the final step in the recruitment procedure, the strength and the weakness of individual are evaluated and suitable position fund or even designed.  He furthered, such assignment should reflect the demand of job, the skill, personality, interest and preference of the employee.
	Armstrong (1978), placement involves the induction of the new employee to the parastatal. The best recruitment, placement and selective ensured a blend between the organization and the new employees. He marked, the new employee must be informed of the company’s rule, policies etc to serve in – necessary informative that will assist the employee in finding his way through organization. 
	Induction takes form of orientation programme. It serves a number of important purposes like;
i.	It provides the employee with face about his or her new organization.        
ii.	It gives him or her feeling of acceptance 
iii.	It enables the new employee weather to stay or not.
2.3	THEORETICAL FRAMEWORK
Recruitment is defined by Mone et al (1983) in his book “Modern Personnel Management” as the search for prospect employees, screening and even fact selection of people. It involved stipulating them to apply for available job through either internal or external sources of qualifies applicants. 
	Salman A.K. (1986) his book “An Introduction to Personnel Management” defined recruitment as a process of finding and attracting capable applicants to apply for employment.
	Stoney (1976) defined recruitment as a process attracting applicants with certain skill, abilities and other personnel characteristics to job vacancies in an organization in another perspective.
	Cole (1987) in his book “Management Theories and Practices Maintained” that is to ensure that organizations demand for employee meant by attracting potential employee circuit in a cost the motive of recruitment is to develop and maintain adequate manpower resources upon which an organization can depend when it need additional employees.
	As Sthal (1969), define recruitment as the key to a strong civil service and corner stone to the whole public service or civil service personnel structures. How ever, the only zone of difference is that civil service demand manager to strictly adhere to special guidelines i.e. in the recruitment exercise of civil service “competitive test” is conducted as a civil service commission different from writing an oral test in the private organization.
	Moreover, recruitment in the civil service has may similarities to recruitment in the private sector. Recruitment in the civil service or pubic service is a process which is of vital important to administrative and as a whole. It determines the tones and the caliber of the civil service on it, rest the usefulness and relevance or the machinery of government to the society.
	According to Fubara (1985), recruitment relates to other personnel functions as it attract necessary work forces to further organization objectives such as survival, growth, services production and profit making.
	Generally, recruitment is a process of obtaining at maximum cost the number and qualities employees required to satisfy manpower need of an organization. It is important that necessary care need to be taken to guard against waste of time, resources and energy in search for staff.
	It is major human resources planning programmes for attracting qualified work force to meet the further organizational needs.
	According to Appleby (1987); being only after three conditions have been met;
-	Confirmation of the needs to fill vacancy 
-	Reference to the human resources plan to check on the overall situation.   
-	Overall situation
-	Completion of appropriate job analysis and specification 
Recruitment 
Every organization has its own laid down recruitment process as the principles guiding it.
There are basic processes, which may assist an organization in its recruitment drive. These includes
-	Definition of job (job analysis)
-	Determine the vacancies
-	Advertise for vacancies
-	Process and assess application
-	Notify the short listed application
(a)	JOB ANALYSIS
	This means define job to be done. In an organization, the first thing is to define and walk out the modalities of job to be done. This analysis helped the organization can achieve it corporate objectives. There are various ways by which job analysis could be carried out in order to assertion the content of the job and what the ambient actually does to earn his pay.
	The product of job description and job specification. Job description relates to knowing what the name of the duties to be performed, while just specification relate to the characteristics of the person who is expected to hold the position.
(b)	DETERMINE THE VACANCIES
	The organization need re-appraise the job content or (re-design) to see whether it really needs to recruit or not if the management is convinced of the need for bring in replacement, then one can move to the next stage of determining the actual number of the vacancies to be filled.
(c)	ADVERTISING THE VACANCIES
	The important reason for advertising existing vacancies is to extend the horizon of the search for qualified applicants. This can be classified into two sources, they are;
-	Internal sources
-	External sources
	Shruden and Sherman (1976), other sources of recruitment are through the media television station and other agencies, these include government and private owned employment agencies.
(d)	PROCESSING AND ACCESSING APPLICATION
	This is a very important stage in recruitment process of an organization since the application contain such vital information as the applicant academic qualification, past working experience, age, martial status atc. Necessitate the need to process and access need to be done with the stipulated objective of the organization.
(e)	NOTIFYING THE SHORT – LISTED APPLICANT
	Here is the final stage in recruitment process once the management is convinced that the applicant received have been properly screened, only those who are liable to be employed and notify inviting them for the selection process at a date that is specific. At times, the invitation letter may specify the method(s) of selection process that the management would likely used so as to allow the applicant(s) prepare themselves psychologically or otherwise for the selection process.
2.4	EMPIRICAL REVIEW
	Engage in discussion of civil service, we take about government policies on the recruitment of personnel s the corner stone of the while public sector or service. Every state in Nigeria has her own policy guide on the recruitment selection exercise in respective states.
	Agwal (1979), defined policies as “A guide in decision making” it is also seen as a plan of action. To this effect, the provision of selection 201 and the exercise of power set out in part II of the schedule of the constitution of the Federal Republic of Nigeria, 1999 and other power enabling the executive government of Ilorin West Local Government  to set out the civil service commission of Ilorin West Local Government . 
A study by Rimamchaten, Mohammed, and Mohammed (2017) investigated the information management practices used in staff recruitment within the Taraba State Civil Service. The research revealed that recruitment processes were predominantly manual, resulting in inefficiencies, delays, and lack of transparency. The study utilized a qualitative approach through interviews and document analysis to assess the impact of these challenges on the effectiveness of staff deployment. It concluded that the absence of an automated recruitment system contributes to the persistence of unqualified staff in the civil service, thereby affecting service delivery. The authors recommended the adoption of computerized recruitment systems and adherence to merit-based selection criteria to improve transparency and performance in the civil service.
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CHAPTER THREE
RESEARCH METHODOLOGY
3.1	INTRODUCTION                           
	Research is seen as a set of action directed forwards seeking answer to some question. It is an act of investigating fact to set fourth theory.
	In other words, research is an activities designed and implemented on certain issues or problem. In conducting research certain techniques are been adopt so as to ensure concrete conclusion. This now bring us to the term, research certain techniques are been adopt so as to ensure at a dependable solution to study problem. In conducting research, certain techniques are been adopt so as to ensure concrete conclusion. This now bring us to the term research methodology which means strategy technique procedure or method use in conducting investigation is the design or model used by the researcher during the researchers in respect to the research work, the research has adopted historical and descriptive method. The former explain the method of research that lay emphasis on past occurrences so as to determine the present event and produce future occurrence while the latter; point for method that tends to describe the nature of event. 
	Issue people or situation so as to arrive at a reasonable conclusion.
	Historical method of research is adopted to suit the need for a flash belt on the case study, past event while descriptive methods tend to analysis the met local government.
3.2	 RESEARCH DESIGN
The research design that was used for this study is survey type. Method was used because the study requires the researcher to collect information for the purpose of describing the study in details. It will reveal an assessment of the staff requirement system in the civil service commission
3.3	SAMPLES AND POPULATION OF STUDY
	In a vast population the need for sample springs up sample can be defined as the fraction part of population while population is the study of the people or entity under investigation.
	There are two main categories of sampling these are:
1.	Probability sampling
2.	Non-probability sampling 
	Dues to the colossal population involves in this study the research adopted accidental non-probability sampling as the sampled the case study base on convenience and accessibility sampled method was embraced as the population was divided into strata, and 10% sample size was extracted from each station, offer words, interview were conducted for them.
3.4	SOURCES OF DATA COLLECTION INSTRUMENT 
	Data are life blood of every research as the show how empirical and real research conduction are data are many sources from two perspectives which are primary and secondary sources. The primary sources of the sources that provide the research with original and basic data purposely gathered for the researcher while the secondary sources are regarded as social and sources are regarded as second hand sources as its only provide for data or information reality used and processed by a scholar or another part of this sources segment. In the conduct of this research the researcher sources both sources. In the angle of Levant material was consulted in respect to the usage of secondary sources.
3.5	TECHNIQUES FOR DATA ANALYSIS
	Reason abound for the usage of interview as an instrument for data collection as the study is so strategic and sensitive that questionnaire or observation cannot best suit the need for accurate data.
	The needs for face to face interaction between the researcher and respondent was seen as private to the and of the study so for the study so for the reason, the researcher let out statistical method of analysis and adopted grammatical method of analysis that is using of grammars (word) in analysis the outcome of the interview conducted.
CHAPTER FOUR
DATA PRESENTATION AND ANALYSIS 
4.1	INTRODUCTION
	Presentation and analysis of data is one of the important stages of the research project, this is because available data collected either through primary or secondary source would be put into use to determine the responses or opinion of the respondents and validate the objectives of the research project.
4.2	DATA PRESENTATION AND ANALYSIS
	For the presentation of data analysis for this project study, simple percentage distribution and chi-square (X2) analysis are both employed to know the responses of the employers of the civil service commission and the testing of hypothesis to validate or search questions.
	Forth questionnaire were administered and were all collected back from the respondents. In this chapter, the calculation will be based on the forty questionnaire collected.





TABLE 1: Distribution of Response by Sex 
	SEX
	FREQUENCY
	PERCENTAGE (%)

	Female
	18
	45

	Male
	22
	55

	Total
	40
	100


Source: Researcher’s Field Survey, 2024
From the above table, it could be deducted that eighteen (18) respondents (45%) were female, while twenty – two (22) (55%) were male respondent to the questionnaire.
Table 2: Distribution of Respondents by Age
	AGE
	FREQUENCY
	PERCENTAGE (%)

	18 – 24
	20
	50

	25 – 34
	5
	12.5

	35 – 44
	7
	17.5

	44 – 60
	8
	20

	Total 
	40
	100


Source: Researcher’s Field Survey, 2024
The above table indicate that twenty (20 (50%) respondents to the questionnaire were 18 – 24 years of age, while five (5) (12.5%) respondents were of age 25 – 34, seven (7) (17.5%) respondents were age 35 – 44 years and Eighty (8) (20%) respondents were of 44 – 60years.

Table 3: Distribution of Respondents of Marital Status
	MARITAL STATUS
	FREQUENCY
	PERCENTAGE (%)

	Single
	10
	25

	Married
	30
	75

	Divorce
	0
	0

	Total
	40
	100


Source: Researcher’s Field Survey, 2024
From the above table, it shows that 10(25%) respondents to the questionnaire ere single, while 30 (75%) respondents were married and there were no divorce.
Table four: Distribution of Responses by Educational Qualification
	QUALIFICATION
	FREQUENCY
	PERCENTAGE (%)

	BSC/HND
	25
	62.5

	OND/NCE
	10
	25

	WASC/SSCE
	5
	12.5

	Total
	40
	100


Source: Researcher’s Field Survey, 2024
Table four revealed that twenty – five 25(62.5%) respondents presents (62.5%) were B.Sc/HND holder, 10 (25%) respondents representing were OND/NCE holder while five (5) respondents representing (12.5%) were those who posses WASC/SSCE.


Table five: Distribution of Responses by year of Service.
	YEAR OF SERVICE
	FREQUENCY
	PERCENTAGE (%)

	5 years
	5
	12.5

	10 years
	20
	50

	15 years
	10
	25

	20 years
	2
	5

	30 years
	3
	2.5

	Total
	40
	100


Source: Researcher’s Field Survey, 2024
Table five shows that five (5) respondents have possessed five years experienced in the service, twenty (20) respondents have ten (10) years experiences, ten (10%) respondents equally have fifteen years (15) experience, just any two (2) respondents have twenty years experience while three respondents posses thirty and above years experience civil commission.
Table Six: Distribution of Job Status
	JOB STATUS
	FREQUENCY
	PERCENTAGE (%)

	Senior Staff
	20
	50

	Middle Staff
	10
	25

	Junior Staff
	10
	25

	Total
	40
	100


Source: Researcher’s Field Survey, 2024
Table six shows that twenty (20) respondents were senior staff, ten (10) respondents were middle staff, while remaining ten (10) respondents were junior staff of the civil service commission.
SECTION B
QUESTION ONE
Political influence constraints the recruitment process of the civil service commission.
	RESPONSES
	FREQUENCY
	PERCENTAGE (%)

	S.A.
	20
	50

	A.G.
	15
	37.5

	D.A
	1
	2.5

	S.D
	2
	5

	U.C
	1
	2.5

	Total
	40
	100


Source: Researcher’s Field Survey, 2024
Table of question one shows that twenty respondent strongly agree that political influence constraints the recruitment process, fifteen (15) respondent agrees, just one person disagree, two (2) strongly disagree, while one (1) respondents was uncertain. 




QUESTION TWO
The Civil Service Commission has a significant role to play in process of recruitment of staff 
	RESPONSES
	FREQUENCY
	PERCENTAGE (%)

	S.A.
	20
	50

	A.G.
	10
	25

	D.A
	5
	12.5

	U.C
	2
	5

	Total
	40
	100


Source: Researcher’s Field Survey, 2024
Question two revealed that (20) (50%) respondents strongly agree that civil service commission has a role to play in recruitment process while 10(25%) agree, 5(12.5) respondents disagree and 2(5%) respondents, while 3 respondents were uncertain.


QUESTION THREE
Civil Service Commission is well enhanced to undergo recruitment exercise.
	RESPONSES
	FREQUENCY
	PERCENTAGE (%)

	S.A.
	24
	60

	A.G.
	8
	20

	D.A
	4
	10

	S.D
	4
	10

	U.C
	0
	0

	Total
	40
	100


Source: Researcher’s Field Survey, 2024
Question three equally shows that respondents (24) (60%) were in support that civil service commission is well enhancing to undergo recruitment exercise and 8(20%) staffs also agreed, but 4 (10%) respondents disagree, again 4 (10%) staffs strongly disagree.   
QUESTION FOUR
Civil Service Commission is the sole agent of Civil Service to recruitment  
	RESPONSES
	FREQUENCY
	PERCENTAGE (%)

	S.A.
	15
	37.5

	A.G.
	29
	50

	D.A
	2
	5

	S.D
	1
	2.5

	U.C
	2
	5

	Total
	40
	100


Source: Researcher’s Field Survey, 2024
Table four shows that 15 (36.5) respondents said that the only agent for recruitment is civil service commission, twenty staff equally strongly agreed but 2(5%) respondents disagree and 1(2.5%) staff strongly disagree two respondents were uncertain.
QUESTION FIVE
Recruitment is always done based on merit on candidate application
	RESPONSES
	FREQUENCY
	PERCENTAGE (%)

	S.A.
	24
	60

	A.G.
	8
	20

	D.A
	4
	10

	S.D
	4
	10

	U.C
	0
	0

	Total
	40
	100


Source: Researcher’s Field Survey, 2024
From above table, it was revealed that 24 (60%) respondents strongly agreed that recruitment is based on merit and 8 (20%) respondents equally agreed but 4(10%) respondents were strongly disagree that is not based on merit.
QUESTION SIX
Civil Service Commission is not bias in the process of recruitment.
	RESPONSES
	FREQUENCY
	PERCENTAGE (%)

	S.A.
	20
	50

	A.G.
	10
	25

	D.A
	5
	12.5

	S.D
	0
	0

	U.C
	5
	12.5

	Total
	40
	100


Source: Researcher’s Field Survey, 2024
Table six, indicate that majority of the respondents (50%) strongly agreed that the civil service commission is not bias in the process of recruitment also, 10 respondents (25%) equally agreed meanwhile, few respondents (12.5%) disagreed and 5(12.5%) respondents were uncertain.
QUESTION SEVEN
Necessary facilities are available to the civil service commission for recruitment.
	RESPONSES
	FREQUENCY
	PERCENTAGE (%)

	S.A.
	15
	37.5

	A.G.
	20
	50

	D.A
	2
	5

	S.D
	2
	2.5

	U.C
	2
	5

	Total
	40
	100


Source: Researcher’s Field Survey, 2024
This table clarified that (37.5%) of the respondents said the necessary facilities are in place, 20(50%) respondents agreed, but (5%) of the respondents disagreed, 2.5% strongly disagreed, while another 5% were uncertain.
QUESTION EIGHT
Recruitment of the staff should not be saddle with civil service commission. 
	RESPONSES
	FREQUENCY
	PERCENTAGE (%)

	S.A.
	0
	0

	A.G.
	2
	5

	D.A
	13
	32.5

	S.D
	20
	50

	U.C
	5
	12.5

	Total
	40
	100


Source: Researcher’s Field Survey, 2024
Table eight gave us insight about staffs opinion in this question of the respondent (50%) strongly disagreed that recruitment staff should not be saddle with the civil service commission; (32.5%) respondent’s disagreed. Few numbers of respondents were certain (12.5%) while (5%) respondents agreed.
SECTION C
QUESTION NINE
Which source influence your appointment into the civil service commission 
	RESPONSES
	FREQUENCY
	PERCENTAGE (%)

	Single
	10
	25

	Married
	30
	75

	Divorced 
	0
	0

	Total
	40
	100


Source: Researcher’s Field Survey, 2024

Table nine shows that large percentage of the staffs (87.5%) their appointments were influenced into the civil service by the commission while the few other staff was influenced by the politicians.  
QUESTION
Does age limit for recruitment enhance performance of the civil service commission?
	RESPONSES
	FREQUENCY
	PERCENTAGE (%)

	S.A.
	24
	60

	A.G.
	8
	20

	D.A
	4
	10

	S.D
	4
	10

	U.C
	0
	0

	Total
	40
	100


Source: Researcher’s Field Survey, 2024
It was gathered from this table that majority of respondents (60%) better that age limit for recruitment enhanced performance in the civil service also (20%) respondents agreed. Meanwhile (10%) respondents strongly disagreed.
QUESTION ELEVEN
Does age limit for recruitment enhance performance of the civil service?
	RESPONSES
	FREQUENCY
	PERCENTAGE (%)

	S.A.
	20
	50

	A.G.
	15
	37.5

	D.A
	1
	2.5

	S.D
	1
	2.5

	U.C
	3
	7.5

	Total
	40
	100


Source: Researcher’s Field Survey, 2024
It was gathered from this table that majority of respondents (50%) strongly agreed that age limit for recruitment enhanced performance in the civil service commission (37.5%) equally agreed, (2.5) and disagreed and 2.5% equally strongly disagreed. Meanwhile 7.5% were uncertain.


QUESTION TWELVE
Does shortage of manpower constitute problem to staff recruitment of civil service?
	RESPONSES
	FREQUENCY
	PERCENTAGE (%)

	S.A.
	28
	72.5

	A.G.
	10
	25

	D.A
	2
	5

	S.D
	0
	0

	U.C
	0
	0

	Total
	40
	100


Source: Researcher’s Field Survey, 2024
This table revealed that larger percentage (72.5%) of the respondents strongly agreed that shortage of manpower constitute problem to staff recruitment in the civil service (25%) respondents equally agreed. Just only (5%) respondents disagreed.
QUESTION THIRTEEN
Which should be the minimum age for recruitment exercise of staff?
	RESPONSES
	FREQUENCY
	PERCENTAGE (%)

	S.A.
	24
	60

	A.G.
	16
	40

	D.A
	-
	-

	Total
	40
	100


Source: Researcher’s Field Survey, 2024
The last table of the questionnaire shows that the minimum age for recruitment of staff exercise should be 15 – 20 years by 60% respondents while 40% respondents said it should 21 – 30 years.
4.3	TESTING OF HYPOTHESIS
	The three hypothesis formulated in chapter one shall be tested with the aid of chi-square distribution at 0.05 significant level. This can be computed by measuring the different between the observed due expected frequencies, which is denoted by the flouring formula.
X2 – E = (Oi – ei)2
Where	X2 = Chi – square
		E = Summation	
		Oi = Expected frequency
		Ei = Expected frequency
Also, the following notations shall be used in the computations.
X2C = Test statistics (chi – square calculate)
X2E = Critical Value (Table chi-square)
DF = Degree (S) of freedom is given
Degree of freedom = r – 1


DECISION RULE
	The test of statistics (X2 – C) and the critical value (X2-T) shall be computed. If the test statistics is greater than or equal to the critical value critical value. The null hypothesis (He will be rejected at 5% or 0.05 level of significance. But if otherwise, the null hypothesis will be accepted at the same significance level 0.05 and rejected the alternative hypothesis.
	Table is used to show the relationship of the questions to the hypothesis.
THE QUESTION TESTING EACH HYPOTHESIS
	HYPOTHESIS
	QUESTIONS

	I
	I

	II
	II

	III
	III



Ho:	Political influence does not constrain the recruitment process in the civil service commission. 
H1:	Political influence constrains the recruitment process in the civil service commission.
Analysis of responses of questionnaire testing hypothesis 1


QUESTION ONE
	Responses
	Observed
	Expected
	Oi – Ei
	(Oi – Ei)2
	(Oi – Ei)
      ∑i

	S.A
	20
	8
	12
	144
	18

	A.G
	15
	8
	7
	49
	6.13

	D.G
	1
	8
	-7
	49
	6.13

	S.D
	1
	8
	-7
	49
	6.13

	U.C
	3
	8
	-5
	25
	3.13

	Total
	40
	40
	
	
	27.27



 X – C = (OI – EI)
		 ∑i
X – T = r – I 
Degree of freedom “r”
r = 5
X – T = 5 – 4
= 1
Tabulated Chi - Square = 9.488
Calculated Chi – Square 39.52
DECISION RULE = Since our Chi – square calculated is greater than our chi-square tabulated, we therefore accept the greater the alternate hypothesis and reject the will hypothesis.
Decision – Political influence constrains the recruitment process in the civil service commission.
HYPOTHESIS TWO
Ho:	The Civil Service Commission does not have a significant role to play in the process of rearmament of staff.
H1:	The Civil Service Commission has a significant role to play in the process of rearmament of staff.     
Analysis of responses of questionnaire testing hypothesis II
	Responses
	Observed
	Expected
	Oi – Ei
	(Oi – Ei)2
	(Oi – Ei)
      ∑i

	S.A
	20
	8
	12
	144
	18

	A.G
	10
	8
	2
	4
	0.5

	D.G
	5
	8
	-3
	9
	1.13

	S.D
	2
	8
	-6
	36
	45

	U.C
	3
	8
	-5
	25
	3.13

	Total
	40
	40
	
	
	27.27





 X – C = (OI – EI)
		 ∑i
X – T = r – I 
Degree of freedom “r”
r = 5
X – T = 5 – 4
= 1
Tabulated Chi - Square = 9.488
Calculated Chi – Square 27.26
DECISION RULE – Since our chi-square calculated is greater than our chi-square tabulated, we therefore reject the will hypothesis and accept the alternate hypothesis.
DECISION – The civil service commission has a significant role play in the process of recruitment of staff.


Ho:	Rearmament is not always done based on merit
H1:	Rearmament is always done based on merit.
	Responses
	Observed
	Expected
	Oi – Ei
	(Oi – Ei)2
	(Oi – Ei)
      ∑i

	S.A
	24
	7
	16
	256
	32

	A.G
	8
	8
	0
	0
	0

	D.G
	4
	8
	-4
	16
	2

	S.D
	4
	8
	-4
	16
	2

	U.C
	0
	8
	8
	64
	8

	Total
	40
	40
	
	
	44



 X – C = (OI – EI)
		 ∑i
X – T = r – I 
Degree of freedom “r”
r = 5
X – T = 5 – 1
= 4
Tabulated Chi - Square = 9.488
Calculated Chi – Square = 44.
DECISION RULE – Since our chi-square calculated is greater than air chi-square tabulated, we therefore accept the alternate hypothesis and reject the will hypothesis.
DECISION – Recruitment is always done based on merit.
4.4	SUMMARY OF THE FINDING
	As a result of these analyses and the out time of the result of each hypothesis, it is very per amount the issue God-fatherism in politics should be reduce drastically in order to allow every citizen who are computer and qualified to be recruited civil service commission as a significant role to pay in term of staffs recruitment.
	Lastly, recruitment in the civil be should be done based on merit rather than spoil system that encourage of in computer staff, in to the civil service commission.
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CHAPTER FIVE
SUMMARY, CONCLUSION AND RECOMMENDATION
5.1	SUMMARY
	Civil Service Commission is made up of people who perform the relevant activities towards the achievement of a stated objective. Recruitment in the Ilorin West Local Government  Civil Service Commission in getting the right person in terms of qualification and skills for the vacant job. The ultimate aim of recruitment process in the civil service commission is to possess the quality of staff to meet the manpower needs of the establishment of organization.
	Foremost, all the three tiers of government should attend to the multi-factorial problems associated with recruitment in order to ensure that the best manpower is selected in line with the procedure guiding the recruitment and to enable workers practice perfectly and contribute meaningful and efficiently to the development of Civil Service Commission in Ilorin West Local Government .
	From the above, recruitment exercise was not only carried out by the management of the Ilorin West Local Government  Civil Service Commission, but other regulative institutions were involved which played prominent roles, such institution includes;
· State government on disbursement of funds to the commission
· Civil Service Commission on the recruitment and selection of senior staff only.
· Political influence which also affects the recruitments of staff.
These constrains have resulted form government intervention in the financial independent of Civil Service Commission.
Likewise, the role of the Civil Service Commission which is also regarded as a problem because administrative theory by “FAYOL” maintain that “there must be a departmentalization”, and that for these department to functions very well, it must function as a “WHOLE”, since the civil service commission is another institution on its own, it has direct impact on recruitment in Ilorin West Local Government  civil service. 
Political influence was also considered to be a problem of recruitment processes. This is because it is contrary to the idea of bureaucracy as laid down by “Max Weber”. The Recruitment also at times had political undertone, this resulting god-fatherism and lack of merit in the exercise. Moreover, the research hypothesis also justified these positions that there is no significance relationship between the civil service commission and the management of Ilorin West Local Government  Civil Service alters recruitment in the commission. The second hypothesis also maintains that political influence also has impact on the performance of staff, while lack of financial autonomy hindered the independent existence of the commission.
5.2	CONCLUSION	
	Also, based on the findings, the research include that recruitment procedure in Ilorin West Local Government bedeviled over the years as a result of the general economic and political structure of the nation and state in particularly.
	The problem of recruitment at time has been heightened by the existence of pressure based on academic qualification, rigid policies, external involvement and God-fatherism which are associated with the Nigerian civil service.
	The other revealed in the study include hierarchical structure which exposes those it top management position with innumerable privileged at the expenses of others.
	Finally, after much observation with the importance of good and effective personnel management; if proper staff recruitment is well managed and structured, coupled with the motivation of the staff, there will be total commitment on the part of the staff and this will increase productivity, which will enhance better service delivery of the civil service commission. 
5.3	RECOMMENDATIONS
	Based on the study, the need for better performance and recruitment of staff, efficient productivity and effective personnel management of Ilorin West Local Government Civil Service Commission. The researcher recommends.
1.	That the commission must be free political influence and government involvement in order to obtain maximum productivity as well as qualified             
2. 	The researcher recommends that the commission should be granted financial autonomy, as well as the commission to enable it meet with its responsibilities.
3.	It should also be recommended that staff recruitment into the commission should be regular at least once in every two years, this should be given enough publicity for eligible candidate to apply, and Equally, In house recruitment opportunity should be circularized;
4.	Furthermore, due to complex government roles couples with economic recession of 1970’s 80’’s and 90’s government should resolve to the privitalization and commercialization of the commission for better performance.
5.	The commission should also make sure that proper supervision and periodic assessment of staff is done quarterly or every year especially when recruitment has taken place. This will ensure accountancy, optimum performance and goods service delivery.
6.	Training and re-training of recruited personnel should also be given top priority by the effective personnel management.
7.	finally, the researcher recommend that the commission should apply both, vertical and horizontal way of disseminating information for all and sundry within the service in order to be aware of the activities of the commission.
If this recommendation is implemented there would be relative improvement in the performance of the commission.
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