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CHAPTER ONE
INTRODUCTION
1.1 BACKGROUND TO THE STUDY 
Human Resources Management (HRM) refers to the strategic approach to managing people within an organization. It involves the process of recruiting, hiring, training, developing, and retaining employees to maximize their contribution to the organization’s goals. HRM also encompasses the design of systems and policies related to employee relations, compensation, benefits, performance management, and workplace culture. The primary objective of HRM is to align the needs of the employees with the goals of the organization to create a productive and harmonious work environment.
Human resources management is an effort to development the entire labour force of an organization. It has been an important aspect of every organization. Since some organization personnel are often regarded as its critical assets. The new trend in personnel management study, comprises a critical look at how these human resources can be perfectly or effective mobilize towards maximum productivity. Acquisition of skills in an organization human resources management is therefore very significant to administrations in public organization or institution like university of Ilorin.


1.2 STATEMENT OF THE PROBLEM
Although administration differs in their opinions as to the primary importance of personnel management, the consensus among them is that the effectiveness of an organization personnel and human programme will determine its ability to bring about higher personnel and organization dividends especially will the use of human resources approach.
All organizations have one from services or another they render to the society. The common concern of these organizations today as events is survival and growth the need to meet the challenges as they emerged and the problems of managing human and materials resources available to the organizations 
Human resources management is a major problem to any organization or higher institution in the sense that there must be reasonable meager of persons and organizations for effective yet, whenever there is an organization, there is usually a conflict. It is therefore the purpose of this study to examine the basic nature of human resources with organization and resolutions of conflict organization effectiveness to be achieved.   
1.3 RESEARCH QUESTIONS
The following  research questions are raised to guide this study:
 Is there any relationship between human resources and human resources management in an organization?.
Is there any significant difference between human resources management and staff motivation in tertiary institution?
1.4 OBJECTIVES OF THE STUDY
Since people are the most critical assets of organization, there is no substitute for any effective human resources management in making a success of any organization, one would like to see how these assets are managed in order to attain or achieve an organizational goals which is the main growth or aim of the organization or setting it up.
Therefore, this study will find answer to the reasons or the problems of human resources management for an organizational effectiveness in the university.
1.5 RESEARCH HYPOTHESES
In order the guide the conduct of the study, the following hypotheses are generated:
There is no significant relationship between human resources and human resources management in an organization.
There is no any significant difference between human resources management and staff motivation in tertiary institution.
1.6 SCOPE AND LIMITATION OF THE STUDY 
This research was restricted at the different sections in the institution there are different sections in the institute.
These are the registry, bursary, health services, library works, security division, institution of education, facilities of agriculture, arts, business and social science education, engineering and technology. Health sciences, law and sciences sharing the total staff strength of three thousand one hundred and fifty-six (3,156) made up of one thousand, five hundred and sixty-nine junior staff (1,569) in march 2013 study covers all the sections.
The research study shall be restricted to how human resources and managed i.e how human resources are harnessed and utilized for organizational efficiently and effectiveness in the university of Ilorin.
The contents of the study includes 
· An overview of the university of Ilorin 
· The positive effect of compensation, motivation, good performance appraisal system, staff training and development, good labour management on level of job performance i.e. organizational effectiveness in the institute
Out of the target population of 3, 156 only a sample population of 112 consideration for this study, it consists of 86 senior staff and 26 junior staff on HATISS (Harmonized tertiary institutions salary scale 5 and below also spread through all the sections within the institute. The researcher anticipated about 60-70% responses for meaningful exercise but fortunate to have 89.6% out of 125 questionnaires distributed dully filled and returned i.e. 89.6%
The breakdown of the returned questionnaires is as follows 86 or 76-79% from the senior staff and 26 or 21% from the junior staff.
1.8 DEFINITION OF TERMS 
This selection defines some of the terms used in this study titled human resources management in tertiary institution, a case study of the University of Ilorin
The terms used and concepts are explained as follows:
STAFF: The word staff means all employees (workers) of the institution
TRAINING: According to Monday and Noel, training is used to describe the method of impacting narrow and specific job related to knowledge to operative employee.
DEVELOPMENT: Development is regard as associated with the education of managers in broad areas such as communication, leadership and motivation.
Another definition of development deals with the activities undertaken to expose an employee to perform addition duties and assume position of importance to the organization hierarchy.
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CHAPTER TWO
REVIEW OF RELATED LITERATURE
2.2 CONCEPTUAL FRAMEWORK
Bureaucracy is one of the colonial legacies to the developing world and so is the bureaucratically structured public service which according to Max-Weber is designed to promote administrative efficiency.
In 20th century however, there was a change in philosophy of management and managerial behavior. The old model of power based on cohesion and threat was replaced by model of power based on collaboration and reasons that is, a humanistic value system of bureaucracy.
The transformation of man, power and value are now the basis for policy formulation by an organization which run contrary to Max Weber’s bureaucratic practices. Human resources management, according to Eto organization as distinguished from their other material of financial and other resources. Here, resources it seen as the key to economic success.
Rensis Linkert opined that all the activities of any organization are initiated and determined by the persons who make up that institution. Plants, offices, computers, automated machine or equipment and all that modern organization uses are unproductive except for human efforts and directions of all the task of managing the human components is the central and most important task, because all depend on how well it is done. It is noteworthy that personnel administration undertake risk and handle uncertainties, plan and innovate, coordinates, administer, control and supervises, with all these they distinguished themselves from others with professional training in University.
The effectiveness of organization depends upon the commitment of the members in turn depends on the personnel concepts which the administrators hold. 
These ranges from traditional concept or managing by centralization of power (MC Gregor’s theory X) to the modern concept of managing by shared objectives and self-control (Mc-Gregor’s theory Y).
According to Warren Bennis predictions, there is going to be changes in modern organizations primarily in human context, thus putting an end to bureaucracy. He sees integration, distribution of power, collaboration adorations and revitalization as the principal human problem of the future. A system approach to human resource administration is necessary for overall effectiveness. “the whole system is designed to from an integrated management system responsiveness to the needs of management, and the expectation of the salaries workforce, “for as the solution. This approach helps to evaluate the contributions of each major part of personnel programme as a pull or push factor into away from the organizations.

2.3 THEORITICAL FRAMEWORK 
According to Golding, Storey, Paquwe (2009), most normative human resources management models assert that the organisation’s human resources are valued asset not a valuable cost. And emphasize the commitment of employees as a source of (including skills, aptitude and knowledge) with personality traits, gebnder, role, perception and differences in experience and partly as a result of differences in moticvation and commitment. In other words, emphasis differs from other resources because of their ability to evaluate their commitment, and coperation always has to be won. In addition, employees have the capacity to form groups and trade unions to defend or further their economic interest.
According to Bernadin (2003), takes a similar view when he sees human resources of an organisation to consist of all the people who performed all the activities.
According to Elision, organisation goal and objective describe state of affairs which the organisation attempt to realize since the future state of affairs was an entity is trying to realize constitutes as an idea to carry out the effectiveness of the organisation.
Charles prowl has identified five level of organisation goals which he classified under society goal, system goal, product goal and derived goal which may be formally documented to the member as well as goal whose attainment to the member require the corporation of external forces. Among internal goal are those of productivity, minimal absenteeism of labour turnover and maximizing individual potential through constant training and evaluation. 
 CURRENT TREND IN THINKING       
Current trend in thinking is all about having the right coins of the people of the right place at the right time to fulfill both individual department contribution of an organisation into the future demand and supplies of employment and the already enabling personnel administration to provide the proper workforce needed by the employee. Furthermore, it is a guide to other personal activities such as recruitment or implementing an affirmative action programmed the indolent of environment and workforce and the common factor both short and the long range employment plan and the demand for human resource at the university.
2.4 EMPIRICAL REVIEW
Human Resources Management (HRM) plays a critical role in the success of organizations, including tertiary institutions. In educational settings, HRM practices impact the recruitment, development, and retention of academic and non-academic staff, which are crucial for ensuring institutional effectiveness. Empirical studies on HRM in tertiary institutions focus on various aspects such as employee motivation, performance management, professional development, and organizational culture.

Below is a summary of some empirical studies that have been conducted on HRM practices in tertiary institutions, including their impact on organizational outcomes.
Study on HRM Practices and Employee Motivation in Nigerian Universities
Research Focus:  
An empirical study by Oladejo & Ogunyemi (2021) explored the relationship between HRM practices (recruitment, training, compensation, and performance management) and employee motivation in Nigerian public universities.
Findings:
- Recruitment: Effective recruitment strategies led to higher job satisfaction and improved performance among academic staff.
- Training and Development: Regular professional development programs increased employees' skills, which led to better teaching quality and job satisfaction.
- Compensation and Benefits: Fair compensation and benefits packages were strongly associated with increased motivation and retention of staff.
- Performance Management: Transparent performance appraisal systems enhanced job satisfaction and academic staff's commitment to institutional goals.

 Impact of HRM Practices on Job Satisfaction in Tertiary Institutions
Research Focus:  
Akinyemi & Adeyemi (2020) conducted a study on the relationship between HRM practices and job satisfaction among academic staff in Nigerian tertiary institutions.
Findings:
- Recruitment and Selection: Institutions with structured recruitment processes reported higher levels of job satisfaction among staff because they ensured that the right candidates were hired.
- Training and Career Development: Academic staff reported higher job satisfaction when they had access to regular training opportunities and career advancement prospects.
- Employee Welfare: Proper attention to staff welfare, including competitive salaries and benefits, contributed significantly to job satisfaction.
- Recognition and Reward: Institutions that implemented reward systems based on performance had a more motivated and satisfied workforce.
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CHAPTER THREE
METHODOLOGY
3.1	INTRODUCTION
	Research is an integral part of institution information system which provides a flow of ideas and information with human resources management and other executing hopes to minimize the risk hundred in taking decision.
	Research can therefore be such as the systematic objectives and extractive search for and supply of the facts relevant to many problem in field of studies.
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 the staff’s motivation as a tool for effective management in an organization.
3.3	SAMPLE AND POPULATION OF THE STUDY 
	A sample could be seen as a pearman of the overall population that took serious consideration of extent to which sample can be described as number of sample units about most cases, it may be practically impossible to cover the whole population because it is very large, a sample size is used.
	The population for the study consisted of 20 senior lecturers, 34 lecturers below senior cadre and 184 non-teaching staff from the 20 tertiary institutions in the four state of south, south zone. The entire population for the study was 238.
3.4	SOURCES AND METHOD OF DATA COLLECTION
	This is concern with the various methods in carrying out of this research work.
	Data can be defined as fact that as collected about people, event etc. In order for data to be presented and analyzed logically and meaningfully way it will be of benefit to understand some of the natural terms that data can have, some various way of classifying data are:-
A. By source- Data can be described as either primary or secondary, depending on their sources.
i. Primary Data: This is the name given to data that are used for the specific purpose for which they were collected they usually contain no unknown quantities in respect of method or which members of the population were investigated. 
Sources of primary data are census and samples.
ii. Secondary Data: This is name given to data that are being used for some purpose other than that for which they were collected. Secondary data are usually taken from published source like newspaper, journals, official complications such as import and export figures, airways records, production over the years, customer order file, job times and skill breakdown, raw materials type and price etc.
Uses of secondary data
Secondary data are generally used when 
A. The time, manpower, money, human and material of course the relevant secondary data existing in a usable form.
B. The data is already in existence in providing necessary information on a chosen topic. 
Data can be collected through several means including the use of questionnaire, the uses of correspondents, telephone, personal contact etc.
3.5	TECHNIQUES FOR DATA ANALYSIS 
	In analyzing the data collected, mean and standard deviation were used for the research questions, while the T-test was used to test the hypothesis at 0.05 level of significance. A mean of 3.50 and above was regarded as agreed , while items with mean below 3.50 were regarded as disagreed.
	For the hypothesis, the calculated test was compared with thye T-table value in each of the cases. Any item calculated was less than table value, the hypothesis of a significance difference was upheld at profitability of 0.05 level of significance, but iuf the calculated t was greater than the table t, the hypothesis of significance difference was rejected at 0.05 level of significance.
3.5 RESEARCH PROBLEMS
	There are various problems encountered during the collection of data and carryout this research work.
1. Lack of consciousness: This implies that the respondents may not disclosed there real or true facts about them. 
2. High level of illiteracy: through this research becomes a problem when people are not really understand the necessary or important why researcher embark upon such project and felt scared on giving support of it. 
3. Asking of ambiguity questions: This is also become a burden on carrying out research when a researcher himself asked a question that sound embarrassing to the respondents.
4. Lack of fund: These also have to be considered when a researcher is chosen a topic in order reach the promise land. That is lack of funds becomes a problem on a research work when there is no enough money to finish his project embarked upon.
5. Researchers ability: This is another problem of research when a researcher is unable to move forward after setting everything in order or to start his research works.













REFERENCES
Yusuf Ibrahim (2001):	Resources management Olad publishers, Ilorin. 
Robert G Wright (1980):	Human resources management through corporate constitution. Scottish: 
Ibrahim Maslow (2001):	Resources management Olad publishers, Ilorin   
Ogunyemi, A., Akinyemi, B., & Oladejo, M. A. (2022). Human resource management 
and institutional performance in Nigerian universities. Journal of Educational Administration, 60(4), 397-409.









CHAPTER FOUR
DATA PRESENTATION AND ANALYSIS 
4.1	INTRODUCTION
	This chapter is giving an overview of University of Ilorin historical background and how its organized.
4.2 HISTORICAL BACKGROUND OF THE AREA OF STUDY
University of Ilorin commence as an affiliated college of university of Ibadan. It was one of societal institutions of higher learning established by a degree of federal ministry of government in august 1975. 
	This step taken to implement one of the education directives of the train to try their national development plan aimed at providing more opportunity for Nigeria aspiring to acquire a university education as well as to generate high level of man power as vital for the rapidly expanding country.
	The University of Ilorin located in the ancient city of Ilorin 300 kilometers from abodes Ilorin, the capital of Kwara state is strategically located at the geographical confluence of the north. Dr. T.N Taniwo professor and head of history department of the University of Ibadan were appointed as the first principal of the college in September 1975, shortly after professor tawino was appointed as the vice chancellor of the university of Ibadan, professor O.O Akingbe was appointed as the new principal in December 1975. By October 1st 1977, University of Ibadan attain full autonomous status with Professor O.O Akingbe as the vice chancellor. Hence, the foundation staff and principle official come from university of Ibadan and General Olusegun Obasanjo was the first visitor to the university.
	There were six other visitors between him since the inception of university of Ilorin in august 1975. It has gotten eight (8) leaders of which served as acting vice-chancellors. By march, 1976 university of Ilorin was functionary at three chalets of government residential area (GRA) Ilorin from where it moved to temporary office block later because the university of MBA school.
	The university of Ilorin moved to its mini-campus at formal site of the kwara state college of technology (now kwara poly) and quickly developed it to meet its pressing academic, administrative and technical needs.
4.2 DATA PRESENTATION AND ANALYSIS
	Statistical records at the establishment division limit of the registry department of the university has it that total number of the university staff as the year 2020 is three thousand one hundred and twenty-seven (3,127) as and eighty-five (3,085) in 2021, this down trend may not be in connection with the country economic situation which has led to retrenchment of many workers. This may lay off and earthly retirement which took many of the university staff and contributed to the reduction of staff strength.
Table show the staff strength of university between 2016-2021
	Table 4.1
	YEAR
	SENIOR STAFF
	JUNIOR STAFF
	TOTAL

	2019
	1,205
	1,695
	2,958

	2020
	1,374
	1,902
	3,276

	2021
	1,413
	1,942
	3,355

	2022
	1,522
	2,056
	3,127

	2023
	1,071
	2,056
	3,127

	2025
	1,053
	2,032
	3,085


		source: researcher’s field survey 2025
Table 1 breakdown of respondent by sex 
	Sex
	Senior
	Junior
	Senior
	Junior

	Male
	46
	12
	53.49
	46.15

	Female
	40
	14
	46.51
	53.85

	Total
	86
	26
	100
	100


   source: researcher’s field survey 2025
	The table above shows that employees at the university are mostly males, above 5% of the workforce.
Table 2: below shows a breakdown of respondents in both academic and teaching staff alone.
	DESIGNATION
	ABSOLUTE FREQUENCY
	RELATIVE FREQUENCY (%)

	Academic staff
	6
	6.9%

	Non-academic staff 
	80
	95.1%

	Total
	86
	100%


	source: researcher’s field survey 2025
		Table above: shows that non-teaching staff forms the highest number of the employees in the university that is the sampled population of 6.9% and 93.2% and respectively. Satisfied one of the basic human needs. Companionship, according to Maslow hierarchy of needs. Hence their aspiration to satisfy some other needs or priority such as job security, love, esteem and self-actualization.



     Table 3: The above shows the breakdown of respondents based on education qualifications. 
	EDUCATIONAL QUALIFICATION
	ABSOLUTE FREQUENCY
	RELATIVE FREQUENCY

	
	SENIOR 
	JUNIOR
	SENIOR
	JUNIOR

	No formal education 
	-
	-
	-
	-

	primary certificate 
	3
	6
	33.49%
	23.08%

	WASC/GCE/ SSCE 
	22
	11
	25.58%
	42.31%

	OND/NCE
	37
	7
	43.02%
	26.93%

	HND/B.SC/BA/B.ED
	12
	-
	13.95%
	-

	M.SC/MA/MBA/MDA/MED
	6
	2
	6.98%
	7.68%

	PHD and others 
	6
	-
	6.98%
	-

	Total
	86
	26
	100%
	100%


	source: researcher’s field survey 2025
		The above table shows that 28.08% of the junior staff has at least primary education, there is one without formal education and	42.3% has ordinary level certificate and 26.93% having both national certificate of education.
		Among the senior staff 43.02% has national diploma and national certificate in education13.95% higher national diploma or first degree while masters and doctorate degree holders form 6.98% respectively. 
    Table 4: showsa breakdown of respondents based on length services
	Length service
	ABSOLUTE FREQUENCY 
	RELATIVE FREQUENCY 
	
	

	
	Senior
	Junior
	Senior
	Junior

	Below year 5
	6
	7
	6.98%
	26.92%

	Bet. 6-10 years
	1 4
	13
	16.18%
	50%

	Bet. Years 11
	6
	3
	6.98%
	11.545

	16-20 years
	25
	1
	29.75
	3.85%

	Bet 21-25 years
	30
	1
	34.88%
	3.855

	Bet 26-30 years
	4
	1
	4.65%
	3.86%

	Bet 31-35 years
	1
	-
	1.165
	-

	Total
	86
	26
	100%
	100%


    source: researcher’s field survey 2025
		The table above shows that most of the staff current on the list greater have spent more than twenty years (20) in the services of the institute that is. The institute has not been able to key its employees in services on long term basis.  




      Table 5:  It shows the distribution of respondent polios on compensation versus level of job performances. 
	OPTION
	ABSOLUTE FREQUENCY
	RELATIVE FREQUENCY (%)

	Strongly agreed
	15
	13.39%

	Agreed
	31
	27.68%

	Undecided 
	10
	8.95%

	Disagree 
	41
	36.61%

	Strongly disagreed
	15
	13.39%

	Total
	112
	100%


	source: researcher’s field survey 2025
		Table above shows that the respondents who strongly agree with the compensation versus level of job performance is 13.39% while those that agreed are 27.6% with 8.93% undecided and 50% in total disagreed.
		The influence can be drown form the above table show 83.93% of the worker force sampled disagree with their level of compensation this means that the pay they receive does not match the effort they put into their job this feeding of inequity can be traced to the airy seduce remuneration.
		System operating in the institute deducing from this most of the staff see themselves as being under reworked thus tracking the used job satisfaction this contrast with human exchanges theory which states that there is greater feeling of equity between people whose exchange are in equilibrium many employees lease the institute for the more unscramble private sector that is greater pastures, while those who stay on in the institute may indulge to job the granting of special salary scale to the institute can reduce the incidence of labour turn over.
	Table 6 shows the distribution of respondent opinion on motivation versus level of job performance.
	Option 
	Absolute frequency 
	RELATIVE FREQUENCY

	 STRONGLY AGREE 
	4

	3.54%

	AGREE 
	9
	8.04%

	UNDECIDED 
	5
	4.46%

	DISAGREE 
	53
	47.32%

	STRONGLY DISAGREE
	41
	36.61%

	TOTAL  
	112
	100%


	Source: researcher’s field survey 2025
		At shows in the table above, the respondent who strongly agreed with the compensation versus level of job performances constitute 3.57% while those agreed make up 8.04% undecided and the remaining 83.93% in disagreement.
4.3	SUMMARY OF THE FINDING
	Table 1: shows that the workers (employees) in the University of Ilorin are mostly males, above 53% of the total workforce.
	Table2: shows that non-teaching staff forms the highest number of the employees in the university that is the sampled population of 6.9% and 93.02% respectively.
	Table 3: shows that the junior staff in the university has at least primary education, there is one without formal education.
	Table 4: Shows that most of the staff arrantly on the list, have spent more than lively years in the service.
	Table 5: shows that those who strongly agreed with compensation versus level of job performance are less to those who agreed.
	Table 6: shows that who strongly agreed with the motivation versus level of job performance are less to those who agreed.
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CHAPTER FIVE
5.0 SUMMARY, CONCLUSION AND RECOMMENDATIONS
5.1	 SUMMARY OF FINDINGS
	The objective of this research work to find out now the human resources available to university of Ilorin is being managed in order to achieve organizational effectiveness, it also to find out the role of compensation as a motivating factor in order to achieve organizational effectiveness.
Finally, the study explores the challenges to this organization which is the need for constant improvement to meet society’s needs.
5.2  CONCLUSION
	This research work is carried out on the human resources management at the University of Ilorin, so as to achieve organizational effectiveness and efficiency. The above recommendation are made often a thorough study has been carried out on the management of human resources at university of Ilorin. If these recommendations are properly considered as part of and strictly adhered to also as part of the policies of the institution, the employees will be well and adequately managed better interacted towards achieving organizational effective in the organization. Of effectiveness in the institution and workshops there should be demand for change of attitude toward feedback form such participant as many of them are never asked what they require and to be able to impact to other colloquies and student alike.
	The welfare of worked could still be accorded more of it deserved place of important than where it is presently. This could be done through availability of various soft loans to workers, increase pursuanc3e of housing programme prompt payment of salaries prompt reword for innovative create and excellent deeds or outstanding performances. 
These new appraisal system are quirt innovation, challenges and divided yielding.
	These is the road for effective training and development programme and opportunities for workers to improve their skills and this should out across both academic non- teaching junior and senior cadres like the management shout put.
5.3	RECOMMENDATIONS
	As a result of the above findings, the following suggestion are recommendations are made.
	Human resources management is an institution like the institute, should focus at reducing employee alienation creativity and innovative are role of personal administrators. Within that institution 
	Increasingly, human and organization creativity, are role of personal administrator within the institutions (organization) and development basic techniques of resonating class of value so as to reduce the magnitude of employee alienation.
	For the institute to attract and retain very high caliber of workers, it has to be constituted into an autonomous body outside the direct control of the federal ministry of education.
	This will enable the university to offer attractive salary and fringe benefit. In addition, this will reduce to a great extent the level of labour turn over and employee alienation in the institution. It will forestall divided of loyalty to duties and absenteeism.
	Moreover, for the institute  to arrive maximum benefits from the knowledge acquired by a staff sent on course, seminars more efforts in carrier development and planning of the workers especially the junior workers to enable them rise steadily in the institute system it is not as encourage to put more effort the need for closing of ranks between senior and junior staff is another important aspect of that could be achieved through increased union activities regular meeting at the department jurel and increased social interacting among the institute workers 
	furthermore, is the recommendation of modern appraisal system as against the present system of appraisal that is, to use (MBO) management by objectives, which it ought to be in the real senses of it, that is sincere, result oriented realistic and effective in studying the performance of every individual which the institutionrestraintsanction to those who merit such respectively.
	These new appraised systems are quite innovative. Challenging and divided yielding.
These is the road for effective training and development programme and opportunity for workers to improve their skills and this should out across both academic, non-teaching, junior and senior career development and planning of the workers especially.
	The junior workers to enable them raise steadily in the university system, it is not as through the management has failed in this area but is encouraged to put more effort. The need for closing of ranks between senior and junior staff is another important aspect of that could be achieved through increased union activities, regular meetings at the departmental and increase social interaction among university workers.
	Furthermore, is communication, there must be free flow of communication between the management and other employees of the institution junior employees should always be taken to consideration before vital policy decision are made. The will strengthen cooperate among all the work force of the institution.
	Lastly, in order to encourage and assist workers on most self-development there is the need to promptly reward creative and innovative activities and excellent performance.
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