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CHAPTER ONE
1.0 	INTRODUCTION
1.1 	BACKGROUND OF THE STUDY
As an organisation needs to succeed and survive, or compete effectively in the global economy in this era of globalization, employers must be in the position to propound and practice recruitment and selection of employees in the best way. The success of a business or an organization is directly linked to the performance of those who work for that organization. Underachievement can be a result of workplace failures. Every organization has its own requirements in acquiring employees. It is vital that organizations select people with the quality essential for continued success in this competitive global village. The only means of achieving this success is through proper recruitment and selection practices.
Recruitment and selection can play a pivotally important role in shaping an organization’s effectiveness and performance, if work organizations are able to acquire workers who already possess relevant knowledge, skills and aptitudes and are able to make an accurate prediction regarding their future abilities. Recruitment and selection also has an important role to play in ensuring worker performance and positive organisational outcomes. It is open 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 (Ballantyne,2009).
Bratton and Gold (2007), differentiate the two terms while establishing a clear link between them by stating that recruitment is the process of generating a pool of capable people to apply for employment to an organisation. Selection is the process by which managers and others use specific instruments to choose from a pool of applicants a person or persons more likely to succeed in the job (s), given management goals and legal requirements. 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 organisations. It is the human resources that give competitive edge and therefore should be selected carefully and developed in order to achieve employees commitment (Storey,1995).
However, recruitment and selection decisions are open for good reason taken by non-specialists, by the line managers (Costello, 2006). 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 Human Resource (HR) managers who play more of a supporting advisory role to those people who will supervise or in other ways work with the new employee. According to Mullins (2010), for the Human Resource Management (HRM) function to remain effective, there must be consistently good levels of team work, plus ongoing co-operation and consultation between line managers and the HR manager. This is most definitely the case in recruitment and selection as specialist HR managers (or even external consultants) can be an important repository of up-to-date knowledge and skills, for example on the important legal dimensions of this area.
By using the right selection methods one can ensure that the candidate does not only has the right skills for the job, but also possesses the right personality to fit into the existing organisational culture. Once that “right” person has been employed, the company has to ensure that the right incentives are put in place. However, recruitment and selection is characterized by potential difficulties and it is necessary to keep abreast of developments in research in the field of construction. Research from the Chartered Institute of Personnel and Development (CIPD, 2009a),   concluded that organisations should increasingly be inclusive in their employment offering as younger generations have grown up with the notion of flexible working, while older people have an interest in flexible working as an alternative to retirement. This research work seeks to identify employee recruitment and selection practices in the construction industry of Nigeria.
1.2 	STATEMENT OF THE PROBLEM
The growth and development of any economy is connected directly or indirectly with the construction industry. In Nigeria, it is the wish of most construction firms to engage the best human resource in order to channel their collective effort into excellent performances, increase in productivity, job satisfaction and above all meeting client’s expectations in terms of quality, cost, time and safety. However, there is little evidence in the Nigerian construction industry to show how workers are recruited and selected. The processes of recruiting and selecting workers have been a matter of concern to many and needs attention (Burack et al., 1980). It has also been observed that due to the inadequate information and evidence of how selection and recruitment are done in many construction firms, even the K1DI and A1B1 firms are likely not to achieve or meet their stated objectives and goals. It is therefore clear from the foregoing that unconventional selection practices can ruin any business plan thereby affecting the overall target of construction firms. There is the need for management to put in place policies or strategies that will help recruit and select the best employees to strive towards the achievement of organizational goals and objectives.
1.3 	OBJECTIVE OF THE STUDY
Objectives of this study are grouped in to two, the general and specific objectives
1.3.1 	GENERAL OBJECTIVE
The aim of this thesis is to investigate into employee recruitment and selection practices by contractors in the Nigeria construction industry.
1.3.2 	SPECIFIC OBJECTIVES
Consequently, there search sought to undertake these specific objectives:
· To identify existing recruitment practices adopted by construction companies in engaging workers in the North Central Region.
· To identify existing selection practices adopted by construction companies in engaging workers in the North Central Region.
· To determine which of the recruitment and selection practices influence the performance of workers.
· To identify challenges contractors encounter in the recruitment and selection of workers in the North Central Region.
1.4 	RESEARCH QUESTIONS
The under listed research questions will serve as a guide to the study
a) How recruitment and selection practices are done in construction firm?
b) How recruitment and selection practices affect performance?
c) What are the challenges associated with the recruitment and selection practices of construction firms in the North Central Region?
d) What are the ways to help improve staff recruitment and selection in construction companies in the North Central Region?
1.5 	SIGNIFICANCE OF THE STUDY
Recruiting staff is a very costly exercise. It is also an essential part of any business and it pays to do it properly. When organisations choose the right people for the job train them well and treat them appropriately, these people not only produce good results but also tend to stay with the organisation longer. In such circumstances, the organization’s initial and ongoing investment in them is well rewarded. An organisation may have all of the latest technology and the best physical resources, but if it does not have the right people, it will struggle to achieve the results it requires. Significance of this study will help construction firms in Nigeria especially those in the North Central region to adopt measures in the context of human resource in relation to recruitment and selection and the performance. Construction industries in the North Central region will have the opportunity to identity the benefits of these practices and challenges facing their recruitment and election practices in their organization and find lasting solutions to them. For other researchers it will also serve as reference and be beneficial to the academic community and the ministry of works and housing who deal directly with the construction firms with respect to recruitment and selection of employees.
1.6 	RESEARCH METHODOLOGY
In addressing the aim of this study, it is important to adopt an appropriate statistical approach, which would enable appropriate data collection, analysis and interpretation of the findings for the benefit of practitioners and researchers. Consequently, the research was mainly based on primary and secondary source of data. The primary source was designed based on information, which was obtained from the literature review in connection with the research objectives of the study. The questionnaire comprises of closed and open-ended questions to facilitate categorization and analysis and to ascertain respondents view on peculiar issues. The secondary sources were obtained from journals, publications, library and internet.
1.7 	SCOPE OF THE STUDY
The study was limited to employee recruitment and selection practices by some selected construction firms in the Kwara State in the North Central region. Kwara State was used because it enabled the researcher to have easy access to information needed and to the respondents
1.8 	LIMITATIONS OF THE STUDY
Every research has its own challenges. Notwithstanding, this research had its own limitations. During data collection, most of the workers were on site so it was quite difficult getting in touch with them. Some senior members were reluctant in releasing vital information about recruitment and selection in their respective organisations. Due to the combination of studies and work the researcher also did had limited time, but these limitations did not affect the validity of the study.
1.9 	ORGANISATION OF THE STUDY
The project work is organized in five chapters.
Chapter one, which is the general introduction of study, presents discussions on the research project and the importance of the research. It then justifies the need for the research by providing a research question, aim, objective, scope and a brief research methodology adopted. Chapter two deals with a critical literature review of recruitment and selection processes, defining requirements, selection methods, types of interviews, advantages and disadvantages of interviews, “dos and don’ts” of selection interviewing, choice of selection methods, improving the effectiveness of recruitment and selection of workers. Chapter three gives the overall view of research methodology including the knowledge acquisition phases, research design, population, method of data collection (i.e.) questionnaires, survey and semi-structured interviews. Chapter four presents data collection and the results obtained from the questionnaires survey, semi-structured interviews and analysis. Finally, chapter five provides conclusion of key findings of the research and makes recommendation for future works.

CHAPTER TWO
LITERATURE REVIEW
2.0 INTRODUCTION
Chapter one broadly introduced the research aim and objectives and presented an overview of the organization of the thesis. This chapter reviews critically employee recruitment and selection in organisations and from the perspective of human resource management. The development of a conceptual framework is also included
2.1 THE CONCEPT OF RECRUITMENT AND SELECTION
According to Windolf (1986), the choice of a particular recruitment strategy by a firm is specific to the resources available to the organization at hand and its environmental dynamics. Boxall, Purcell and Wright (2007), highlight five different questions an organization has to answer to have an effective recruitment strategy in order to pursue its survival and success. Those questions are “Whom to recruit?”, “Where to recruit?”, “What recruitment sources to use?”, “When to recruit?” and “What message to communicate?” The notion of effectiveness in this study relates to the manner by which organisations implements its employment policies. The essence is to understand whether such policies are applied appropriately in the way they have been designed.
As discussed by Jackson et al. (2009), human resource management approaches in any business organization are developed to meet corporate objectives and materialization of strategic plans. The nature of recruitment and selection for a company that is pursuing HRM approach is influenced by the state of the labour market and their strength within it. Furthermore, it is necessary for such companies to monitor how the state of labour market connects with potential recruits via the projection of an image, which will have an effect on and reinforce applicant expectations. Bratton & Gold (1999), were of the view that organizations are now developing models of the kind of employees they desire to recruit, and to recognize how far applicants correspond to their models by means of reliable and valid techniques of selection.
Also related to the success of a recruitment and selection 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 positions open require minimum qualifications and experiences. These applicants are usually recent high school or university/technical/college graduates many of whom have not yet made clear decisions about future careers or are contemplating on engaging in advanced academic activity. At the middle levels, senior administrative, technical and junior executive positions are open filled internally. The push for scarce, high-quality talent, open recruited from external sources, has usually been at the senior executive levels. Most organizations utilize both mechanisms to effect recruitment to all levels. The focus of recruitment and selection according to Montgomery (1996), is on matching the capabilities and inclinations of prospective candidates against the demands and rewards inherent in a given job.
Odiorne (1984), postulated that the quality of recruitment practices put in place by an organisation is a function of the quantity of application that will be received; he stated further that the relative effectiveness of the next human resources phase (selection) is inherently dependent upon the quality of applicant attracted. Furthermore, Smith and Robertson (1993), agreed with the above assertion by stating that the more effectively the recruitment phase is implemented and carried out, the easier and accurate the selection process becomes in making decisions on which applicant to select. Odiorne (1984), added that the result of effective recruitment and selection are the reduction on labour turnover, good employee morale and improves organisation performance.
2.2 DEFINITIONS OF RECRUITMENT
Various researchers have contributed to the field of HRM, and have offered intensive and profound knowledge on the branches of HRM especially on recruitment and selection. Below is some of the different definitions of recruitment;
· Recruitment is the process of generating a pool of capable candidates applying to an organisation for employment (Gold, 2007).This suggests that applicants with experience and qualifications most closely related to job specifications may eventually be selected. Organisations become concerned when the cost of a mistake in recruitment is high. According to Armstrong (2006), the aim is to obtain, at a minimum cost, the number of suitable and qualified candidates to satisfy the needs of the organisation. The organisation attracts candidates by means of identifying, evaluating and using the most appropriate sources of applicants. El-Kot and Leat (2008), observation is that recruitment begins with advertising existing vacancies.
2.3 SOURCES OF RECRUITMENT
Full-cycle recruiting is a term used by human resources specialists whom an age the recruitment process from start to finish as shown in Figure 2.1. Full-cycle recruiting begins with sourcing candidates, which means looking for prospective applicants whose qualifications might be suitable for the job openings you have.
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Sourcing has evolved in the past several years with the proliferation of job and career sites. Every organisation has the option of choosing the candidates for its recruitment processes from two kinds of sources: internal and external sources. The sources within the organisation itself (like transfer of employees from one department to other, promotions) to fill a position are known as the internal sources of recruitment. Recruiting candidates from all the other sources (such as out sourcing agencies etc.) are known as the external sources of recruitment.
2.3.1 INTERNAL SOURCES OF RECRUITMENT
Internal sources refer to recruiting employees from within the organization. In deciding requirement of employees, initial consideration should be given to a company's current employees, which is concerned with internal recruitment. They include those who are already available on the pay roll of the company. This is important source of recruitment as it provides opportunities for better development and utilization of existing human resources in the organization. Armstrong (2000a), proposed that first consideration should be given to internal candidates, although some organizations with powerful equal opportunity policies (open local authorities) insist that all internal candidates should apply for vacancies on the same footing as external candidates.
Aspects of recruitment under internal sources are as follows:
· Promotions: It refers to promoting or upgrading an employee who is already existed in the payroll and contributed to the organizational performance. It is shifting an employee to a higher position with high responsibilities, facilities, status and pay. Usually, many companies fill higher job vacancies by promoting employees who are considered fit for such positions. This is due to fact that it has a great psychological impact over other employees for their motivation towards better performance. Internal recruitment efforts very often result in promotions. Promotion signifies reward for past performance and encourages employees in their efforts (Sherman, Bohlander, & Snell, 1998).
· Transfers: Transfer is a lateral shift causing movement of individuals from one position to another. Langseth (1995), consider transfers as being effected when the need for people in one job or department is reduced or increased, if the work load reduced employees would want to relocate to other areas where they can have enough tasks to perform. Under it, employees are recruited internally through transfer from one work place to another. It refers to the process of interchanging the job duties and responsibilities of employees from one place to another or from one department to another without any promotion in their position or grade. It is a good source of generating qualified employees from over-staffed departments (Keshav, 2013).
· Job Posting:   Job posting is an open invitation to all employees in an organization to apply for the vacant position. It provides an equal opportunity to all employees currently working in the organization. Today it has become a very common practice in many organizations across the world. Under this, vacancy announcement is made through bulletin boards or in lists available to all employees. Interested employees, then apply for the post being advertised. In this way, it has become one of the cost saving techniques of recruitment (Keshav, 2013).
· Job bidding: is more effective when it is part of a career development program in which employees are made aware of opportunities available to them within the organization. For example, HR departments may provide new employees with literature on job progression that describes the lines of job advancement, training requirements for each job, and skills and abilities needed as they move up the job-progression ladder.
There are number of key advantages in using internal recruitment and these include:
· Labour Turnover: The turnover of valuable employees is reduced through internal placement. Here, star employees within the company can be reassigned to an area within the organization where the need is greater. Restricting the vacancy to internal candidate can also help retain employees who might otherwise have left the organisation (Sunderland & Canwell, 2008).
· Performance: Internal recruitment might offer cost saving in the human resource management process because of the record of performance available to recruiters. An internal candidate has developed a record of accomplishment of performance during employment that provides the most accurate assessment of her on the job professional skills and experience. If the company conducts formal performance reviews, the employee performance and goal-setting information will give valuable insight to recruiters when assessing internal candidates (Keshav, 2013).
· Time Value: When qualified candidates exist internally, recruiting candidates internally can decrease the time it takes to fill a position. This is particularly useful in a tight job market, when the number of external candidates applying for a given job opening can become astronomical. In such cases, selecting among qualified internal candidates may be efficient because it offers costs savings, such as those associated with advertising and from using staffing resources to interview numerous external candidates (Keshav, 2013).
· Corporate Culture:   Corporate culture might formally relate to the goals and objectives of the company as articulate dints vision and mission statement. It informally includes the business attitude, customs and etiquette. An external candidate that fulfills the experience and skills needed for a position might not fit into the organizational culture. Internal candidates are already familiar with the company's culture, policies and procedures. For example, this might manifest itself in how meetings are conducted, projects are organized or the use of consensus building in the decision-making process (Keshav,2013).
The principal disadvantages of internal recruitment are:
· Limited Choice: Internal recruitment provides limited choice of talent available in the organization as it avoids the arrival of fresh candidates. Internal recruitment does not tap any candidate from outside the organization; hence, the number of potential candidates for the post is limited to those from within the organisation. There may be far better external candidates who have more experience and better qualifications (Sunderland & Canwell,2008).
· Implementation of Traditional System: Internal recruitment requires the implementation of traditional form, system, process and procedures. In addition, this limits the scope of fresh talent in the organization (Keshav, 2013).
· Position: In using internal recruitment, existing employees, whether competent or not, will feel that they have an automatic right to be given a more senior post (Sunderland &Canwell, 2008).
· Costly: Taking into consideration that when an employee is promoted, instantly vacancy instantly arises. In this regard, another employee is to be recruited to fill that position, which may be costly affair (Sunderland & Canwell, 2008).
· Limited Internal Sources: The source of supply of manpower is limited in internal recruitment method. When an employee is promoted, his/her previous position will be vacant and another personnel is to be recruited to fill that vacant position (Keshav, 2013).
2.3.2 EXTERNAL SOURCES OF RECRUITMENT
		External sources of recruitment refer to attracting applicants from outside a particular organization of ill vacant positions. Like internal sources, they are useful to attracting competent applicants to apply for advertised positions in various organizations. Broad varieties of methods are available for external recruiting. Organizations should fully assess the kinds of positions they want to fill and select the recruiting methods that are likely to reduce the best results. External source of recruitment include advertisement, e-recruitment, employment agencies, labour office, education and training establishment (Beardwell, 2007; Cober & Brown, 2006).Details of these sources are discussed in this section.
· Advertisement: is the most common form of external sources of recruitment. Organizations advertise vacant position on both electronic print and media to access a larger pool of applicants. As cited by Neletal. (2009:226), an advertisement has communication as its basic underlying principle and it should be worded in a manner that triggers responses from job seekers. Recruiters should formulate the wording of advertisements in a manner that is not discriminatory. Advertisements are expensive but attract a larger pool of applicants than internal recruitment processes. It is, however, more difficult to evaluate external applicant than those that are already employed within the organizations. According to Armstrong (2006), the objectives of an advertisement should be to:
Attract attention – it must compete for the interest of potential candidates against other employers;
Create and maintain interest – it has to communicate in an attractive and interesting way information about the job, the company, the terms and conditions of employment and the qualifications required;
Stimulate action – the message needs to be conveyed in a manner that will not only focus people’s eyes on the advertisement but also encourage them to read to the end, as well as prompt a sufficient number of replies from good candidates (Armstrong, 2006).
· E-Recruitment: or online recruitment uses web-based tools such as a firm’s public internet site or its own intranet to recruit staff. The processes of e-recruitment consist of attracting, screening and tracking applicants, selecting, and offering jobs or rejecting candidates. Cappelli (2001), has estimated it that it costs only about one-twentieth, as much to hire someone online. The internet has become a way for employers to display company image and advantages over competitors (Rotella, 2000).Many internet users know the difficulty, frustration and inefficiencies of sorting through information to find applicable and useful material. However, many companies find it difficult to integrate the Internet with their existing systems (Brake &Lawrence2000).
· Employee Referrals: An employee referral program is a system where existing employees recommend prospective candidates for the job offered, and in some organizations if the suggested candidate is hired, the employee receives a cash bonus. Under this method, a candidate is appointed on the recommendation of some currently working employees. Hence, the HR managers of various companies depend on the present employees for reference of the candidates for various jobs. This source reduces the cost and time required for recruitment. Further, this source enhances the effectiveness of recruitment. HR managers offer various incentives/rewards including cash incentives to the current employees for referring the best candidates (Rajarao, 2010).
· Employment Agencies: Employment agencies, sometimes referred to as labour brokers, even though they can face criticism from labour unions in Nigeria, tend to be fast and efficient in recruiting applicants for specialized positions. For a fee collected from either the employee or the employer, usually the employer, these agencies do some preliminary screening for the organization and put that organization in touch with applicants. Private employment agencies differ considerably in the level of service, costs, policies, and types of applicants they provide. Employers can reduce the range of possible problems from these sources by giving a precise definition of the position to be filled (Sims, 2002).
· Labour Offices: are sources of certain types of workers. In some industries, such as construction, unions have traditionally supplied workers to employers. A labor pool is generally available through a union, and workers can be dispatched to particular jobs to meet the needs of the employers. In some instances, the union can control or influence recruiting and staffing needs. An organization with a strong union may have less flexibility than a nonunion company in deciding who will be hired and where that person will be placed. Unions also can work to an employer’s advantage through cooperative staffing programs, as they do in the building and printing industries (Keshav, 2013).
· Educational and Training Establishments: Managers of organizations may visit educational institutions such as universities and colleges to attract top students, especially during their final years of study to apply for vacant positions. This method of recruitment is also referred to as campus recruiting and is one of the cheapest methods of recruitment. It introduces final year students to the institution. The recruiter normally makes a presentation to final year students and invites desirable students to visit public institutions exposing them to different areas within the organization (Nel etal., 2009:227).
As with any recruiting method, hiring from outside an organization instead of promoting from within the company carries both advantages and disadvantages. Some of the advantages are:
· When an organization recruits externally, it opens the organization up to a larger pool of applicants, which increases its chance to find the right person for the job.
· Looking outside the organization also allows a company to target the key players that may make its competition successful. Hiring a candidate with a proven record of accomplishment for the competition allows the company to get an insider's view as to what the competition is doing to be successful. This gives the organization a chance to stay a step ahead of the competition.
· External recruitment provides an opportunity for a fresh outlook on the industry that a company may need to stay competitive.
· Bringing in fresh talent from the outside can help motivate the current employees to produce and achieve more in hopes of obtaining the next promotional opportunity.
· Hiring an external candidate also opens up many opportunities to find experienced and highly qualified and skilled candidates who will help a company meet its diversity requirements.
· The biggest advantage of external recruitment is that the company has no limited supply of candidates and can choose employees all over the world.
· According to Duggan& Croy (2004) external recruitment in an organization can face challenges:
· External recruitment requires an employee to adapt to the new environment and if the new recruit is in management, the employees may tend to resist change that he or she tries to implement because these changes may work against the organizational culture.
· This method of recruitment can indicate that the management of the organization fails to train or motivate their staff through promotion opportunities and career advancement.
· In addition, external recruitment can lead to a high rate of labor turn over when employees realize that there is no room for career advancement in the organization (Manyonyi,2011).
2.4 DEFINITION OF SELECTION
Mondy (2010: 136), refers to selection as „the process of choosing from a group of applicants those individuals best suited for a particular position in an organization. ‟Where as the recruitment process is aligned to encourage individuals to seek employment with the organisation, the selection process is to identify and employ the best-qualified and suitable individuals for specific positions. Traditionally, it was assumed that organisations could choose amongst applicants and that they would accept all job offers. However, attracting a large number of applicants was not the problem, but recruiting the right applicants became the main concern amongst employers (Branine, 2008). With the oversupply of unskilled applicants (Nzukuma& Bussin, 2011), it can be assumed that employers would be very careful before selecting any applicants. Employer decisions about the selection of employees are central to the operation of organizations and to a series of outcomes that matter to individuals, organizations, and society.
Amos et al. (2004), as well as Mathis and Jackson (2006), define selection as the process of selecting the most suitable applicants. The process, according to them, is guided by predetermined selection criteria such as job descriptions, job specifications and job profiling and commences after the recruitment process has been completed. Robbins et al. (2001), point out that the objective of the selection process is to match the applicants‟ ability, knowledge, skills and experience with job requirements in a fair and legal manner. This means that selection panels, in their quest to select applicants with potential. Perhaps the most basic question in this area is why employers engage in selection efforts at all.
2.5 SELECTION PROCESS
Employer decisions about the selection of employees are central to the operation of organizations and to a series of outcomes that matter to individuals, organizations, and society. Perhaps the most basic question in this area is why employers engage in selection efforts at all. Managers who are involved in hiring employees need to understand the skills and abilities that are required in a particular job and determine which candidates have those capabilities. Interviews, reference checks, tests, applications and résumés can all help identify differences among candidates. Managers can make their selection decisions with a fuller awareness of the applicants “strengths and weaknesses (Tjosvoldand Newman, 2003).
2.5.1 SCREENING
Screening, popularly known as short listing, is the first step after the recruitment process is completed and applications received. In this step, all the applications received by the due date are screened and those that do not correspond to the requirements stipulated in the advertisement are immediately eliminated in this step. As Cuming (1994) and Nel et al. (2009), caution, selection panels have to be careful not to discriminate against applicants with potential. Their decisions should be guided by short-listing criteria that is developed against the job requirements stipulated in the advertisements. Furthermore, they need to ensure that enough time is set aside for short-listing.
2.5.2 SELECTION TESTS
Selection tests are often used as part of a selection procedure for occupations where a large number of recruits are required, and where it is not possible to rely entirely on examination results or information about previous experience as the basis for predicting future performance. Tests usually form part of an assessment centre procedure. Intelligence tests are particularly help filling situations where intelligence is a key factor, but there is no other reliable method of measuring it. Aptitude and attainment tests are most useful for jobs where specific and measurable skills are required, such as typing or computer programming. Personality tests are potentially of greatest value in jobs such as selling where personality is important, and where it is not too difficult to obtain quantifiable criteria for validation purposes.
It is essential to evaluate all tests by comparing the results at the interview stage with later achievements. To be statistically significant, these evaluations should be carried out over a reasonable period and cover as large a number of candidates as possible. In some situations a battery of tests may be used, including various types of intelligence, aptitude and personality tests. These may be a standard battery supplied by a test agency, or a custom-built battery may be developed. The biggest pit fall to avoid is adding extra tests just for the sake of it, without ensuring that they make a proper contribution to the success of the predictions for which the batteryis being used (Philipo, 2008).
2.5.3 REFERENCE & BACKGROUND CHECK
Usually advertisements require that applicants provide the names and contact details of people who can serve as referees to them in case their applications are considered. Reference checks are used to verify the information that is supplied by applicant and are usually done telephonically. Although most referees are reluctant to respond to certain questions (Mathis and Jackson, 2006), reference checks can be used to gather as much information that will be used in deciding whether to appoint or decline to appoint the applicants.
References provide the organization with other people’s perceptions of the candidate’s professional ability. The company should contact the candidate’s previous employers and colleagues. Questions to ask references might address the candidate's creativity and initiative. This is mostly the reason why conditional job offers are given in other to check the authenticity of what the candidate provided on the application form (Snell and Bohlander,2010).References are one of the more popular and „traditional‟ tools in the selection process. However, the validity and reliability of references has been questioned, particularly with respect to their unstructured and often ambivalent nature (HeratyandMorley,1998).
2.5.4 INTERVIEW
Interviews are virtually used by all organizations for selection purposes. In support of this, Newell and Tansley (2001), indicate that interviews are by far the most widely used personnel selection procedure. With the use of interviews, managers of organizations get an opportunity to meet the applicants directly. The interview also provides the applicants with an opportunity to also learn more about the public institution. The purpose of the selection interview is to gather as much information and to use such information to arrive at a selection decision (Redman&Wilkinson, 2001:31). During the interview, panel members (interviewers) normally pose questions to which the interviewee is expected to respond. Responses to the questions are often captured by means of scores as determined the interviewers. The applicant that obtains the highest score is recommended for appointment (Wilkinson, 2001:32). Because of interview ambiguity, efforts must be made to ensure that all interviewees are being asked the same questions (Gomez-Majiaet al., 2004:175).
2.5.5 PHYSICAL EXAMINATION
Applicants are often expected to undergo test(s) to determine if they are fit to perform the job, should they be appointed. The most common example of the employment tests that applicants often undergo is a medical examination. Medical examination, also referred to as pre-placement medical testing, is conducted only where the applicants are required to use physical strength to successfully perform their duties (Mathis and Jackson, 2006).
2.5.6 JOB OFFER
The next step in selection process is job offer to those applicants who have crossed all the previous hurdles. In other words, it is the last step in the selection process.   Development of an offer via e-mail or letter is sometimes a more formal part of this process. Recruitment and performance of competent employees.

























CHAPTER THREE
METHODOLOGY AND ORGANISATIONAL PROFILE
3.0 [bookmark: _TOC_250033]INTRODUCTION
This chapter explains how the research was conducted. It starts with a brief definition of research, the design, strategy, then followed by the method and procedures that were used in collecting data:, the population, sampling size and sampling technique, data collection, data analysis and limitations. In addition is the organizational profile of the study area in the Kwara State.
3.1 [bookmark: _TOC_250032]RESEARCH METHODOLOGY
Research is something that people undertake in order to find out things in a systematic manner, thereby increasing their knowledge. It is noted that this definition captures two significant phrases: “systematic way” and “to find out things”. “Systematic” suggest that research is based on logical relationships and not just beliefs (Saunders and Thornhill, 2009). It portrays the exact idea the researcher is carrying out (William, 2001). “To find out things” suggests that, there are multiple possibilities or purposes for your research. These may included scribing, explaining, understanding, criticizing, and analyzing. Research methodology can be described as the framework associated with a particular set of assumptions that can be used to conduct research (O‟Leary, 2004). Research methodology also involves considering the methods of data collection and the theories and concepts under pinning the research topic.
[bookmark: _TOC_250031]3.2 	RESEARCH DESIGN
Research design is a plan, mode or conceptual structure of the research and type of approach adopted in the study. It can also be explain as the blue print for the measurement of variables, collection and analysis of data. The choice of research design depends on the objectives of the research in order to be able to answer the research questions (Crotty, 144).The study used across sectional survey design for data collection and data analysis. The research design helped in examining relationships among the variables as argued by Fowler (1993). Cross sectional survey design refers to the selection of a relatively large sample of people from a predetermined population.
[bookmark: _TOC_250030]3.3 	RESEARCH STRATEGY
The research based on assessing recruitment and selection practices of selected construction firms in the North Central Region. Quantitative analysis was used as the research strategy to achieve the research aim of investigating into recruitment and selection practices adopted by these firms. The study used questionnaires. These approaches were satisfactory tools for collecting data for the sample population to investigate the topic under study (Ritchie and Lewis, 2003). Quantitative research is a formal, objective, systematic process in which numerical data are used to obtain information (Burns & Grooves, 2005).
[bookmark: _TOC_250029]3.4 	SOURCES OF DATA
The researcher used both primary and secondary sources of data for the study.
[bookmark: _TOC_250028]PRIMARY DATA
The primary data was obtained using the survey method. These include the distribution of questionnaires and collection of data from key respondents and professionals pertaining to the construction industry. In order to achieve the aim and objectives of the study, well-designed questionnaire with both close-ended and open-ended questions were formulated to gather information from appropriate respondents. The wordings were without bias and the questions provided multiple-choice options, which gave the respondents the opportunity to present their ideas by way of selecting from the options, provided. Data obtained was analyzed using SPSS to get meaningful conclusions and recommendations. The close-ended questions were used because theorist such as Nachmias and Nachmias (1996), as cited in Naom, (2007) indicated that their analysis are straight forward.
[bookmark: _TOC_250027]SECONDARY DATA
Secondary data is data collected by someone other than the user. A clear benefit of using secondary data is that much of the background work needed has already been carried out or analyzed (Funsho, 2012).Because the data already exist, you can evaluate them prior before using it. These include desk review of both published and unpublished material including policy documents, newspapers, internet, journals, articles, reports, bulletins, newsletters. The secondary source was to get a deeper understanding of published information on worker recruitment and selection within the Nigeria construction industry. The information gathered from these sources helped guide the second phase of the questionnaire structuring, distribution and collection of data from the key respondents.
[bookmark: _TOC_250026]3.5 	POPULATION
Malhotra and Birks (2006), defined population as the group of elements that possess the information sought and about which inferences will be made. The population, as far as this research is concerned, embodied contractors and human resource officers within the various departments in established construction firms and statutory authorities and other government institutions in the North Central region whose duties include the recruitment and selection of construction workers. The population for this study concentrated on private and public sector institutions. Ahadzie (2007), revealed that there are over 20,000 registered “building contractors” with the Ministry of Water Resources Works and Housing and 12% of these building contractors are in the North Central Region. Meaning, the region has about 4,400 registered contractors. Nevertheless, according to the North Central Region branch of Association of Building and Civil Engineering Contractors of Nigeria (ABCECG, 2012) there are (62) members of contractors in good standing who have also registered with the Ministry of Water Resources, Works and Housing. Therefore, the sixty-two (62) contractors was used for the study. In addition to this, 30 human resource officers were approached adding up to a total sample size of 92 respondents. The selected registered contractors within the Kwara State rangesfromD1–D4contractorsasclassifiedby the Ministry of Water Resource, Works and Housing and K1 –K4 contractors as classified by the Ministry of Roads and Transport (Ahadzie,2007).
[bookmark: _TOC_250025]3.6 	SAMPLING TECHNIQUE
Sampling is the process of selecting observations (Babbie, 2008).The two types of sampling are probability and non-probability sampling. The simple random sampling technique under the probability sampling was used to select respondents from registered contractors with the exception of the Human Resource Department. This is because the population will have an equal chance of being selected. Significantly, the purposive sampling technique, which is anon-probability sampling technique, was used to select respondents who deal directly ith recruitment and selection from the Human Resource Department.
[bookmark: _TOC_250024]3.7 	DATA COLLECTION
The research tool used for data collection was questionnaires. The questionnaire covered all the necessary information needed for the study. The developed questionnaires were distributed to and retrieved from the respondents in person. This process of distribution and retrieving of the questionnaires in person was taken for two reasons as suggested by Ahadzie (2007) and cited in Danso (2010), first, to make sure that the questionnaires get to the intended recipients and secondly, to help improve the response rate. In all, some of the questionnaires were collected back on the same day while others were collected later from the respondent.
Questionnaire was generally designed in the following pattern:
· Part I: Personal data – gender, age, position, profession, academic qualification and experience in the field of study.
· Part II: Recruitment and Selection issues – existing formal policy for the recruitment and selection of employees, types of recruitment and selection processes usually used by construction firms, which recruitment and selection affects workers performance and challenges confronting the recruitment and selection processes by construction firms.
[bookmark: _TOC_250023]3.8 	DATA ANALYSIS
After the responses were gathered, every type of data relating to the questions were separated and gathered to answer different research objectives. The information received were classified into answer categories and expressed as percentage frequencies. The research methodology that was used is quantitative. Statistical Package for the Social Sciences (SPSS) was used for the analysis.
















CHAPTER FOUR
DATA PRESENTATION, ANALYSIS, INTERPRETATION AND DISCUSSION
4.0 [bookmark: _TOC_250018]INTRODUCTION
This chapter presents the results, analysis interpretation and discussion of the data collected. The results are displayed with regards to the order of arrangement of the questionnaires. The major findings are briefly presented and discussed consequently. The different sections are: questionnaire responses rate, experience of respondents, formal policy for recruitment and selection of employees, ranking of recruitment and selection method used mostly, ranking of recruitment and selection method which leads to performance, ranking of the significant challenges confronting employee recruitment and selection.
4.1 [bookmark: _TOC_250017]QUESTIONNAIRE RESPONDENT RATES
Out of 92 questionnaires issued, 100% valid questionnaires response achieved. However, one of the respondents did not complete the last question of the questionnaire but this was disregarded and considered valid. From table 4.1 below 67% response representing contractors and 33% representing human resource personnel from various disciplines.
	Respondents
	Questionnaires
Administered
	Questionnaires
Received
	Questionnaires
analyzed
	Response rate (%)

	Contractors
	62
	62
	62
	67%

	Others (Human Resource Officers)
	30
	30
	30
	33%

	Total
	92
	92
	92
	100%


 Table4.1 Response Rate of Questionnaires
Source: Field Survey, 2025
The 100% score or success is because of the special measures taken prior to the administration of the questionnaires. The researcher waited and took back the completed questionnaire immediately, took contacts of respondents who were unable to make time available for the immediate completion of the questionnaire and subsequently call to check and possibly collect such questionnaires.
4.1.1 [bookmark: _TOC_250016]EXPERIENCE OF RESPONDENTS
From (Table4.2) a good number of the respondents (77%) had more than 5 years of experience. It was also noted that none had working experience less than a year. This implies that the outcome represent the point of view of very experienced people (Sazuolang, 2009).
Table4.2 Experiences of Respondents
	Years
	Frequency
	Percentage

	Less than 1year
	0
	0.00%

	From 1 to 5years
	21
	22.80%

	From 6 to10 years
	45
	48.90%

	From 11 to 15 years
	17
	18.50%

	More than 15 years
	9
	9.80%

	Total
	80
	100.00%


Source: Field Survey, 2025
4.1.2 [bookmark: _TOC_250015]PROFESSIONAL QUALIFICATION OF RESPONDENTS
This was to find out the highest qualification of the various respondents in the study area. From the chart, it was realized that 37 respondents constituting 47% had 1st Degree from various fields, while 11 (16%) had Higher National Diploma (HND), 18(27%) had 2nd degree qualifications, 14(10%) respondents had A’Level qualifications and other professional affiliations. It is noticed that the respondents were of higher level of professionalism averagely and therefore information provided would be of higher significance to the objectives of the research.
	Item
	Frequency
	Percentage 

	HND
	47%
	47

	1ST
	27%
	27

	2ND
	16%
	16

	Others
	10%
	10

	Total
	100%
	100


Figure 4.1: Professional Qualification 
Source: Field Survey, 2025
4.2 FORMAL POLICY FOR THE RECRUITMENT AND SELECTION OF EMPLOYEES
Here, the intention was to know if these construction institutions have policy for recruiting employees. From the chart, 79(86%) respondents confirmed that no formal policy was used in the recruitment and selection of workers in the irrespective establishments. The few respondents, 10(14%) in number, who had policy for recruiting workers, further added that the policy allows for internals crutinizing at all departments within the firm to find out if there is worker within who best fit for the available vacancy. The policy is that recruitment is donethroughinvitationofqualifiedapplicantsandinterviewsarefollowedbeforeselectionisdone.
This line of reasoning corresponds with Smith et al. (1989) that 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. Three(3) respondents shared similar opinion; they stated that one has to apply in writing with copies of certificates after which one is called based on qualification and requirements of the firm.
	Item
	Frequency
	Percentage 

	Yes
	50
	86

	No
	30
	14

	Total
	80
	100


Figure 4.2: Formal policy on recruitment and selection
Source: Field Survey, 2025
Figure 4.3: Recruitment and selection method
Source: Field Survey, 2025
As part of the research objectives, the researcher identified existing recruitment and selection procedures adopted by construction firms used in engaging workers in the North Central region. The method used in employee recruitment as suggested by Armstrong (1991), and other literature for the purpose of this study included: internet recruitment, radio advert, television advert, newspaper advert, professional association(s), employment agents, employee referrals, door to door, telephone, recruitment from school, job fairs, talent hunting, job proofing, in-house(internal recruitment), initial job offers and the labour office. The results indicate clearly that newspaper commercials on job vacancy is the most frequently used recruitment and selection method with relative important index 0.7908. This is followed by in-house (internal recruitment) with RII of 0.7853. The labour office was also realized to be the 3rd ranked method of employee recruitment with RII of 0.7174.
Employee referral had a RII of 0.6929 and was ranked the 4th method of recruiting and selecting workers. The 5th ranked recruitment method was radio advert. It was found to be very effective with RII of 0.6413 followed by internet recruitment with RII of 0.6359.Recruitment from school, initial job offers, television advert, job fairs, job proofing, professional association(s), telephone, employment agents, talent hunting, door to door followed concurrently with RII values of 0.6141, 0.7065, 0.5245, and 0.4946 respectively.























CHAPTER FIVE
SUMMARY OF FINDINGS, CONCLUSIONS AND RECOMMENDATIONS
[bookmark: _TOC_250009]5.0    	INTRODUCTION
This part of the study presents summary of result together with conclusions of the analysis and recommendations made to address the main problems identified from the study in line with the objectives.
Summary of the main findings is devoted to the first part with regard to the objectives assigned to remind the reader of the achievements of the objectives. The succeeding parts deals with the conclusions of the analysis. A suggested performance appraisal structure and other specific recommendations made are also presented in this chapter.
5.1. [bookmark: _TOC_250008]SUMMARY OF FINDINGS
The objectives of the study were to identify existing recruitment and selection methods adopted by construction companies in engaging workers, to determine which the recruitment and selection procedures influence the performance of workers, to identify challenges contractors encounter in the recruitment and selection of workers. Below are the findings obtained from the analysis of the data gathered from the survey conducted.
5.2. [bookmark: _TOC_250004]CONCLUSION
The overall aim of the recruitment and selection process should be to obtain at minimum cost the number and quality of employees required to satisfy the human resource needs of the company (Armstrong,2006).
Following the analysis and findings, the subsequent conclusions drawn based on the objectives of the study include:
	Few organisations had existing formal policy for recruitment and selection of workers.
	The methods for the recruitment and selection of construction workers by contractors include internet recruitment, radio advert, television advert, newspaper advert, professional association(s), employment agencies, employee referrals, door to door, telephone, recruitment from school, job fairs, talent hunting, job proofing, in-house(internal recruitment), initial job offers and the  labour office.
Out of these identified recruitment and selection methods, the most frequently used medium of selecting workers for reason of their respective merits are listed in the descending order of highly recognized method: Newspaper advert, in-house (internal recruitment), labour office, employee referrals, radio advert and lastly internet recruitment.
5.3 [bookmark: _TOC_250003]RECOMMENDATIONS
In view of the above conclusions drawn from the findings, the following recommendations were made to contribute to the practices of recruiting and selecting of construction workers by contractors. The integral benefits of the identified recruitment and selection practices cannot be overlooked; nevertheless, the following recommendations must be well noted.
	Although a good number of the respondents did not have recruitment and selection policy, to those who had it, a policy requiring recruitment and selection processes to engage the best person for the job on merit must be put in place. Ensure that workers of your organisation or any person engaged in recruitment or selection is aware of the policies and trained in how to interview and select in an unbiased fashion.
	Organizations with no policy should adopt formal recruitment and selection policies in a better way. Formal recruitment and selection policies would help the firms in attracting internal and external candidates in filling any vacant position. Existence of formal policies can also improve the transparency and accountability in recruitment and selection. Policies should also be changed in course of time.
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