IMPACT OF RECRUITMENT AND SELECTION PROCESS IN THE ATTAINMENT OF ORGANIZATION GOALS

 (A CASE STUDY OF FIRST BANK OF NIGERIA PLC, ILORIN BRANCH KWARA STATE) 

BY


SODIQ KAMALDEEN
ND/23/BAM/PT/0206


BEING A PROJECT SUBMITTED TO THE DEPARTMENT OF BUSINESS ADMINISTRATION, INSTITUTE OF FINANCE AND MANAGEMENT STUDIES, KWARA STATE POLYTECHNIC ILORIN, KWARA STATE
IN PARTIAL FULFILLLMENT OF THE REQUIREMENTS FOR THE AWARD OF NATIONAL DIPLOMA (ND) IN BUSINESS ADMINSTRATION AND MANAGEMENT STUDIES
                                              
                                       					  JULY, 2025                                                    
CERTIFICATION
 	  This is to certify that this project work has been read and approved as meeting part of the requirements for the award of National Diploma in Business Administration, in the Department of Business Administration, Institute of Finance and Management Studies, Kwara State Polytechnic, Ilorin.

________________                                        		__________________
MR. IDRIS, .A.                                                              		  DATE                                                                       
Project Supervisor
                                                                                  
 ________________      					__________________
 MR. KUDABO, M.I                                            	      		DATE                                                                          
Project Co-ordinator
                                                                                  
 _________________                                 		 	 __________________                                      
MR. ALAKOSO, I.K                                             			    DATE                                                                  
Head of Department



DEDICATION
	This project is dedicated to Almighty God and to my parents Mr. and Mrs. Sodiq for their support throughout my programmed.























ACKNOWLEDGEMENTS
I am vividly grateful to Almighty God the most gracious, the most beneficent of the day of reservation for the care and protection towards me and make the successful completion of my National Diploma (ND) programme in Kwara State Polytechnic Ilorin to make it reality. 
My profound gratitude goes to my project supervisor MR. IDRIS A for his correction, protection, insight comment, enthusiasm, helpful information and support that has helped me tremendously at all time in my research work. his profound experience, immense knowledge and professional expertise in my research has enable me to complete this research successfully I pray Allah will bless you, protect you, guide you, and grant you favour in all what you lay our hands upon and reward you abundantly. I really appreciate you sir. 
My gratitude also goes to the HOD in person of MR, ALAKOSO I.K of my department generally who as contributed great impact to the success of my academic programme by impacting quality knowledge in me, May Almighty God take care of your children (Amen) 
My appreciation also goes to all my lecturers in business administration department for the knowledge imparted on me throughout my time in school. I really appreciate you all. 
My special appreciation also goes to my adorable parents Mr. and Mrs. Sodiq for their unstop prayers on me, may God guide them abundantly.







TABLE OF CONTENTS
Title page										
Certification										
Dedication										
Acknowledgement									
Table of Contents 									
CHAPTER ONE INTRODUCTION
1.1	Background to the study							
1.2	Statement of the Problem 							
1.3	Research Questions								
1.4	Objectives of the Study								
1.5	Research Hypotheses								
1.6	Significance of the study							
1.7	Scope of the study								
1.8	Organization of the study							
CHAPTER TWO: LITERATURE REVIEW
2.1	Conceptual Clarification								
2.2	Theoretical Framework								
2.3       Empirical review		



							
CHAPTER THREE: METHODOLOGY
3.1	Research Design 								
3.2      Sources of data collection								
3.3	Population of the study								
3.4	Sampling techniques and sample size						
3.5	Method of data collection								
3.6	Method of data analysis								
3.7	Limitation of the study								
CHAPTER FOUR: DATA PRESENTATION, ANALYSIS AND INTERPRETATION
4.1	Data presentation								
4.2	Data analysis									
4.3      Discussion of findings								
CHAPTER FIVE: SUMMARY, CONCLUSION AND RECOMMENDATIONS 
‘5.1	Summary of findings								
5.2	Conclusion									
5.3	Recommendations								
	References 								
1

CHAPTER ONE
INTRODUCTION

1.1	BACKGROUND TO THE STUDY

	One of the most significant developments in the field of organizations in recent times is the increasing importance given to human resource people are vital to organization as they offer perspectives, values and attributes to organizational life, and when managed effectively, these human traits can be of considerable benefits to the organization. As revealed in Djabatey (2012) this scenario lends credence to the increasing attention being paid to the people aspect of organizational wealth. This is so because the development of people, their competencies, and the process development of the total organization are the fulcrum of human resource management. (Mullins, 1999: Djabatey. 2012).
	The process of recruitment and selection is the process which helps the organization to find the appropriate person for the job vacancy. In other words it is the process responsibilities and job position, making the advertisement of the job vacancy and selection most eligible candidate for the post advertise, is called recruitment and selection (Sharma, 1998).
	Arthur (2001) define recruitment as a process of attracting and identifying the perspective group of candidates for the job from internal sources or external sources on the other hand the selection is the process of selecting the best candidate from the recruited candidates for the position advertised.
	In other authors words, the recruitment and selection is the process of collecting, determine and assessing the information as well as qualification of the candidates for the specified post of the job. These practices are followed by some organizations to get the right persons with right abilities and skills at the jobs so that the person can increase the likelihood of their organization (Folger and Cropanzano, 1998). 
	Denzin (1994) have an argument for the process of search for the right candidate to have the employment and encouragement to apply for the available job position in any organization is called recruitment and the selection is the process of the deciding the best applicant from the received applications for the advertised job position. 
	This process seems like a chain or a sequence of action involved in the recruitment and selection of the candidates who are seeking for the job and employable applicant of the organization. All the organizations, industrialist firms, enterprises have their own well defined policies and their organization (Breakwelletal, 1995). 
	However, most recruitment and selection processes have elements of subjective judgment inherent in them. But treating job applicants in a professional and positive view of the organization and how it has it has dealt with the applicants (National University of Ireland, 2006). Experience also shows that a successful appointment can produce results which impact favourably on the wider aspects of organizational life while a poor one can have damaging effects far outside the organization in which it is made. However, the recruitment and selection of employees also provides an opportunity for the organization to present itself in a favourably light (National University of Ireland, 2006). 
1.2  	STATEMENT OF THE PROBLEM
	The success of organizations in this modern business environment depends on the caliber of the man power that steers the day to day affairs of the organizations. The process of recruiting and selecting all categories of employees into both private and public companies has been a matter of concern to many and needs attention. Even though it is the wish of every organization to attract the best human resource in order to channel their collective effort into excellent performances, unconventional selection practices mar in any business plan. Managing people is a definite challenge both at strategic or even organizational levels. Thus, human resources are well managed and developed in alignment with the organizational goals and strategies. It has been observed that for any organization to achieve its stated objectives and goals there is the need for management to put in place policies or strategies that will help attract the best of employees to strive that will help attract the best of employees to strive towards the achievement of organization objectives. 
	It has also been observed that the performance output of employees of company is of prime concern to management of company as it affects productivity and the development of the organization. Importantly, some the employees who are not able to improve and adjust to their new working environment resign leading and this affects the organization in terms of cost and productivity. 
1.3	RESEARCH QUESTION
	The research questions which served as a guide to the study are: 
1. What are the recruitment and selection practices of First Bank?
2. What is the effectiveness of the recruitment and selection practices of First Bank?
3. How do recruitment and selection practices affect the performances and development of First Bank?
1.4	OBJECTIVES OF THE STUDY
	Hence the main aim of this research is to figure out to what extent the recruitment and selection process plays important role in the organizational success and also to recommend very effective strategic recruitment and selection process for growing retailers in UK (Cberi. D.E etal, 2005). This research is based on the following objectives:-
i. To identify the need of good recruitment and selection process in organization.
ii. To examine out barriers of effective and efficient recruitment and selection.
iii. To determine how recruitment and selection practices affects outcomes of organization. 

1.5	RESEARCH HYPOTHESIS
	In order to achieve the stated objective and to solve the problem early highlighted, the following hypothesis stated will be tested empirically. 
H0:	There is no significant relationship between recruitment and selection based on merit and organization performance.  
Hi: 	There is significant relationship between recruitment and selection based on merit and organization performance.  
H0:	Effective recruitment and selection is not a key to organizational performance. 
Hi:	Effective recruitment and selection is a key to organizational performance. 
H0:	Recruitment and selection criteria have no significant effect on organizations performance.
Hi:	Recruitment and selection criteria have significant effect on organizations performance.
1.6	SIGNIFICANCE TO THE STUDY
	A study of this nature will help First Bank Plc. Ilorin Branch and other banks to adopt measures in the context of human resource planning and development in relation to recruitment and selection.
	The study is very significant because it will add to the existing literature or the research has added to the stock of books and works already written on human resource planning and development. Also it will afford the First Bank opportunity to identify the benefits of human resource and challenges facing their members and find lasting solutions to them.
	It will also be beneficial to the academic community and decision makers who deal directly with the banking sector and to make meaningful proposals and suggestion to improve the banking sector in Nigeria. Also the study is important because it reveals the importance of the banking sector to the socio-economic development of Nigeria. These include offering employment to many people. 
	Furthermore, the study will serve as a board to those who want to drill much into human resources planning and development. Finding this will give fore knowledge to management of First Bank before embarking on human resource planning and development.  
1.7	SCOPE OF THE STUDY
	The scope of the study is limited to the impact of recruitment and selection in the attainment of organization goals in First Bank Plc, Ilorin Branch.
1.8	DEFINITION OF TERMS
	RECRUITMENT: This is the places of searching for prospective employees and stimulating them to apply for job in the organization.
SELECTION: This is a screening device designed to scrutinize among those, who have applied and who best gets the post so advised. 
PLACEMENT: This involves matching accurately the different job vacancies with the employee which centers primary on placement policy. 


CHAPTER TWO
LITERATURE REVIEW
2.1	INTRODUCTION
	This chapter deals with the assessment of literatures which relate to the topic the recruitment and selection process of organization. Several literatures would be selected and relevant areas would be reviewed and evaluated. This chapter provides information about aspect of previous works which relate to this study. In view of this, a number of presentations culled from various sources are under review here.
2.2	CONCEPTUAL FRAME WORK
	The concept of recruitment and selection 
	According to Costello (2006) recruitment is described as the set of activities and processes used to legally obtain a sufficient number of qualified people at their right place and time so that the people and the organization can select each other in their own best short and long term interests. In other words, the recruitment process provides the organization with a pool of potentially qualified job candidates from which judicious selection can be made to fill vacancies. Successful recruitment begins with proper employment planning and forecasting. In this phased of the staffing process, an organization formulates plans to fill or eliminate future job openings based on an analysis of future  needs, the talent available within and outside of the organization and the current and anticipated resources that can be expanded to attract and retain such talent. Also related to the success of  a recruitment process are the strategies an organization is prepared to employ in order to identify and select the best candidates for its developing pool of human resources. Organizations seeking recruits for base-level entry position often required minimum qualifications and experiences. These applicants are usually recent high school or university/ technical college graduate many of whom have not yet made clear decisions about future careers or are contemplating engaging in advanced academic activity. At the middle levels, senior administrative, technical and junior executive position is often filled internally. The push for scarce, high-quality talent, often recruited from external sources, has usually, been at the senior executive levels. Most organization utilize both mechanisms to effect recruitment to all levels. 
	According to Weihrich and Koontz (1994), recruitment involves attracting of candidates to fill the positions in an organizational structure. Before recruiting begins, the positions requirements which should relate to the task must be clearly identified. Hannagan (1995) sees recruitment as the first process of filling vacancies. He gives further to say that the process involves the examination of the requirements for filling the vacancy (particularly in relation to job and persons specifications); consideration of the sources of suitable candidates, drafting job advertisements and selecting media suitable to carry them; assessing appropriate salary’s levels for employees, and arranging interviews and other aspects of selection.
	The focus of recruitment and selection according to Montgomery (1996) is on matching the capability and inclinations of prospective candidate against the demands and rewards inherent in a given job. Jovanavic (2004) said recruitment is a process of attracting a pool of high quality applicants so as to select the best among them. For this reason, top performing companies devoted considerable resources and energy to creating high quality selection systems. 
	Recruitment and selection process are important practices for human resource management, and are crucial in affecting organization success Jovanavic (2004). Due to the organizations are always fortified by information technology to be more competitive, it is natural to also consider utilizing this technology to re-organize the traditional recruitment and selection process through proper decision techniques, with that both the effectiveness and the efficiency of the processes can be increased and the quality of the recruitment and selection decision improved. A human resource information system is a system exploited to acquire, store, manipulate, analyze, retrieve, and distribute relevant information regarding on organizations human resources (Huselid, 1995). The purpose of the system is to support human resource services from the strategic level down to the tactical and operational levels. 
	Nwachukwu (1992) considers recruitment to involve all prospective applicants for the job position in the organization. He is of the view that a good recruitment programme is one that is properly planed and well operated. He concludes that poor recruitment efforts could lead to the selection of poor applicants because position is to be filled quickly.
	Selection involves making decision about people. Where there are several job applicants for an opening, managers must decide which is the most qualified. Selection is the process of identifying those recruitment individual will best be able to assist the firm in achieving organizational goals (Lusanmi, 2005).
2..2.1	RECRUITMENT AND SELECTION PROCESS AND 	DEVELOPMENT OF THE ORGANIZATION
Recruitment and selection forms a core part of the central activities underlying human resource management; namely, the acquisition, development and reward of workers. It frequently forms an important part of the work of human resource managers – or designated specialists within work organizations. However, and importantly, recruitment and selection decision are often for good reason taken by non-specialists, by the line managers. There is, therefore, an important sense in which it is the responsibility of all managers, and where human resource departments exist, it may be that First Bank, Plc managers play more of a supporting advisory role to those people who will supervise or in other ways work with the new employee. 
	Recruitment and selection also has an important role to play in answering worker performance and positive organization outcomes. It is often claimed that selection of workers occurs not just to replace departing employees or add to a workforce but rather aims to put in place workers who can perform at a high level and demonstrate commitment (Dessler, 2000).
2..2.2		THE PROCESS OF RECRUITMENT
	Odirone (1984) indicated that the quality of new recruits depends upon an organizations recruitments practices, and that the relative effectiveness of the selection phase is inherently upon the caliber of candidates attracted indeed Smith etal (1989) argue that the more effectively the recruitment stage is carried out, the less important the actual selection process become when an organization makes the decision to fill an existing vacancy through recruitment, the First stage in the process involves conducting a comprehensive job analysis. This may already have been conducted through the human resource planning frequent occurrence. Once a job fits into the overall organization structure, and can then begin the process of recruitment to attract suitable candidates for particularly vacancy. 
	According to Odiorne, (1984) one result of effective recruitment and selection is reduced labour turnover and good morgue. Recruitment and recruiting in effectively is costly, since poor recruits may perform badly and for leave their employments thus requiring further recruitment practices involve little or no attempt to validate practices. Personnel managers tend to rely on disciplinary procedures to weed out mistakes. Firms with high guilt rates live managers with them and tend to build them into their recruitment practices and they do not analyze the constitution of their labour turnover. 
	In a study assessing the recruitment of new graduate Kersleyetal (1997) reiterated the anticipatory socialization stage for students planning to enter professions and in  particular the effects of recruitment and selection experiences on career expectations and orientation. They agreed that the nature of students job search activity, the possession of relevant work experience, and exposure to employers through recruitment and selection activities may from part of the “evolving sequence of a person’s work experience “ which contributes to anticipatory socialization. It has been argued exposure to employees through potential employees gradually perceive a match.
2..2.3		THE SELECTION DECISION
	While the caliber of candidate is determined by the recruitment process, the selection decision remains a difficult one. Gould, (1964) argues that most mistakes are caused by the fact that managers generally give little thought to the critical nature of the decisions. Employers are surprised and disappointment when an appointment fails, and often the person appointed is blamed rather than recognizing the weakness in the process and methodology, even the soundest of techniques and best practice (in selection) contain scope for error some of this due to methods themselves, but the main source is the frailty of  the human decision makers. 
	Selection tools available to organizations can be characterized along a continuum  that ranges from the more traditional methods of interviews, a application forms and references, through to the more sophisticated techniques that capsulate biographical data, aptitude test, assessment centers, work samples, psychological testing, and so forth. Each method of selection has its advantages and disadvantages and comparing their rival claims involves comparing each methods merit and psychometric performances. The degree to which a selection technique is perceived as effective and perhaps sophisticated is determined by its reliability and validity. In a comparison of personnel selection practice in seven European countries explored the utilization of a range of established selection methods they reported a general trend towards structured interviews in all countries and while the general validity and acceptability of methods such as work samples, group exercise and assessment centres were widely recognized, reported usage of these methods was infrequent (Miyake, 2002). 
2.2.4	CHALLENGES OF RECRUITMENT AND SELECTION
	According to Kaplan and Norton, (2004) a common problem in recruitment and selection is poor HR planning. Rigorous HHR planning translates business strategies into specific HRM policies and practices. This particularly so with recruitment and selection policies and practices. The key goal of HR planning is to get the right number of people with the right skills, experience and competencies in the right jobs at the right time at the right cost. Detailed and Robust recruitment and selection policies such as recruitment of selection procedures, assessing criteria, Talents auditing and processing the information about the labour market are important in recruitment and deploying appropriate employees at the right time. Past research shows that the competency level of the managers has a major influence on recruitment and selection and experienced the expert within the department will not only shorten vacancy duration, but also improve the quality of the applicants. Moreover, effective recruitment and selection is possible only if there is dedicated and competent HR team (Kaplan and Rentor, 2004). 
	In the strategy implementation phase, the extent of recruitment and selection strategic integration can be gauged through four distinctive indicators. These indicators are the timely supply of an adequately qualified workforce, effective job analysis and descriptions, effective selection, and the involvement of line managers in the recruitment and selection practices. A key source of uncertainty in the business strategy implementation is whether there is a timely supply of adequate qualified people and to a great extent this uncertainty involves the quality of employees. For instance, a firm might decide to leverage a different human capital pool in terms  of skills and education level than its rival firms as a competitive strategy even within the same industry to develop specific capabilities or to develop a HR process advantage. An organization can successfully eliminate this uncertainty if it recruitment and selection policies (Whitwell Associates, 2004). 
Effectively conducting job analysis and targeting right potential candidates ensures a good match between applicants and the jobs. Argument has been given that under qualified employees may not able to effectively perform their job position due to lack of knowledge and competencies, while on the other hand over qualified employees tend to experience less job satisfaction due to their higher qualification than a desired level for a given job for every job in the organization, a thorough job analysis, which includes job description and specifications, is necessary and based on this, an appropriate selection criteria is vital. The job description provides indications of the duties to be undertaken, and the job specification usually prescribes relevant personal qualities and attitudes as well as skills and knowledge required for the job the (Johnston, 199). 
	Recruitment may be conducted internally through the promotion and transfer of existing personnel or through referrals, by current staff members, of friends and family members. Where internal recruitment is the chosen method of filling vacancies, job opening can be advertised by job posting, that is, a strategy of placing notices on manual and electronic bulletin boards in company newsletter and through office memoranda. Referrals are usually word of mouth advertisement that is a low-cost- per- hire way of recruiting. Internal recruitment does not always produce the number or quality of personnel needed; in such an instance. The newsletters, magazines and journals, and the visual and /or audio media, using employment agencies to “head hunt”; advertising on-time via the internet; or through job fairs and the use of college recruitment. 
2.3	THEORETICAL FRAME WORK
	This study rests on human capital theory, resource based view theory and equity theory. 
2.3.1 Human capital theory
Human capital theory as proposed Adam Smith (1723-1790) in Teixeira (2002) has the central idea that people are fixed capitals just like machine because they have skills and useful abilities that has genuine cost and yields profits. The premise in the human capital theory, according to Armstung (2006) is that people and their collective skills, abilities and experience, coupled with their ability to deploy these in the interests of the employing organization, are now recognized as making a significant contribution to organizational success and also constituting a significant source of competitive advantage. Resource Based View (RBV) of Barney (1991) suggests that sustainable competitive advantage is attainable when firms have a human resource pool which cannot be cumulated or substituted by rivals. According to the Resource View, firms should constantly evaluate their workforce to ensure that they have the right people with the right skills in the right places to ensure sustained competitive advantage (Barney, 2001) and when this is not the case, firms should make-up for the shortfall by employing appropriate recruitment and selection criteria. The theory maintained that the major part of any firms strength or weakness stem from the caliber of the people employed and quality of their working relationships. To this end, Boxal (1998) revealed that firms which recruit and retain exceptional individuals have the capability of generating human capital advantage. According to sparrow etal, (2002), technology and capital can be acquired by most firms anytime; for a price, but it is not easy to acquire a ready pool of highly qualified and motivated employees. Thus, in order to be differentiated, the companies need to very careful with the recruitment and selection process. 
2.3.2 Equity theory
Equity theory as proposed by Adams (1963), underlines the principle of fairness. According to the principles of the equity theory, the best recruitment and selection criteria in the organization is that which portrays the firm as equal opportunity employer. 
	Finding competent workers is an important organizational challenge (MCEVOY, 1984; Deshpande &Gothar, 1994; Atkinson &Storey, 1994), with the difficult centering on recruiting and selecting employees with the correct qualifications to help achieve goals (Pryanath, 2006). As further argued in Priyanah (2006) this problem is compounded by the lack of systematic method for recruiting and selecting employees. A systematic recruitment process involves according to Gamage (2014) involves identifying vacancies job analysis, job description person specification and advertising. As against informal process for recruiting and selecting employees. A systematic selection process involves the recruiting processing, gathering information about qualified applicants, evaluation the qualification of each applicant and making decisions about employment (Gamage, 2014). 




CHAPTER THREE
 METHODOLOGY

3.1 	INTRODUCTION
	This chapter deals with the methodology adopted in conducting the study. The chapter is organized as follows; research design, population of the study, sampling techniques and sample size, also including method of data collection.
3.2	RESEARCH DESIGN
	The research was based on assessing recruitment and selection practices of First Bank Plc, Ilorin Branch. The quantitative and qualitative tools to recruitment and selection practices adopted by First Bank Plc. The study was based on the use of questionnaires. These approaches were used because they were satisfactory tools for collecting data for the sample population to investigate the topic under study.
3.3 	POPULATION OF THE STUDY
	Population has been defined as the group of subjects are units which the make some conclusion in the most cases, it may be practically impossible cover the population that is used. 
	A study population is defined as an aggregate of element from which the sample is actually selected. The survey population used in this project work is made of the members of staffof First Bank plc, Ilorin branch and some related public this is the population that consist of people within and outside the company for reliability.


3.4	SAMPLE SIZEAND SAMPLING TECHNIQUES
	The sample random sampling techniques were used to select respondents from the various departments with the exception of the Human Resource Department.This isbasically because the population will have an equal chance of being selected. Significantly, the purposive sampling technique, which is a non-probability sampling techniques, was used to select respondents who deal directly with recruitment and selection from the Human Resource Department. 
	A sampling size of 100 was chosen from the selected branches for study. This was based on the staff strength of the various departments and to ensure that the sampled was representative enough to draw conclusion. 
3.5 	METHOD OF DATA COLLECTION
	The types of data used for this project work were obtained from both primary and secondary sources of data. 
i. PRIMARY SOURCES OF DATA
The primary sources of data collection for this project work were personal interview with the human resource managers of the First Bank used questionnaire. 
ii. SECONDARY SOURCES OF DATA
The secondary source of data collection for this project was a collection of data relevant literature reviewer relevant document literature material such as: 
i. Textbooks 
ii. Group observation
iii. Journals
iv. Collected data, which have presented by the use of descriptive method of research. 
v. Publication 

3.6	INSTRUMENT OF DATA COLLECTION
3.6.1 	Questionnaires
The questionnaires to be administered to the customers of First Bank Nigeria Plc. were both open ended and close ended. This method was chosen because wide data can be obtained and it limits bias on the side of the researcher. In order to enhance validity, constant follow ups were done to respondents whose questionnaires are not returned; also piloting the questionnaire were considered and the misunderstanding; other data collection methods like interviews were used to complement the questionnaire and enhance validity.

3.6.2	Interviews
This involves verbal interaction between the researcher and respondents. The researcher prepared the interview guide questions in connection to research questions. The technique is used because, sample is controlled more effectively, more information and that too in greater depth can be obtained, also the technique associated with greater flexibility, therefore the researcher has the opportunity to restructure questions so as to reach the research objectives. Interview helps to get reliable and valid information relevant to the research.
3.7	METHODS OF DATA ANALYSIS
In order to analyze the data collected effectively, a simple method of tabulation and percentage will be employed also the chi square method of statistical analysis would be used for analysis and interpretation.
The data collected were arranged into a more workable framework that enabled the researcher to classify and organize them. In order to get desired results from the study, data collection was processed, and that is through, editing, coding, classification and tabulation. The research also used Ms Office Excel 2007 version software to carry out analysis of data especially in computing relationship of variables. Descriptive analysis was used on respondents about factors influencing.



CHAPTER FOUR
DATA PRESENTATION ANALYSIS AND INTERPRETATION
4.0 	DATA PRESENTATION 
4.1	INTRODUCTION
	This chapter explains information gathered from the field through the use of questionnaires. These are analyzed to emphasize response from respondents using various forms of table representation. This chapter is also divided into sub-headings to throw more light on questions asked on the field the first part deals with staff of human resource department while the second part deals with staffs of other department. 
4.2	GENERAL RECRUITMENT AND SELECTION POLICY 
	Before an employee can apply for appointment in First Bank of Nigeria plc. The person must:-
a. Be at least eight years of ages
b. Possess such minimum qualifications and experiences as prescribed in the scheme of the service and any additional requirement the bank may prescribe from time to time.
c. Be tested and certified as a physically and mentally fit by any medical practitioner approved by the bank.
d. Produce birth certificate or declaration of age. The banks recruitment policy however, allows exceptional cases in which a person who does not possess the prescribed minimum qualification but has relevant experience may be appointed on temporary basis for which he or she will undergo training at Ijora complex training centre and at the end of which he is examined for permanent absorption. 
4.3	POLICY ON SALARY SCALE STRUCTURE IN FBN PLC.
	
	APPOINTMENT
	QUALIFICATION
	SCALE

	OFFICE ASSISTANCE
	He/She must possess 5 credits including English, mathematics and will be given office Assistance I on the other hand. 
If he /she does not have credit in English and Mathematics, he/she will be given office II 
	Office assistance I notch 4





Office assistance II notch 2

	CLERICAL GRADES
	He/she must possess OND, NCE or recognized Certificate with stages.
	OGI

	SUPERVISOR 
	B.Sc., HND holders or its professional certificate equivalent. 
	OGII

	MANAGERS
	People with 2nd Degree i.e. post graduate certificate. If in addition possess ICAN, CIB etc he will be places
	OGIII

	SENIOR MANAGER
	A person with higher certificate and number of years of salary is negotiable with the number of year’s experience.  
	OGIV



4.4 	SOURCE OF RECRUITMENT IN FIRST BANK OF NIGERIA 	PLC.
	There are sources of recruitment open to many organizations. They are internal and external sources of recruitment. But the mostly common sources used by FBN are internal. 
	Promotion is the communist internal sources of recruitment in FBN. The position on officer is being prompted to his usually specified. This is based on merit, seniority and performance. Here vacancy is an ever advertised. 
	Other international sources include re-designation, advancement and transfers. 
	Transfer is the movement of staff from one branch to another, or from one town to another. This may be prompted by a difficult state of affairs in which the bank has to act quickly. The re-designation of jobs, like transfers involve changing from one hob to another through interdepartmental exchange of employees. In all cases involving internal sources of recruitment, promotion takes preference   over other.
	At times, bank undertakes external recruitment when they are not capable hands in the bank i.e. when it’s mainly depends on recommendation from the existing employees.
4.5	SELECTION PROCESS IN FBN PLC
	In FBN emphasis is placed on selection of the right candidate. Therefore, to make a good selection, standard process is used. This includes the use of: 
i. Application blanks
ii. Interview which are conducted by a panel that is well compass.
iii. References checks are carried out obtain information about past behavior of a applicant and also to ensure that information given on application blank is correct. 
iv. Physical examination is also carried out: the examination is very comprehensive one which shows the applicants capability especially for a job that requires great strength. The bank goes through this process thoroughly in order to select the right caliber staff. 
4.6	DATA PRESENTATION ANALYSIS AND INTERPRETATION
	On demographic data, questions were asked on gender academic qualifications and number of years at post. From the population size of one hundred (100) twenty (20) were selected from the human resources department while eighty (80) staff members of the other department were also selected. In dealing with gender, there were (52) females with 28 males.
TABLE 4.1:  SEX DISTRIBUTION
	GENDER
	FREQUENT
	PERCENTAGE

	Females
	52
	65

	Males
	28
	35

	Total
	80
	100


Source: Research Survey, 2025
From table 4.1, it is realized that 52 of respondent representing 52% of the total number of participants were female while 28 representing 28% of the total number were females. This clearly shows that there were slightly more female participant than males in this survey and it may be as a result of the sample technique used in selecting respondents or that the bank has more female workers than males.

TABLE 4:2 	DISTRIBUTIONS BY AGE
	REPONSE BY AGE 
	FREQUENT
	PERCENTAGE

	21-30
	39
	48.75%

	31-49
	30
	37.50%

	50 and above
	11
	13.75%

	Total 
	80
	100%


Source: Research Survey 2024
As shown in the table above, the ages of the respondents were divided into three categories for easy analysis. More than half of the respondents were about 20 years and below 50 years majority of the respondents fell between 21-30 years with 48.75%, followed by those between 31-49 years with 37.50%, while only 11 respondents representing 13.75% were 50 years and above.
TABLE 4.3 RESPONDENTS BY EDUCATION QUALIFICATION
	REPONSE BY EDU. 
	FREQUENT
	PERCENTAGE

	WASC/GCE
	2
	2.5%

	OND/NCE
	5
	6.25%

	HND
	8
	10%

	B.Sc/BA
	15
	18.75%

	2ND DEGREE
	20
	25%

	PROFESSIONAL
	30
	37.5%

	Total 
	80
	100%










Source: Research Survey 2025
From the above table 4.3, claims more importance in terms of education qualification in FBN Plc. Two respondents representing 2.5% out of the sample of 80 respondents WASC/GCE, five representing 10% were HND, while B.Sc/B.A were fifteen respondent to 18.75% not only that and degree holders employed were twenty which represent 25% and professional qualification holders were thirty respondents representing 37.6% from the above analysis we can concluded that the bank employed more professional education qualification than any other qualification, this will increase the efficiency of the bank.
TABLE 4.4 HOW OLD ARE YOU ON THE JOB 
	RESPONSE BY AGE 
	FREQUENT
	PERCENTAGE

	Less than 5 years 
	5
	6.25%

	6-17 years
	10
	12.5%

	18 years and above
	65
	81.25%

	Total 
	80
	100%


Source: Research Survey 2025
From the above table 4.4, five respondent representing 6.25% and 10 respondents representing 12.5%, those two ages are below the require as it is spelt out from the code of conduct, FBN Plc, and they have 65 respondents representing 81. 25% from this, we conclude that 18 years and above were employed.
TABLE 4.5 	WOULD YOU SAY THE QUESTION ASKED WERE RELEVANT TO THE JOB APPLIED FOR.
	REPONSE
	FREQUENT
	PERCENTAGE

	YES
	64
	80%

	NO
	16
	20%

	Total 
	80
	100%


   Source: Research Survey, 2025
From the table 4.5, shows that sixty four respondent representing 80% believe that the question asked at the interview are relevance to the job they applied for which only sixteen respondents representing 20% answered no. therefore we can say the number asked were relevant to job applied for since sixty four (80%) respondents answered yes.
TABLE 4.6 	DID YOU UNDERGO PHYSICAL EXAMINATION AFTER BEING APPOINTED.
	REPONSE 
	FREQUENT
	PERCENTAGE

	YES
	70
	87.56%

	NO
	10
	12.5%

	Total 
	80
	100%


   Source: Research Survey, 2025
From the above table 4.6, is to determine whether the employee underwent physical test or not therefore we can conclude that since seventy respondents representing 87.5% of the sample say yes while only ten respondent representing 12.5% answered NO.
TABLE 4.7: ARE YOU SATISFIED WITH YOUR JOB?
	REPONSE 
	FREQUENT
	PERCENTAGE

	YES
	72
	90%

	NO
	8
	10%

	Total 
	80
	100%


   Source: Research Survey, 2025
As shown in table 4.7 they are satisfied with their job or not. The response justified that they are satisfied with job since seventy two (72%) respondents representing 90%, said yes while only few respondents of eight (8) representing 10% said no to the question.
TABLE 4.8: ARE YOU OF THE OPTIONAL THAT A SOUND RECRUITMENT AND SELECTION CAN DO THE RAPID GROWTH OF AN ORGANIZATION?
	REPONSE 
	FREQUENT
	PERCENTAGE

	YES
	60
	75%

	NO
	20
	25%

	Total 
	80
	100%


   Source: Research Survey, 2025
The table 4.8 indicates that a sound recruitment and selection would help to aid the growth of an organization especially in baking industries. The reason is that sixty (75%) respondent representing 25% answered no.
TABLE 4.9: DID YOU KNOW THAT THERE WAS VACANCY AT THE FIRST, BANK THROUGH ADVERTISEMENT
	REPONSE 
	FREQUENT
	PERCENTAGE

	THROUGH ADVERTISEMENT 
	16
	20%

	THROUGH PRESENT EMPLOYEE
	64
	80%

	Total 
	80
	100%


   Source: Research Survey, 2025
From the table 4.9, this question is asked to know the source of information about the available vacancy. The data shows that most of the respondent got notice of vacancy at the bank though the present existing employees. This is because sixteen respondent representing 20% answered through advertisement while sixty four (64) respondent representing 80% answered through present employee.
TABLE 4.10: DEVELOPING SOURCE OF APPLICANT REQUIRE A CONSIDERABLE HUMAN RESOURCES PLANNING
	RESPONSE 
	FREQUENT
	PERCENTAGE

	YES
	70
	85.5%

	NO
	10
	12.5%

	Total 
	80
	100%


   Source: Research Survey, 2025
From the table 4.10, the data presented is to show whether their human resources planning is very essential in recruitment and selection of the applicant or not. The table justified the human resources planning in required 87.5% says yes while only ten (10) respondent representing 12.5% disagreed. 
TABLE 4.11: DO YOU WRITE ANY ATTITUDE/PRACTICAL TEST
	RESPONSE 
	FREQUENT
	PERCENTAGE

	YES
	72
	80%

	NO
	8
	10%

	Total 
	80
	100%


   Source: Research Survey, 2025
From the table 4.11, this question is to verify whether the applicants write practical test before they were appointed or not. The analysis shows that seventy-two (72) respondents representing 10% say no. therefore we conclude that aptitude test was done since majority of the population sample say yes.

TABLE 4.12 CATCHMENTS AREA DOES NOT INFLUENCE THE SELECTION FOR APPOINTMENT
	REPONSE 
	FREQUENT
	PERCENTAGE

	YES
	16
	20%

	NO
	64
	80%

	Total 
	80
	100%


   Source: Research Survey, 2025
From the table 4.12, this is to show whether catchment area influence the selection for appointment. Sixteen (16) respondents representing 20% said catchments area does not influence the selection for appointment while sixty-four (64) respondent 80% said.
TABLE 4.13 DOES YOUR ORGANIZATION CURRENT PERFORMANCE E REFLECTS THE QUALITY OF ITS STAFF? 
	RESPONSE 
	FREQUENT
	PERCENTAGE

	YES
	64
	80%

	NO
	16
	20%

	Total 
	80
	100%


   Source: Research Survey, 2025
From the table 4.13 above, this question is asked in the questionnaires to show whether the current performance reflect the quality of staff employed. Sixty –four respondent representing 80% say yes while sixteen (16) respondent representing 20% say no. one to this we concluded that current performance reflects quality of staff. 
TABLE 4.14: MERIT DETERMINES THE SELECTION OF CANDIDATE FOR APPOINT MENT IN FIRST B ANK PLC
	RESPONSE 
	FREQUENT
	PERCENTAGE

	YES
	60
	75%

	NO
	20
	25%

	Total 
	80
	100%


   Source: Research Survey, 2025
From the table 4.14: this table shows whether merit determination the selection of candidates and if so, what is the impact of the organization? Justification from the table indicated merit determine the selection of candidates, since sixty (60) respondent representing 75% answered yes while only twenty (20) respondent representing 25% merit selection of candidate is that the quality and quantity render by the organization will increase. 
TABLE 4.15: TRAINING AND DEVELOPMENT CAN IMPROVE THE QUALITY OF WORK FORCE
	RESPONSE 
	FREQUENT
	PERCENTAGE

	YES
	80
	100%

	NO
	
	

	Total 
	80
	100%


   Source: Research Survey, 2025
From the table 4.15, this is to show whether training and development can improve the quality and efficiency of labour. The data present in the table above revealed the training and development can improve the quality and efficiency of workforce since eighty (80) respondent representing 100% answered yes and the zero (0) respondent representing 0% answered no.
4.7	TESTING OF HYPOTHESIS 
HO: there is no significant relationship between recruitment and selection based on merit and organization performance.
HI: there is A significant relationship between recruitment and selection based on merit and organization performance.
	X
	Y
	XY
	X2
	Y2

	5
	84
	420
	25
	7025

	4
	96
	384
	16
	9216

	3
	24
	72
	9
	376

	2
	24
	48
	4
	576

	1
	12
	12
	1
	144

	15
	240
	936
	55
	17568


r = 	nxy - xy
nx2   (ny2)- (ny2)
r =  	5(936)- 15 (240)
     15 (55) – (15)2 5(17568)- (2402)
r = 	4680   - 3600
       (275-225) (87840) – 2402) 
r = 	1080
      (50) (30240)
r = 	1080
      151200
r = 	1080
      1229.63
r = 08783 0r 87.83%
4.8	 DECISION RULE
	The alternative hypothesis states that there is a significant relationship between recruitment and selection based on merit and organizational performance as revealed by r= 087.83 or 8783%. 

CHAPTER FIVE
SUMMARY, CONCLUSION AND RECOMMENDATION
5.1	SUMMARY
	The finding of this study is in random with existing information in the internature that recruitment and selection criteria have significant effect in organization performance. Husulid (1995) observed that recruitment and selection criteria have significant organization performance effect due to the provision of large pool of qualified applicants, paired with a reliable and valid selection it has a subsoil influence over the quality and types of skills new employees possess. Similarly, Gamage (2004) noted that the recruitment and selection practices will determine who is hired shapes employee behavior and attitude. If properly designed, it will identify competent candidates and accurately match them to the job. The use of the proper selection device will increase the probability that right person is chosen to fill as lot. When the best people are selected for the job, productivity increases. 
According to Rauf (2007) Terpstra and Rozell (1993) there is a positive association between the extensiveness of recruiting and selecting test validation and the use of formal selection procedures, organizations performance and firm profits Rauf (2007) further ‘concurred that sophisticated recruitment and selection procedure are positively related to performance in organizations. According to Okin (2005) not just that organizational selection practices determine who is hired increase the probability that the right person will be chosen when the best people are selected for the job, productivity increases (Osemeke, 2012).


5.2	CONCLUSION
	Recruitment and selection in any organization is a serious business as the success of any organization on efficiency in  delivery depends on the quality of its workforce who was recruited into the organization  through recruitment and selection exercise (Ezeali and Esiagu, 2010)Bahander, Snell & Sherman (2001) reported  that it is important for managers to understand the objective, policies and practices used for selection. More importantly, those responsible for making selecting decisions should have adequate information upon which to base their decisions. As Robbins (2005) observed, organization’s human resource policies and practices represent important forces for shaping employee behavior and attitudes. In view of the findings the study suggests that in designing and instituting recruitment and selection criteria quality should not be compromised. This is more so as the right type of labour  is hard to come by. Furthermore, given that organization environment is ever changing, the bank’s management is implored to constantly evaluate the bank’s selection methods on the basis of their validity, impartiality, scope of usage, and cost. 
5.3	RECOMMENDATION
[bookmark: _GoBack]	From the study it is realized that recruitment and selection is great importance to every organization, though an integral part of human resource planning and development, it application and operation and challenges makes its practice quite difficult. These recommendations are therefore made to help make these practices more effective. 
	All the applicants must be treated fairly: issue of favoritism should be avoided while giving the chance to all. Employee referrals though a good idea should be minimized to cater for a certain number of people rather a whole scale opportunity. That gives room to favoritism and at times employment of individuals who might not contribute meaningfully to organizational output.
	The human resource department should appraise employees on their toes to give off their best. 
	Refresher courses must be organized for employees for them to be abreast with trends in the ever growing market. It was revealed in the analysis that key talents are difficult to recruit in the market. This will also go a long way to help staff contribute to the success of the bank.
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QUESTIONNAIRE
	Please tick (	) the appropriate box that correspond to your response. The information supplied shall be treated with strict confidentiality. 
SECTION A
1. SEX 	(A) MALE (      )      (B)  FEMALE      (      )
2. AGE         
a)  21-30YEARS 	(      )
b) 31- 49 YEARS  (      )
c) 41- 50 YEARS (      )
d) 51-AND ABOVE (      )
3. EDUCATIONAL QUALIFICATION 
a) WASC/GCE/NECO	 (      )
b) NCE/ND 			  (      )
c) HND/B.Sc			  (      )
4. HOW OLD ARE YOU ON THE JOB
a) LESS THAN 5 YEARS	(      ) 
b) 6-10YEARS 			(      )
c) 10 AND ABOVE 		(      )
5.  WOULD SAY THE QUAETION ASKED WERE RELEVANT TO JOB APPLIED FOR?
a) YES 		(      )
b) NO			(      )
6.  DID YOU UNDERGO PHYSICAL EXAMINATION AFTER BEING APPOINTED? 
a) YES 			(      )
b) NO			(      )
7. ARE YOU SATISFIED WITH YOUR JOB? 
a) YES 			(      )
b) NO			(      ) 
SECTION B
8. ARE OF THE OPINION THAT A SOUND RECRUITMENT AND SELECTION CAN DO THE RAPID GROWTH OF AN ORGANIZATION? 
a) YES 			(      )
b) NO			(      )
9. DID K NOW THAT THERE WAS VACANCY AT THE BANK THROUGH ADVERTISEMENT? 
a) YES 			(      )
b) NO			(      )
10. DEVELOPING SOURCE OF APPLICANT REQUIRE CONSIDERATION HUMAN RESOURCES PLANING? 
a) YES 			(      )
b) NO			(      )
11. DO YOU WRITE ANY APTITUDE OR PRACTICE TEST? 
a) YES 			(      )
b) NO			(      )
12. CATCHMENTS AREA DOES NOT INFLUENCE THE SELECTION APPOINTMENT? 
a) YES 			(      )
b) NO			(      )
13. DOES YOUR ORGANIZATION CURRENT PERFORMANCE REFLECT THE QUALITY OF ITS STAFF?  
a) YES 			(      )
b) NO			(      )
14. MERIT DETERMINES THE SELECTION OF CANDIDATES FOR APPOINTMENT IN FIRST BANK? 
a) YES 			(      )
b) NO			(      )
15. TRAINING AND DEVELOPMENT CAN IMPROVE THE QUALITY OF WORKFORCE? 
a) YES 			(      )
b) NO			(      )
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