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CHAPTER ONE
BACKGROUND OF THE STUDY
1.1	INTRODUCTION 
	Labour as a factor of production is different from other factors like material, machinery, and money in as much as it has a will of its own. This importance of human factors is efficient and successful management of industrial enterprises is for the management to think in term of providing some machinery for management men.
	Personnel department came to be recognized as an integral part of the managerial set-up. The outcome of this development is the emergence of personnel management as a vital part of management studies.
	More so, as the work in various department is of specialized nature the management under the factory system of production could not have been carried on by the existing organs of management, a special department was absolutely essential for coping with this task. The personnel department was established for this purpose.
	Proper management which is primarily concern with human relationship with in an organization, personnel management requires a personnel department that helps in maintaining these relationship.
	The personnel management which is primarily concern with human relationship with in an organization, personnel management requires a personnel manager whose work is to carry out personnel management functions. These function are divided into two, which are operative function and management function.
	The operative function of personnel management include job design and job analysis, job evaluation, manpower planning, staffing, wages and salary administration, promotion, performance appraisal, industrial relations and employee safety and welfare while managerial function are planning, organizing, staffing, coordinating, directing, controlling, budgeting and reporting.
	As a personnel manager, one must be able to maintain high level of discipline among his staffs. A discipline work force is assumed to be productive work force.     
    1.2	STATEMENT OF THE PROBLEM 
	Various types of problem are now being faced by our contemporary local government authorities, which have hindered them in discharging their responsibilities to the masses at the local level. 
	Personnel management is one of the department established in our local government administration that deals with the identification, evaluation, coordination and the control of human being engaged in carrying out the day to day activities in local government. This departments are faced with a lot of problems which affected them in discharging their duties, problem like.
(i)	Inadequate funding of local government which directly and indirectly affect this department.
(ii)	Personnel management department are in shortage of qualified manpower.    
1.3	OBJECTIVES OF THE STUDY 
	This  research work was embarked for the following 
(1)	General understanding about personnel management.
(2)	The roles of personnel management department in local government administration especially in Ifelodun local government. 
1.4	SIGNIFICANCE OF THE STUDY
	Apart from the fact that the work is to carried out as partial fulfillment of the award of National Diploma (ND), it will also provide an insight to this work on what personnel management department does in an organization for the achievement of an organizational goals and objectives.
	Also, the problems that hindered their efficiency and effectiveness in discharging their duties and the way they can be of help out.
	More so, to serve as a reference for any other research work that will be carry out in future.  
1.5	SCOPE AND LIMITATION OF THE STUDY  
	The scope of this research work covers the following areas.
1)	What personnel management mean and the various functions perform by personnel management department in our contemporary local government administration.
2)	The work also covered the type of personnel management we have or we can identify in an organization.
	Despite the limiting of the research work to local area, the research work still having some limitations which are affecting the quick gathering of information such as insufficient on time together information, and also there are difficulties in term of finance of the research work during the process of collection of data and information from the local government secretariat which could have make the work gainful and fruitful than what it is.   
1.6	DEFINITION OF TERMS
	Local Government: - Is a form of public administration which is a majority of contexts, exists as the lowest tier of administration within a given state. The term is used to contrast with offices at state level, which are referred to as the central government national government, or (where appropriate) federal government and also to supranational government which deals with governing institutions between states. Local governments generally act within powers delegated to them by legislation or directives of the higher level of government generally comprises the third (or sometimes fourth) tier of government, whereas in unitary states, local government usually occupies the second or third tier of government, often with greater powers than higher level administrative divisions.
	Management: - Includes planning, organizing, staffing, leading or directing, and controlling an organization to accomplish the goal. Resourcing encompasses the development and manipulation of human resources, financial resources, technological resources, and natural resources, management is also an academic discipline, a social science whose objective is to study social organization.
	Administration: - Advancement and implementation of government policy, or the management of public programs.
	Personnel Management: - Administrative discipline of having and developing employees so that they become more valuable to the organization. It includes, conducting job analyses, planning personnel needs, and recruitment selecting the right people for the job, orienting and training, determining and managing wages and salaries, providing benefits and incentives, appraising performance, resolving disputes, communicating with all employees at all levels.
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CHAPTER TWO
LITERATURE REVIEW
2.1	DEFINITION OF PERSONNEL MANAGEMENT 
	Different scholars have defined personnel management in different ways; as of result of this, few out of the definitions will be examined.
	Personnel management can be defined as the whole activities within an organization which is concerned with the acquisition and development of the human resources needed for the achievement of the organization goals. Its involves planning for the human resources needed for the achievement of the organization goals. It involves planning for the human resources needs, training them, motivating them to perform effectively on the job and retiring them.
	Salman A.K. (2001) in his book “An introduction to personnel management” (The Revised Edition) opines that personnel management has to do with planning, organizing, directing and controlling various operations and functions of procuring, developing, maintaining and utilizing the labour such that;  
(a)	The objectives of all levels of personnel are saved to the highest possible degree.
(b)	The objectives possible degree for which of the organization is established are attained economically and effectively.
(c)	The objectives of the community in which the organization is located and fully considered and served.
	Personnel management is also concerned with the identification, evaluation, coordination and the control of human beings engaged in an organization.
	Lawal (2009:12) is of the view that “personnel management is the nervous system of an organization’ he further said personnel management is the part of management process which is primarily concerned with the human constituents of the organization.
	Personnel management could also mean the recruitment, development, utilization and accommodation of human resources by the organization.      
2.2	DEFINITION OF PRODUCTIVITY 
	Lawal (2009:12) sees productivity as the measure of how well resources are brought together in organization and utilized for accomplishing a set of results productivity is reaching the highest level of performances with the least expenditure of resources.
	Productivity is often seen as total output and total input. Thus, the productivity of an employee is seen as the relationship between units of labour input and unit output in to render the correct functions. The personnel department has to maintain records regarding productivity efficiency, absenteeism, accidents and labour turnover etc.
	Maintenance of employee records is an important function of personnel management for local government throughout the department compliance with various labour laws in another of its functional activities.      

2.3	TYPES OF PERSONNEL MANAGEMENT 
	Generally, there are three main models of personnel management for local government throughout the world. This is of course not to say that personnel management models in local government can be limited to three only but, these are broad classes is based on the amount of autonomy granted local government in administration.
	The three types are as follows:
(i)	Integrated personnel management
(ii)	Separate personnel management
(iii)	United personnel management
(1)	INTEGRATED PERSONNEL MANAGEMENT 	
	Integrated personnel management system regard government personnel as part of the state or central government establishment. It ensure that the same personnel management is obtained throughout the national service. It is know to provide the widest opportunity for merit system and for putting local service at fall with national service. The system moreover, allow for horizontal and vertical transferability of personnel on the other hand, staff may be inferior to their superior at headquarter than to the citizen at their local council. This was adopted during the colonial era and was resulted to buy all Eastern States before local government reforms of 1976 China, Pakistan, Morocco and Nepal were also known to have adopted this system.
(2)	SEPARATED PERSONNEL MANAGEMENT          
	This system work best where there are strong extra – local organization, such as professional association as Britain, United States of America and Canada, such organization assist the local counsel in maintaining and supervising best candidate to fill up vacancies through careful systematic screening and making arrangement for the training of workers, this system was prevalent in Nigeria before the local government reforms of 1976.
(3)	THE UNITED SYSTEM OF PERSONNEL MANAGEMENT 
	This evolved in third world countries to meet their popular circumstance. The system was operated in Ireland about 1926 and the practice has spread of India, Ghana and of course Nigeria in the 1950s. As a matter of fact, the system consist of a local government service commission board established by the state government separated from but along with the principle and the civil service commission.
	The task of such commission differs but one of the most important is that, it assists all the local government in the performance of their personnel functions.    
2.4	FUNCTION OF PERSONNEL MANAGEMENT 
	The functions and activities of the personnel department may be classified as indicated below:
(i)	Fundamental activities/administration functions
(ii)	Staff functions
(iii)	Service functions
(iv)	Welfare functions 


2.4.1	Fundamental Activities 
	Besides the activities mentioned above the personnel department has to perform certain activities which are necessary for its proper functioning. It has to maintain such record as well enable enough what is even important is that the views and feelings of the workers should be correctly and his staff have to prove their worth. This would involve the prevention of the personnel view of point before the operating management with the objective of enabling it to formulate to correct personnel policies.
	The personnel management has to provide to draw budget for manpower requirement so that staff can be taken in time to have a proper compliment of man at the required time.
2.4.2	Staff Function
	Personnel management is a means by which workers behaviours is influenced towards the organization’s objectives.
2.4.3	Service Functions
	The personnel department has to provide personnel procedures and services as an aid to the in getting more effective results through the people under them. Some of the functions provided by the personnel department are as follows.
(a)	Determining such basis of payment for remuneration to the employees as would provide incentives to the workers and would be related to the relative worth of a job on comparison with the job. Also, assisting the line officer in negotiating the terms of remuneration with the job. Also, assisting the line with the trade union.
(b)	Making proper arrangement for and administering employees service including convenience like retirement, pension, various forms of insurance and profit sharing, recreation, counseling on family problems.
(c)	Rating employees according to meet and devising a system of promotion which does not create discharge of workers.
(d)	Tapping the resources of recruitment, selecting and carry-out the procedures by which the progress of activities is regulated and checked against plan.
2.4.4	Welfare Activities 
	The personnel department is concerned with such activities as would promote the welfare of the workers and would ensure safety at work for them. In view of this, the personnel department has to make arrangement for the provision of first aid and general medical service for the benefits of employees. It also to support the various measures by which the risk of accident can be minimized.           
2.5	THE UNIFIED SYSTEM OF PERSONNEL MANAGEMENT AS IT APPLIED TO IFELODUN LOCAL GOVERNMENT 
	The unified personnel management is extremely uniform throughout the federation. In this regards I shall now talk on its application in Ifelodun Local Government.
	Ifelodun Local Government is one of the sixteen local government in Kwara state which under the full control of the local government service commission. As a matter of fact, the appointment of the officer on grade level of 06 is delegated to the local government secretary and also their transfer, promotion and discipline while, the appointment, promotion, transfer and discipline of officers on grade level 07 and above is done by the local government service commission.
	The department of local government under the Governors office which is the ours head and directs the appointment of local government service commission and also allocate grants, which is used for the payment of staff salaries and the immigration from rural to urban areas.   
2.6	ADMINISTRATION AND MANAGEMENT IN AN ORGANIZATION  
	The term management has been used by different authorities to mean different functions, in fact it has been so variedly defined that its definition has only added to the existing confusion. It is like a gold which has been worn use by many people, that is has lost shape.
	The controversy centers mainly on the use of the most important part of the activities of the personnel department in the function of providing counsel and information to the line authorities in respect of the personnel problems. It has to work for the works and management is possible. The department has to help in the creation of channels through which orders and advice can move down from the top management to the lowest in the organization, but that is not regards management as a genetic term including administration which is considered to be a narrow function. The exponents of the third view do not make any distinction between the two terms and use them interchangeably.
	Lawal (2009:21 – 23) is the view that there is a distinction between administration and management. In his opinion administration is the function the industry concerns with the administration of the organization and administration of the organization under ultimate control of the executives, management proper, he holds is the function industry concerned with the execution of policy within the limit set up by the administration and the employment of the organization for the particular objective before it.	He also explained in supporting the view, and hereby regards administration as the process of thinking while management as the process agency of actual operation.
	Furthermore, he subscribed to the second view where he uses management in the sense of all inclusive function. According to him it involves responsibilities for the effective planning and regulation of the operation of an enterprise. Such responsibilities involve the installation and maintenance of proper procedures to ensure adherence to plans, integration to ensure and supervision of the personal composing of the enterprise and carrying out operation.
	According to him, he regards management as the generic terms for the total process of executive control. He regards administration as part of management which is connected with the installation in the actual working of business concerns.
	It is difficult to indicate clearly what functions belongs to administration and which one is the control. He regards administration as part of management which is connected with the installation in the actual working of business concerns.
	It is difficult to indicate clearly what functions belongs to administration and which one is the concerns of management.
	To my own view they both perform the same functions which are of the acronyms of POSCORDB according to Luther Gullich (1922) which are planning, organizing, staffing, coordinating, reporting, directing and budgeting.
	The chairman of board of directors of company or its managing directors will for instance, be concerned with both policy making and execution of plan. For this reason, there is no distinction that is made between management and administration. Hence, the two are used interchangeably.          
2.7	FACTORS THAT CAN LEAD TO EMPLOYEES INCREASED PRODUCTIVITY
	These are some of the factors that can lead to employees increased productivity.
(1)	Higher earnings
(2)	Ultimate short hours of work and improvements in working and living conditions.
(3)	Strengthening the general economic foundation of workers 
(4)	Increased supplies of both consumer goods and capital goods at lower costs and lower price.
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CHAPTER THREE
RESEARCH METHODOLOGY
3.1	INTRODUCTION 
	Research method is defined as the study of ways of conducting research. It is also, a procedures designed to carry-out investigation.
	It is a strategy adopted by researcher in collecting, analysis and interpretation of data. These methods include historical, descriptive, survey, experimental and prediction methods but during the course of the research work the historical method was adopted by the researcher. The researcher adopted the historical method because the research topic has a case study. 
3.2	SOURCE OF DATA 
	Data was sourced through both primary and secondary sources of data collection. The primary source was only conducted through oral interview by the researcher, while secondary sources was mainly used due to the nature of the topic of the research work by the researcher which textbooks, publication and research reports were used as the secondary source like guideline for local government in Nigeria, principles of human resources and others. 
3.3	RESEARCH PROBLEMS  
	During the course of this research work, the researcher, encountered a lot of problem which had in one way or the other affect the report of this work. Some of the problems encountered are identified below: 
(1)	The researcher was faced with the problem of being secrecy on the part of the respondent, this is identified when the researcher asked some specific questions which the respondent find it reluctant to give answer and referring to such information of official information that he cannot disclose to anyone outside the organization.
(2)	Also, in term of finance and sponsorship, this is a problem that the researcher find it difficult to escape. The research faced financial problems during the course of this research work in the case of going of the case study, problem of transport fare was encountered by the researcher, and there is no one to stand as a sponsored for the research work to the researcher.
(3)	More so, the researcher was faced with the problem of time. This occur when the researcher is to visit the respondents for their response to his questions, the time fixed by the respondents, getting to them for their respond, another time for their respond will fixed instead of their previous agreed time.
(4)	Due to the high level of illiteracy in the country, this have in one way or the other affected this research work because of the respondents to the researcher are illiterate to what extent the significant of a research to a society.
	From the problems identified above, they are to be belief that, they have in one way or the other constituted to the limited outcome of the research work. These problems affect the work because adequate and accurate data and information are unable to be gathered by the researcher.

CHAPTER FOUR
PRESENTATION AND ANALYSIS OF DATA
4.1	HISTORICAL BACKGROUND OF IFELODUN LOCAL GOVERNMENT  
	Ifelodun local government authority came into existence with the promulgation of the Kwara state local government edict No. 8 1976 during the local government reforms in Nigeria. It was the country carried out of the defunct Igbomina Ekiti local government council.
	The 1968 local government creation exercise was maturated among other reforms as a result of the dominance of Ilorin Native Authority over the people of Igbomina, Ekiti and Ibolo. One of the argument usually put forwards in favour of the separate native authority for the Yoruba communities of Igbomina, Ekiti and that there cultural heritage was charge of being lost by the opposition of a Fulani Emir and Alien custom and tradition.
	There was also a complaint by Igbomina, Ekiti and Ibolo people of the distance between them and Iloring Native Authority Headquarter. Some parts of these are as well that one hundred and fifty kilometers to Ilorin. Thus, when there is many complains to be made or problem facing the people under the jurisdiction of Ilorin Natives Authority that requires its urgent attention, the people will have to travel fair to Ilorin to get their problem solved.
	Many decision people who advocated for Igbomina Ekiti and Ibolo to have a separate administrative division were treated mercilessly and imprisoned by the so called “Alkalis”
	The military took over and the creation of states made the people to re – electrify there desire for a separate division. Colonel David Bamigboye divided the Ilorin Native Authority into divisions on the 11th April, 1967, before August 1976 there were eight division which were continuous with eight local government authorities in Kwara state. There were Borgu, Lafiagi, Patigi, Igbira, Ilorin, Kogi, Oyun, Kabba and Igbomina – Ekiti.
	The local government reform of 1976 replaced the eight division with twelve local government areas. The former Igbomina Ekiti was re – divided into Ifelodun and Irepodun local government. The land area of Ifelodun local government was 4000 square kilometers, Ifelodun local governmet has a district namely Oke – Odo, Igbaja, Ora, Idofian, Omupo, Agunji and Share which serve as the headquarter.
4.2	ORGANIZATIONAL CHART OF IFELODUN LOCAL GOVERNMENT 
	Ifelodun local government was carried out of Igbomina Ekiti. It became a local government as a result of the local government reform of 1976. It has its power and sources of revenue establish for the people at the grassroots level. It has about 600 employees. The chairman is the political head of the local government with his vice who act on his behalf whenever the chairman is not around. Also, the secretary to the local government, the elected councilors, they serve as the political head of various departments such as finance, works, education, agriculture and health. The Director of Personnel Department who is in charge of the overall administration matters. The Treasurer who is the head of financial Adviser to the local government council and the Deputy Director of Personnel who was the signatory to the local government account and cheque.
	The various head of department serve as the various councilors of its department and also serves as link between the local government headquarters and various offices under the department.
	One can now see clearly with the help of the organizational chart of Ifelodun local government is made up of the chairman, secretary, supervisory councilors and others who see to the formulation of good policies to embark upon their programmes and projects are well supported by the management administration field.
	Also, the local government is made up of six departments. They have administrative officers, who is answerable to the secretary. The finance department is headed by the Treasurer and he is answerable to the chairman. The works department is headed by superintendent who is accountable to the chairman. Also the education department is headed by the second EB secretary is answerable to the chairman.
	In addition, all other staffs that are subordinate staffs and answerable to their respective head of department in their day to day activities and they are supervised by their head of department for effective monitoring to ensure proper implementation and adequate execution of all their programmes and services.         
4.3	ROLES OF PERSONNEL DEPARTMENT IN IFELODUN LOCAL GOVERNMENT 
PROMOTION OF STAFF
	Promotion is advancement of workers to a better position, better in terms of greater responsibilities, more prestige or status and increase in wages and salaries. Generally, local government have power to promote and give advancement to all staffs on grade level 01 – 06 subject to the following.
(a)	Each local government shall prepare at the end of every year a comprehensive staffs list, showing the order of seniority of all staff in grade level 01 – 06.
(b)	The local government service commission shall prepare some in respect of officers in grade level 07 and above with each cadre.
(c)	All officers who fall within the field of selection for any promotion exercise shall be considered except those who are under disciplinary action. It is revealed that an officer must spend certain numbers of year before he/she is considered eligible for promotion.
	This is summarized in table below 
Table 4.2:	Grade Level 
	Grade Level
	Minimum Year

	01 – 06
	2

	07 – 14
	3

	15 – 14
	4


	During the interview of some staff of the Ifelodun local government, the criteria for promotion are analyzed in table below.
Table 4.3:	Criteria for Promotion
	No
	Criteria for Promotion
	Weight in Percentage 

	1.
	Performance (APER) 
	60%

	2.
	Interview Result 
	30%

	3.
	Additional Qualification 
	15%

	4.
	Seniority 
	5%

	
	Total: four criteria 
	100%



	From the two tables above the qualified staff will be short listed for promotion, they will be recommended to the meeting of the department of its Department Advisory Committee Performance Evaluation Report (APER) of the officers in the last two years will be read out to know whether they have the merit for promotion or not.
	The report of those officers on grade level 06 and above if found to be satisfactory will then be recommended to the local government service commission (LGSC) for approval while those staffs on grade level 01 – 06 will be delighted to the junior staff management committees.
TRANSFER OF STAFF   
	Transfer unlike promotion is the movement of an employee from one job to another on the same occupational level and it about the same level of wages or salaries transfer and subject to uniform rules. Some transfer may involve promotion and increase in salaries and other service benefits. At times, transfer may be utilized as disciplinary measure.
DISCIPLINE OF STAFFS 
	As regards to disciplinary action against staff of local government in Kwara state, the local government service commission is at present using the civil service rules as a guide because there is no separate set of rules and regulations regarding disciplinary action.
	The local government secretary now Deputy Director of Personnel is given delegated powers by the local government service commission to discipline officers in grade level 01 – 06 as appropriate after the department advisory committee might have taken action against such officer. The secretary has to inform the local government service commission of any disciplinary action taken against such officer on grade level 01 – 06 for records purpose.
	The local government service commission has powers to reconsider matters of such disciplinary action taken by the administrative secretary when there is misinterpretation from affected administrative secretary has taken wrong action. The local government have no power to discipline any officer on grade 07 and above. The administrative secretary can suspend any of such officers if resolution is taken by the Departmental Advisory Committee and all necessary facts and document relating or leading to such actions should be forwarded to the local government service commission who shall look into the matter and where necessary disciplinary actions will be taken against such officer, if guilty of the allegation made against him/her. The reason why the local government could not take final disciplinary action against the officers on grade level 07 and above is because those officers on such level are employed and being posted by the local government service commission (LGSC).   
4.4	EFFECT OF THE PERSONNEL DEPARTMENT IN THE LOCAL GOVERNMENT
	The effect of personnel department is to identify further organizational demands and supplies of human resources and to initiate and develop programmes to eliminate any discrepancy in the best interest of the individual and the organization.
	The effect of personnel management in the local government include the following.
a)	It helps to improve the utilization of human resources 
b)	It enables the local government (Ifelodun) to achieve economic hiring of new workers from grade level 01 – 06.
c)	It allows for effective coordination of different personnel management programmes.
d)	It helps effectively match personnel activities and future organization objectives.
e)	It helps to expand and broaden personnel management information base to assist other personal activities and other organization units.
4.5	CONSTRAINTS   
	There are quite a number of constraints encountered by the personnel department in the performance of their duties, these include the following
(a)	Long range forecasts are difficult and plans are usually inaccurate. They are vulnerable to rapid changes in economic conditions and climate condition as well as change in technology and management method. Because of these fall problems most local government’s personnel department cannot forget and effective link between manpower forecast (long – term) and short – term manpower plans.
(b)	Forecast can yield gross estimate or personnel requirements in the future but management once manpower planner committee takes action on specific net in total.
(c)	Although, it is possible to predict the appropriate numbers of vacancies that will occur in local government as a result of workers attaining retirement age, but it is more difficult to forecast how many employees that may leave this local government for better opportunities in their local government areas.
(d)	Complexity of modern local government often makes manpower information difficult to come by, most personnel department tends to keep their strategies secret.
(e)	Inadequate communication and poor reporting between manpower planning executive and other mangers makes forecast and planning difficult.  
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CHAPTER FIVE
SUMMARY, CONCLUSIONS AND RECOMMENDATION
5.1	SUMMARY OF FINDINGS
	The roles of Personnel Management in Local Government Administration, A case study of Ifelodun Local Government Area, Share, Kwara State has been chosen as the topic of this research in order to focus on the objective said philosophy of the installation of a system which will ensure procedure, produce and management that are available to local government scare resources.
	This research work is made up of five chapters. Chapter one focused on the background of the study which contained the introduction, problems of the study, objectives of the study, significance of the study, scope and limitation of the study and the definition of terms. In chapter two which focused on the review of the related literature. In this chapter, we are made to understand what personnel management is about, what productivity is about, the type of personnel management as it applied to Ifelodun local government, administration and management in an organization and finally in the chapter we discussed those factors that can lead to employers increased productivity.
	In chapter three, research methodology was in focused whereby the introduction to the chapter was discussed, the source of data to this research work was given, and the problems that affect the work, while the chapter four, that deals with the findings, the brief historical background of the case study was discussed, the organizational structure of Ifelodun local government the organizational chart, the roles played by the personnel department in Ifelodun local government was identified, effects of the personnel department of the case study and the constraints encountered by the personnel department were discussed.
	Finally, in chapter five, the summary of the whole chapter was given, some recommendations by the researcher were discussed and the conclusion to the whole research work was given. 
5.2	CONCLUSIONS 
	Personnel management has gone a thing way in local government administration and its roles have virtually improved every spheres of the institution.
	Ifelodun local government has experienced a magnitude of development and efficiency with the establishment of personnel department. The department has been able to promote good working relation, staff welfare, staff health and safety and also be able to draw an incentive scheme for its employees.
	Therefore, personnel management is a vital aspect of management process whose roles cannot be over-looked or underrated in an organization.
5.3	RECOMMENDATIONS
	Having thoroughly examined the roles of personnel management in local government administration with particular reference to Ifelodun local government area, share, Kwara state we could see that personnel management department requires a lot of changes.
	Therefore, the following recommendations should be adhered to in order to enhance the efficiency of the local government.
a)	The department should make an effort to improve the human relations system in their various departments from the local government, if this is considered, it would bring about good leadership among workers and the management, good working environment and thus, it would promote efficiency.
b)	Also, workers should be given free hand to make contributions and take part in decision making process of the organization. It should be noted that they (workers) are involved in achieving the organizational goods with the line officers. If this is allowed, it will eliminate the communication barriers which prevent the junior staffs from making useful suggestions.
c)	The management should try and ensure that the staffs are progressively trained under a carefully trained staff development policy drawn up jointly by the department of local government.
d)	Lastly, the workers of personnel department and the management should work hand in hand by trying to improves their cooperative spirit because cooperative spirit brings about team work and team work promote efficiency. Thus, if this could be done, efficiency is certain. 
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