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CHAPTER ONE
1.1         INTRODUCTION
    Majority of people with particular reference to the elite will be wondering why the inadequate human resources on the performance of government establishments. A research supply will sound like asking an obvious question what are the causes of the inadequate human resources on the performance of government establishments. Given some answers to the above question I will start by first emphasizing the importance of human resources in every economy. Trended French described human resources as consisting of all individuals who are engaged in any of the organizational activities regardless of their level. 
     Human resources from above mean men and women working for an organization irrespective of the post they are holding. However, this went further to emphasize that there was no demarcation for men and women working for the organization that does not belong to human resources of the organization. Therefore, the human resources of the government establishment e.g. ministry ranges from the commissioner down to the messengers.
     Meanwhile, all activities in the organization depend on human resources either public or private organization. Therefore, any establishment aiming at achieving its goal must ensure not only maintaining constant and adequate supply of human resources but also ensuring that they are adequately motivated.
     From the above, we can clearly understand that the goals of the establishment cannot be achieved only by providing and ensuring adequate supply of human resources. This is because the human resources that are not motivated will not be answering human resources of the establishment without giving their best.
     Perhaps, commendations must be made to the University of Nigeria, Nsukka for making Industrial Training as one of the requirements for the Award of Diploma Certificate in the institution.
     This was because during my sister’s industrial attachment work with the board of Internal Revenue Enugu. That the effect of inadequate human resources on the performance of Government establishments was identified. I was always visiting her at the office on daily bases and I shared her experiences. Then the identified problem was taken to Caritas University Enugu to be approved for further research (BSc. Project). This was how the research topic came about.
     Moreover, some of us are not opportune to go into some establishments being it private or government establishments but may doubt that there are no inadequacy in human resources on the performance of government establishments. This research topic was chosen out of practical experience.
     This was because my information handled a competent schedule of duty, which my sister was supposed not to do as a student.
     Furthermore, surprise came upon her when she was asked to cover the schedule of two (2) persons at a time which was due to inadequate human resources on the establishment, from the above mentioned reasons, the aims of finding some ways of minimizing the effect of inadequate human resources on the performance of government establishment and possibly to make suggestions on how to eliminate the problem of inadequate human resources confronting government establishments.
     Finally, this research will therefore, be a contribution towards finding some of the causes and effects of inadequate human resources on the performance of government establishments. Also, some suggestions will be made on how best to remedy the problem.
1.2       STATEMENT OF PROBLEMS
     The scope of this research project was to identify the effect of inadequate human resources on the performance of government establishments. What are existing problems? As the case therefore, some of the problems to be observed in the establishments such as;
     Poor performance
· Poor Management
· Lack of adequate remuneration
· Lack of training/motivation
· Miss appropriation and diversion of fun.
· Lack of proper perception of the government vision and mission by the administrators., rigid government policy
· None employment of professionals
· Too much to do and little time to do it.
· Findings the human resources strength of the government establishment in Enugu state, with particular reference to the ministry of finance and Economic planning, Enugu.
· Finding some causes and the effect of inadequate human resources in the ministry.
· Finding out how and who are supposed to build up the human resources of the government establishment.
1.3   OBJECTIVE OF THE SUTDY
          Smith and Brown were of the opinion that goal setting as at the heart of the performance appraisal process of organization gives meaning and relevance to appraisal and development activities. The objectives of this research will be as follows:
1. Letting government to know that the human resources performance in Enugu State is inadequate. Therefore when the government Department concerned got informed, the objective of this study will be achieved. This effect will be that they will make immediate arrangement to recruit more people in the ministry.
2. To identify the levels in which the inadequacies were existing. This will enable the government department concerned to know exactly the levels where their recruitment/promotion exercise will focus for quicker action.
3. Finally, to identify how to tackle the poor management lack of training and who is supposed to build up the government human resources inadequate. Government as referred above is every body. Therefore, effort needs to be made to identify. The segment of government that is vested with the task.
The effects of identifying how and who will advice government on some of the causes and effects of inadequate human resources on the performance of government establishments. This was because it is only when the causes of a particular problem are identified that some remedial solutions should be embarking on:
· Immediate recruitment of more human resources.
· Workers should enjoy remuneration employment of qualified staff.
· Promotion should be done when due constant training and development of Civil Servant while in Service in other to Corp with their job.
· Establishing of an assessment centres.
· Government should pass good legislature favouring the employees. In other to have better form of mind to enhance productivity as well as efficiency.
Finally if all these been looked into it will improve the inadequate human resources performance in government establishments because objective is not only to identify problems, but it is aimed at finding solutions to them.
 
1.4       SIGNIFICANCE OF THE STUDY:
     According to this research work, it will be of benefit to the government establishments in the following ways:
          The significance of the effect of inadequate human resources on the performance of government establishment.
 It will cover the followings:
· The findings of the study stand as a source of ready information from the establishment.
· Recommendation would be a source of information to various organizations on their effort to improve on their human resources performance.
· To rebrand inadequate human resources in other to enhance their attitudinal change in exercising their duties in government establishments. The cause of this unemployment in Nigeria includes mismanagement of available of human resources. Even though there was employment, still we still experience inadequacies in human resources due to the people employed are not qualified to take up the Job because they were employed on the bases of godfathers.
· However, some authors were of opinion that the reasons for inadequate performance in Government establishments were because those employed are lacking the skills needed.
When this research identifies the level of were the inadequacy shortages are existing, we can advise the government. The advice the government to start recruiting more human resources and looking into numerous problem confronting the civil servants like:
· Lack of motivation
· Low salary
· No housing scheme and scholarship award. For civil servant children.
· Rigid government policy on civil servant.
· No health insurance. Then the result will be eliminating the effect of inadequate human resources in government establishments.
· Minimizing the inadequacies and the suffering of the little employees already in service, the result will be that the duties formerly undertaken by only one employee will then be shared among other employees to reduce cumbersome work load.
Finally, is getting government useful information and guide in the area of utilizing its human resources in the best possible ways. Leonard R. Sayless and George Syrauss said that management must provide orderly pathways down ward as well as up ward and seek to minimize the personnel and organizational disruption associated with cut back in employment. That is, disruption in any organizational activity will be completely eliminated when government starts managing her human resources which include: planning, organizing, staffing, coordinating, directing, reporting and budgeting for her human resources.
These are things to find out:
· What are the ractionel behind ineffectiveness and the experience in those government establishments over the years?
· What aspect of the resources are you to diagnose in the cause of this research.
· What can you say is the effect (problem) identifiable in this establishment?
· What are the penacial cares, remedy or solutions to the problems?
· What are your tentative or sub-mission in this regard.
1.5   RESEARCH QUESTIONS
1.      Does poor financial incentive contribute to inadequate human resources performance?
2.      What is the major cause of the inadequacy?
3.      In what level do you think these inadequacies?
4.      In what area do these inadequate have effect?
5.      What prevent government from employing more human resources?
6.      What then should government to increase her human resources?
1.6   SCOPE OF THE STUDY
The scope is to look into the effect of inadequate human resources in respect of the performance of government establishment in Enugu.
The sources of human resources as well as causes effect and solution to inadequate human resources and on the performance of government establishment and also to give recommendation and suggest remedies to the poor performance of Enugu state government with particular reference to ministry of finance.  
1.7    LIMITATION OF THE STUDY 
The research is focused on the effect of inadequate resources on the performance of government establishments (Ministry of Finance and Economic Planning Enugu). Due to certain problems that emanated from experience encountered insufficient data, high cost of transportation, difficulties in getting exeat permit from the school authority.
a.       Lack of Information: success of research depends on the availability of information or data. In this research because of the bureaucracy in the government establishments, their officials at times refuse to release certain information this contributed in limiting the scope of the research work.
b.     Finance:    Covering the whole 5 departments of the ministry would have given more understanding of the topic. But due to lack of finance it was limited to (2) two departments the personnel and statistics Departments.
c.       Time also stood as constraints to the researcher in traveling to other ministries but it was limited to only to departments in Enugu state.
1.7    DEFINATION OF TERMS:
Floppo (1986:10) defined human resources as the planning organizing directing and controlling of the procurement development compensation, integration and maintenance of people for the purpose of contributing to the organizational goals.
The word effectiveness, efficiency is the means that some one or something being in a state well without waste it is the ability to apply the best methods and principles in the doing of a thing or reaching a decision it is the ability to follow the best and shortest route to a destination. 
Efficiency can be defined as fitness or power to accomplish or success in accomplishing the purpose intended by oxford dictionary.
Effectiveness:
According to the same dictionary effectiveness is the ability or power to have noticeable or desired effect. Maurice Odo defined it as a effect of the means employed.
          R.B.N. Owele in a class lecture “says that effectiveness relate to production output which are intended to yield desired output from these definition the researcher regards effectiveness as the extends to which achievement has been made of set objectives
Effective:
The oxford advanced learner dictionary says that to be effective means to have a noticeable or desired effect it means to produce desired result.
          Dr. Maurice Odo says that efficiency is the means to end. He wants further to say that specific issue with the intention of achieving the set down goals.
          Manpower can be defined as the number of workers needed or available to do or perform a particular job at any period of time.
Productivity: This the amount of production in relation to the labour employed it is the quantity of output resulting from a given level of resource input.
Motivation: 
Motivation has been defined as the inner drive that causes one to act or person inner state that energies sustain and direct behavior to satisfy a person’s needs (Milkovich and Glueck 1995)
Training: To train as according to Oxford advanced learner dictionary is to give teaching and practice in order to bring to a desired stand and behavior efficiency or physical condition, training therefore is the act of teaching in the industrial or business concept. It is the act of level of the expectations of their employer. 


CHAPTER TWO
2.0	LITERATURE REVIEW
2.1	CONCEPTUAL REVIEW
Human Resources (HR) in the public sector refers to the stock of employees’ knowledge, skills, motivation, health, and organizational commitment that enables government organizations to achieve policy and service outcomes (Armstrong, 2014). Inadequate human resources encompasses quantitative shortages (vacancies, high vacancy-to-establishment ratios) and qualitative gaps (skills mismatch, low competence, weak motivation), as well as maldistribution across departments (UNDP, 2015). Performance in local government spans efficiency (timeliness, cost control), effectiveness (achievement of service targets), responsiveness (citizen satisfaction), equity (fair access), and accountability (reporting and compliance) (Pollitt & Bouckaert, 2017).
HRM in the Public Sector: Global and Nigerian Perspectives
Globally, public organizations face ageing workforces, fiscal constraints, and growing service demands, driving HR gaps in frontline services (OECD, 2019). In many developing contexts, constraints include limited training budgets, politicized recruitment, brain drain to private/NGO sectors, and weak performance management (World Bank, 2018).
In Nigeria, decentralization assigns LGAs frontline responsibilities (primary health care, basic education support, sanitation), but HR capacity remains uneven. Documented issues include:
· Establishment–staffing mismatches and frozen recruitment leading to vacant posts (Adewumi, 2018).
· Politicization and patronage in recruitment, deployment, and promotion (Ogunrotifa, 2012).
· Skills gaps and low training intensity, particularly in ICT, budgeting, and M&E (Ezeani, 2006).
· Brain drain and internal turnover to state/federal MDAs or private sector due to inferior pay and progression (Okafor, 2005).
· Weak performance appraisal systems with limited link to rewards or sanctions (Olaopa, 2014).
· These factors are salient for LGAs in Kwara State, where rapid urbanization raises service demand in waste management, revenue administration, and primary health/education, amplifying the impact of HR shortfalls.
Causes of Inadequate Human Resources in LGAs
· Fiscal constraints & funding volatility: Heavy dependence on statutory allocations and limited IGR restricts recruitment and training (Babalola, 2015).
· Demography & workload growth: Population increases outpace staff expansion, causing high caseloads per worker (NPC, 2018).
· Recruitment bottlenecks: Lengthy approvals, hiring freezes, and non-merit appointments create mismatches (Adegoroye, 2005).
· Skills obsolescence: Low training budgets and limited access to HRD/ICT upskilling reduce competence (Salisu, 2015).
· Retention challenges: Poor compensation, limited career pathways, and inadequate work tools drive exits (Ogunrotifa, 2012).
· Maldistribution: Overstaffing in administrative cadres with shortages in technical/service cadres (health, works, planning).
· Governance deficits: Weak HR data (absence of credible nominal rolls), poor workload analysis, and inadequate succession planning.
Consequences for Organizational Performance
· Service delivery delays and backlogs: Fewer staff handling growing caseloads elongate turnaround times for permits, revenue processing, and complaint resolution (Pollitt & Bouckaert, 2017).
· Quality shortfalls: Skills gaps translate into errors, poor record-keeping, weak supervision of contractors, and compliance failures.
· Reduced citizen satisfaction and trust: Long queues, inconsistent information, and poor responsiveness depress satisfaction and willingness to pay local rates/levies (Van de Walle, 2006).
· Operational inefficiency: Overtime, burnout, and absenteeism rise; informal task-shifting produces rework and hidden costs.
· Control and accountability risks: Under-resourced internal audit, procurement, and M&E increase leakage and lower value-for-money (Andrews, 2013).
· Innovation and ICT adoption barriers: Inadequate HR capacity slows digitization of records, e-revenue systems, and data-driven planning.
Performance Measurement in Local Government
Common dimensions include input (staffing levels, training hours), process (cycle time, absenteeism), output (number of permits issued, waste tonnage collected), and outcome (coverage, satisfaction, revenue yield). Balanced scorecards and service charters are frequently recommended to link HR capacity to results (Kaplan & Norton, 1996; OECD, 2019). In Nigerian LGAs, practical indicators include:
· Staff-to-population ratios; vacancy rates by cadre.
· Average processing time for certificates/permits.
· IGR collection rate vs. potential; audit query resolution rate.
· PHC service availability; school support visits completed.
· Citizen complaint resolution time; satisfaction scores.
2.2	Theoretical Framework
1. Human Capital Theory posits that education, training, and health investments raise worker productivity and organizational performance (Becker, 1993). HR underinvestment therefore depresses output and service quality in LGAs.
2. Resource-Based View (RBV) treats skilled, motivated, and well-organized workforces as valuable, rare, inimitable, and non-substitutable resources that create sustained performance advantages (Barney, 1991). Chronic understaffing erodes these capabilities.
3. New Public Management (NPM) argues that performance improves when public organizations adopt results-oriented management, performance contracts, and HR autonomy (Hood, 1991). Inadequate HR capacity undermines NPM instruments.
4. Principal–Agent Theory highlights information asymmetry and moral hazard between citizens (principals) and public officials (agents). Weak HR systems (poor appraisal, lax sanctions) increase slack and reduce performance (Lane, 2003).
5. Institutional Theory suggests that formal rules (civil service laws) and informal norms (patronage, politicization) shape HR practices and performance (DiMaggio & Powell, 1983).
6. Motivation Theories (Herzberg’s Two-Factor; Vroom’s Expectancy Theory) explain how pay, recognition, promotion, and work conditions influence effort and, ultimately, service quality (Herzberg, 1968; Vroom, 1964).
7. Systems Theory views LGAs as open systems where HR inputs, management processes, and outputs are interdependent; bottlenecks in staffing propagate through the service chain (Katz & Kahn, 1978).


2.3	Empirical Review
International studies show robust links between HR capacity and public performance. Evans & Rauch (1999) found meritocratic recruitment and professionalization predict better governance outcomes in developing countries. Andrews, Boyne & Walker (2011) report that workforce quality correlates with service performance in local authorities.
Nigeria-focused studies consistently document that inadequate staffing and low motivation hinder service delivery in LGAs:
· Studies in South-West and North-Central zones link HR shortages to poor waste management, weak revenue mobilization, and low responsiveness (Adewumi, 2018; Olowu, 2019).
· Research on PHC shows health worker density and training levels predict immunization coverage and clinic readiness (Abimbola et al., 2015).
· Works and housing departments with limited technical staff record project delays and cost overruns (Ogunlana & Oladapo, 2009).
While contexts vary, the empirical pattern is that both headcount adequacy and competence/motivation significantly affect outputs and citizen satisfaction.


2.4	Gaps in the Literature
1. Granular LGA-level evidence: Many studies aggregate at state or national levels; fewer provide department-level HR diagnostics within specific LGAs like Ilorin West.
2. Causal inference: Cross-sectional surveys dominate; fewer studies use quasi-experimental or panel designs to identify causal effects of staffing changes.
3. Integrated models: Limited work jointly models quantity (headcount), quality (skills), and motivation (incentives) against a multi-dimensional performance score.
4. Digital capacity: Evidence on how ICT skills and e-governance readiness mediate HR–performance links in LGAs is still emerging.
5. Citizen-admin linkage: Few studies simultaneously analyze citizen satisfaction data and internal HR metrics to capture the full service chain.


CHAPTER THREE 
METHODOLOGY 
3.1	INTRODUCTION 
	In this research work, primary and secondary source were involved, an interview which gives room for conduct of oral interview this method allowed for asking of some question from the respondents (staff in Ilorin West Local Government Area) on the way of transforming rural area in the local government, the method enhance effective information collection from the original (i.e. right source).
	Secondary method of inflation which involved the use of journals, textbook, newspaper, daries and written do current as was also adopted to complement that of primary method. 
3.2	SAMPLE AND POPULATION OF THE STUDY 
	Sample random sampling method is used in the sense that it always involves the process of random selection as some stages. Random is commonly used to describe something that occurs or done without plan or change. But in sampling in had more specific technical meaning. It refers to a process favours certain cases or it the selection of the one case increase or decrease the weelhood that another number. Sixty-four becomes the first one drawn for the sample the next digits are 0.0 and 8 resulting in paper being the second draw for this sample, if I draw the same number trick of draw a number higher than my late paper such as 90. I due regard the draw and continue the process. A random sample may not necessarily respondents the characteristics of his population but when the choice of subject 15 left to change the possibility of bias entering selecting of the sample is reduced.
	Osula (1991) explained that his better to draw a good sample. This will help to reduce uncertainly example write each individual name in a place of paper and part it in a bay shove, it is very well before selecting the desire number of slip from the back. 
3.3	SOURCES OF DATA INSTRUMENT 
	Data is sub-derived into two major types 
· Primary data 
· Secondary data 
(a)	Primary Data: In the collection of primary data, the following are the methods used. 
i.	Erving of questionnaire to the respondents and collection the necessary information from the respondent through the seared questionnaire filled and returned.
ii.	Face to face oral interview will respondent sometime on issue not directly raised in the questionnaire to some respondents. Some other methods the researcher used are though personal observation and opinion polls. 
(b)	Secondary Data: The secondary data, which form the main building for chapter two of the research works, was obtained from text books, magazines, professional journals and other written rouse materials. 
3.4	METHOD OF DATA ANALYSIS 
	Questionnaire was used for the collection of information for this study. Letter of introducing was written and attracted to all questionnaire, this was sent to all respondents to complete as honestly as possible as the information given was solely for academic.
3.5	RESEARCH PROBLEMS 
	In the process of this research work, the researcher encountered the following constraints. 
1.	Financial constraints: Is the major problem in the course of this research work, transport fare form where the research resides to the information collection centers, the research needs to put aside some transport fare to travel to Ilorin South Local Government, which is the main area covered for the gathering of the write up information. 
2.	Limited Time: The time given for the re4search work was not enough to go through the document dished out for governing information in the local government as case study. The limitations of the study also include the following. Limited copious book: the researcher could locate enough works are consulted in the course of writing the projected some books in the library were for and out dated without review. 
3.	Class Assignment: The researcher find it difficult to combine project with class assignment as the work may be easy to juxtapose hence, the need to pull aside one work for another for good attention. 
4.	Personal family issues: Sometime, in the course of working some personal issues may arise that will delay the writing as the family remains a major back up for the write up hence, the need to make sure they are protected. 


CHAPTER FOUR
DATA PRESENTATION AND ANALYSIS OF FINDINGS 
4.1	INTRODUCTION 
	This aspect of the study presents an account of the data collection, the various instrument of social investigations used were documentary, oral interview and questionnaire. 
4.2	BRIEF HISTORY OF THE CASE OF STUDY 
Ilorin West Local Government was created in October 1991 from the defunct Ilorin Local Government, serving as one of three local government areas that now make up the Ilorin metropolis. Headquartered in the city of Ilorin, which also serves as the state capital and the headquarters of the Ilorin Emirate, the LGA is a significant historical and administrative center. It is the most populous LGA in Kwara State, with a 2006 population of 364,666, and is characterized by its Yoruba, Hausa, and Fulani residents and the dominant role of the Islamic faith. 
Creation:
Ilorin West LGA was established in October 1991, a consequence of the administrative restructuring of the old Ilorin Local Government Area. 
Metropolitan Division:
The Ilorin metropolis was divided into three LGAs—Ilorin East, Ilorin West, and Ilorin South—to better serve its population. 

Headquarters:
The headquarters of Ilorin West LGA is located in Ilorin, the capital of Kwara State. 
Historical Significance
Cultural and Religious Center:
The area is historically significant as the seat of the Ilorin Emirate, a prominent political and cultural entity. 
Demographics: The population of Ilorin West is predominantly Muslim, reflecting the area's deep historical ties to Islam and the Sokoto Caliphate. 
Economic Role: Ilorin West is a major economic hub, with important markets such as Oja-Oba, Oja-Tuntun, and Mandate serving as vital commercial centers. 
Population: The LGA is the most populous in Kwara State, with a 2006 census figure of 364,666.
Linguistic Diversity: The major languages spoken in the area are Yoruba, Hausa, Nupe, and Fulani, reflecting the diverse cultural influences in the region.
4.3	PRESENTATION OF DATA 
	In an analysis data, it is assured that the basic knowledge of element and statistic must be applied the data described as a set of figure obtained in a simple form. To be referent the mean, media standard derivation, analysis of percentage and many others. 
	But in this projects simple figure will be employed since the detail find in this project in transformation of rural area the items contained in the questionnaire, the rest obtained from the respondents were analysis below. 
Table 4.3.1 are the communities in the local government that participates in the transformation of development project for the year 2009? 
	Options
	No of Respondents
	Percentage %

	Yes
	38
	95

	No
	2
	5

	Total
	40
	100


Source: Researcher's Field Survey, 2025. 
Table 4.3.2 resources used by the communities both the human and materials to embark on development project for the year 2010? 
	Options
	No of Respondents
	Percentage %

	Yes
	10
	25

	No
	30
	75

	Total
	40
	100


Source: Researcher's Field Survey, 2025. 
Table 4.3.3 The number of respondents by the community for development project for the year 2017? 
	Options
	No of Respondents
	Percentage %

	Yes
	15
	37.5

	No
	25
	62.5

	Total
	40
	100


Source: Researcher's Field Survey, 2025. 
4.4	ANALYSIS OF DATA 
	Table 4.3.1 show that 38 (95%) of the respondents replied yes to the question that ask the communities in the local government the participated in the transformation of development project for the year 2009. In which 2 (5%) of the respondent replied with an option. 
	Table 4.3.2 show that 10 (25%) of the respondents replied with yes option to the research questionnaire that find out about the resources used by the communities both the human and materials to embark on developmental project for the year 2015 while 30 (75%) of the respondent that carried the highest percentage respondent with no option. 
	Table 4.3.3 show that is (37.5%) of the respondents replied yes that research questionnaire that tends to find out the number of respondents by the community for development project for the year 2011 which the rest 25 (62.5%) of the respondents replied no.
4.5	TESTING OF HYPOTHESIS 
	The following hypotheses would to test I the research project.
	Lack of effective leadership 
	Poor accountability 
	Absence of skill man power 
	Low rate community participation 
	Bribery and corruption 	
	Administrative and political problem and 	
	Access of land 
4.6	SUMMARY OF THE CHAPTER 
	In this chapter looked at the concept of the data presentation, data analysis and testing of hypothesis. In addition, I examined the collection of respondents for the year 2009, 2010 and 2011. 



CHAPTER FIVE
SUMMARY, CONCLUSION AND RECOMMENDATIONS
5.1	SUMMARY
This study examined the effect of inadequate human resources on the performance of government sectors, with specific reference to Ilorin West Local Government Area. The study established that human resources are a critical asset in the public sector, as they determine the efficiency, effectiveness, and responsiveness of government service delivery.
Findings revealed that the local government suffers from staff shortages, poor skill alignment, and low motivation. These inadequacies were found to result from factors such as limited funding, politicized recruitment, lack of training opportunities, brain drain, and poor retention strategies. Consequently, the performance of Ilorin West LGA has been negatively affected, evident in service delays, poor quality outputs, low citizen satisfaction, and weak accountability.
The study also highlighted that the consequences of inadequate staffing extend beyond inefficiency to include overburdened workers, poor adoption of ICT, and diminished public trust in local government institutions.
5.2	CONCLUSION
Based on the findings of the study, it was concluded that, if government pays more attention to human resources management in basic schools in Ilorin West Local Government Area, Kwara State, it would assist in facilitating effective teachers’ job performance in the areas of classroom teaching, use of instructional materials, students’ assessment and lesson notes preparation. Specifically, thorough and rigorous recruitment and selection process would help get into the basic schools, skilled and knowledgeable teachers who are professionally fit to effectively perform their job; effective compensation would motivate teachers and consequently lead to their effective job performance; and professional development would also play important role in enhancing effective teachers’ job performance. 
5.3	RECOMMENDATIONS 
Based on the findings and conclusion of the study, it was recommended that: 
i. there is need for government to ensure that teachers’ recruitment and selection process is done based on meritocracy, in order to ensure that only those who have the professional competencies to effectively perform their statutory job are injected into the basic schools;
ii. government should ensure that effective compensation in terms of regular and adequate salary, timely promotion and fringe benefits, is provided for teachers; to facilitate their effective job performance; 
iii. government should intensify efforts in organising professional development such as workshops, seminars, conferences, lectures and the likes for teachers, in order to facilitate update of their knowledge, skills and techniques, to facilitate effective performance of their job; 
iv. Kwara State government should be more dedicated and committed to human resources management, especially in the aspects of recruitment and selection, compensation and professional development in order to realise effective teachers’ job performance in basic schools.
1. 
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