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Abstract 
This paper examines the challenges and problems of human resource management at 
the Local Government level.  The comparative huge strength of the Local Government 
workforce, coupled with attendant corruption, ineffectiveness, untrained and 
incompetent nature of this workforce combined to pose serious challenges and 
problems for the Human Resource Practitioners of this tier of Government in Nigeria.  
To surmount these challenges and problems, the paper recommends that the existing 
mechanisms that have been put in place to promote effectiveness and efficiency of 
Human Resource in terms of professionalism should be strengthened and sustained.  
The need to professionalize the local government service through robust training and 
re-training, coupled with the enthronement of good governance based on transparency 
and accountability, and new performance management system of target setting are 
advocated in the paper.    
 
Introduction 

There are a total of 884 political wards across the length and breadth of 
Nigeria, 774 Local Government Areas with an estimated staff strength of about 309,600 
(taking an average figure of 400 staff per LGA).  This has indeed posed a tremendous 
challenge on the management of this quantum of workforce in the Unified Local 
Government Service in Nigeria.  According to Section 7 of the 1999 Constitution of 
Nigeria, the Local Government System in Nigeria is seen as the first tier in the National 
Development process.  Therefore, any national development strategy, practice or 
activity which does not take cognizance of the essence and the importance of the Local 
Government as such, is doomed to failure.  From this perspective, the Constitution by 
extension has given Local Government a wide range of responsibilities and objectives.  
In relation to the relevance of Local Government to the National Development nexus, 
the 1976 Local Government reform has set the following imperatives to this tier of 
Government: 
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1. To make appropriate services and development activities responsive to 
local wishes and initiatives by evolving or delegating them to local 
representative bodies. 

 

2. To facilitate the exercise of democratic government close to the local levels 
of our society, and to encourage innovative and leadership potentials. 

3. To mobilize human and material resources through the involvement of 
members of the public in their local development. 

 

4. To provide a two-way channel of communications between local 
communities and government (both State and Federal). 

This paper examines the challenges and problems of Human Resource 
Management in the Local Government Service in Nigeria. 
 
Statement of Problem 

The Local Government System as one of the oldest institutions in History is 
predominantly made up of generalist administrators, incompetent and corrupt officers, 
lacking generally in professionalism.  These are myriad of challenges and problems 
coupled with uniqueness of this tier of Government that have posed enormous 
challenges to the practitioners of the System generally. 

On this, O. Isijola (1989:12) has observed that one of the critical Human 
Resource Management problems that had hitherto confronted the Local Government 
Service has been the traditional tendency of the State Government to take over certain 
functions, transfer of qualified and competent staff to State Government and retention 
of unqualified and untrained staff at the Local Government Council. 

Writing on a caption – Corruption par excellence in Local Government, a 
Newspaper Columnist and Editor-in-Chief of Update Newspaper, Mr. Emmanuel 
Effiong did observe sometime in September, 2002 that one aspect of the woes of the 
Local Governments in the State is the  
 

Fact that some of the Local Governments officials also devised dubious 
strategies to siphon Councils’ Treasury by presenting fake and highly 
doctored seminar and workshop letters to be mounted either in Lagos or 
Abuja.  In such situations, the amount of money they lift from the coffers of the 
Councils could only be imagined  (weekly update 23rd September, 2002, p.23). 

 

Mohammed Jamere (1989:29) has also identified the areas of Local Government 
uniqueness, which have made them pose a lot of challenges and problems to 
practitioners to include:- 

(a) The units of administration are small compared to the central Government 
departments and usually have shorter history. 

 

(b) The terms and scope of service are consequently less, not firmly 
established resulting from incessant reforms and adjustments leading to 
instability and inconsistency of the structure, functions, mode of 
operations, etc. including policy distortion and implementation. 

 

(c) The employers (this case may be either the Local Government Service 
Commission at the State level or the Local Government Executive 
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functionary) are more involved with the details of the official work, leading 
to petty conflicts thereby diminishing the work satisfaction and challenges. 

 

(d) The work tends to be dry and related to a small geographical locality, 
rather than to a function which has National/State coverage. 

 
With the advent of the much canvassed 1976 Local Government Reforms, very little 
attention was given to other integral aspects of the Local Government administration, 
such as physical, political, functional and above all, financial restructuring.  Very little 
attention was accorded Human Resources (HR) requirements for the operationalization 
of the 1976 Local Government Reforms.  These views are expressed by J. A. Woye 
(1989).  The aftermath of this scenario is that the stakeholder, including among others, 
councilors and indeed the entire spectrum of the Local Government operators are not 
adequately groomed in the art of Human Resource Management and Governance.  To 
be specific, it is not an exaggeration to admit that the councilors are ill-equipped for the 
job, they would neither formulate the rightful policies, nor establish new priorities 
effectively.  Added to this, is blatant lack of right manpower resources to manage and 
implement critical and important decisions of the Local Government. 
 
Typology of Human Resource Management Practice in the 
Local Government Service 

The curious quest to decipher and address the constraints and challenges of 
Human Resource Management in the Local Government System worldwide informs the 
great discourse and acceptance of three internationally-accepted forms and patterns of 
Human Resource Management, viz. 
 

(a) Separated Patten – This is where every Local Government unit acts as an 
autonomous employer – with power to hire and fire.  South Africa, 
Zanziba, Australia and Germany have examples of this form of personnel 
management.  It is the commonest in most parts of developed economies.  
The central or State Government authority has no power over its own 
personnel, and it is against the background of the national response to legal 
devolution of power existing among the tiers of Government. 

 
(b) Integrated – This pattern of Human Resource Management team is 

comprised of the Civil Servants from the Central Government.  This form 
is usually found in countries with no strong tradition of devolution and 
adopts models of administration anchored on centralization or 
deconcentration.  It is clear to say that under this arrangement, both the 
central and Local Government officials are one and the same.  Examples of 
this pattern of Local Government administration can be found in Italy, 
South Africa and Uganda. 

 
(c) Unified – It is the one in which Local Government staff are employed 

locally or centrally, but organized National/State-wide in a single Public 
Service.  This pattern is commonest in English speaking countries of the 
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developing world.  The System is under the control of the State 
Government’s apparatus appointed by the State Government.  For instance, 
the Local Government Service Commission (LGSC) is a creation of this 
form of Human Resource Management practice.  It may be alternatives I or 
II.  Alternative I – Local Government Service has more power to hire and 
fire officers from G.L. 07 and above, and in alternative II, the Local 
Government Service Commission is the Boss. 

 
Challenges and Problems of Manpower Resource Management at the Local 
Government System 
 

1. The present manpower situation at the Local Government in Nigeria dates back to 
the colonial era, when the pool of manpower authority that handled both 
formulation and implementation of public policy at the Local Government had 
rested on colonial officers, assisted in the management by their personal aids and 
assistants.  The Traditional Rulers who were kingpins under colonialism lacked 
jurisdiction.  The recruitment of essential staff, including those in the Works 
Department, where the offshoot of the central government, the Administrative 
Officers under the tutelage of the Departmental Officers, were ill-trained.  In most 
cases, according to IB Imman (1996) and (1984), communal efforts under the 
supervision of Departmental Officers were used to execute Local Government 
projects. 

 

2. Between 1960 and 70s, recruitment of manpower into the Local Government 
Service was bastardized because it was based on patronage as only people who 
were favoured as such benefited from employment in the Local Government 
Service.  Because of the haphazard manner they were recruited, they became over-
zealous in the discharge of their duties and thus, lacked respect among the citizens 
they were expected to serve.  Because of the manner they were recruited, most of 
them were inadequately educated therefore, ill-equipped and unsuited for the jobs 
they performed. 

 

3. Generally, most people regarded Local Government Service as inferior Service, as 
the one only meant for the “drop outs” who could not gain appointment into the 
more lucrative and respectable Federal and State Civil Services.  Unfortunately, 
this mentality has persisted, but the advent of the 1976 Local Government reform is 
trying to reverse the trend, and the Local Government Service is now being rated at 
par with both the Federal and State Services in terms of juicy conditions of Service. 

 

4. Career prospects in the Local Government Service were largely unattractive.  This 
was so in the past because the staff salaries and promotions were most irregular.  
The staff condition of Service was a sham.  It lacked pre-service and in-service 
training/re-training.  The situation was compounded by the over politicizing of the 
Local Government Service. 

 

5. Insecurity of Tenure - This is always derivable from the high handedness of the 
Councilors and their arbitrary propensities.  Again, the financial constraint and 
poverty restricted the ability of most Councils to recruit credible manpower. 
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6. Apart from poor remuneration, Local Government Service enjoyed low status and 
prestige, which compounded the problem of attracting suitable and qualified 
manpower to the Local Government Service. 

 

7. Amongst extremely rural and semi urban nature of most of the Local Government 
Councils, the few educated elites did not fancy idea of taking up jobs with these 
Councils, but rather resort to urban centres. 

These challenges and problems have indeed, combined to lessen both quality 
and quantity of manpower resources to the Local Government Service.  Existing 
literature, together with our participants’ observation of the Local Government show 
that there is staff over-establishment at lower ranks or bottom of the structured ladder 
and corresponding problems of leadership at the level of policy implementation.    This 
trend has therefore, precipitated problems in the areas of public policy formulation and 
implementation for Human Resource Managers at this tier of Government. 
 
Mechanisms that have been put in Place to Reinvigorate and Strengthen  
Human Resource Management Practice in Local Government in Nigeria 

The post 1976 era of the Local Government reform has made some significant 
changes or innovations in the Human Resource Management practice in Nigeria.  For 
instance, the following provisions have been made either through the instrumentality of 
the Federal, State and Local Government legislation or otherwise. 
 

(1) The establishment of the Local Government Service Commission/Board 
comprising of a Chairman, and not more than five other members 
appointed by the State Governor.  The powers and jurisdictions of this 
body are spelt out on pp.17 and 18, No. 5.7 of the Hand Book on Local 
Government Administration in Nigeria, 1999. 

 

(2) The establishment of a unified status Local Government Service where all 
posts in the employ of Councils in the State belong.  Any staff that falls 
within salary bracket of 07 and above can be posted to serve in other 
Councils outside his/her own Council of origin.  This is where the Unified 
status derives its definition. 

 

(3) The creation or making of staff rules and regulations by the Governor of 
each State spelling out the conditions of Service for employees, including 
the qualifications required for appointment to various posts, the method of 
appointment, including promotion and confirmation. 

 

(4) The creation of an offshoot of Junior Staff Management Committee 
(JSMC) at each Local Government Council under the delegated authority 
of the State Local Government Commission to handle staff matters on 
salary brackets of G.L. 01-06.  The powers and functions assigned to this 
delegated edifice is contained in No. 5.3.1 of the Hand Book on Local 
Government Administration, 1999. 

 

(5) On the part of the Federal Government, three premier universities of Ife, 
Nsukka and ABU have been established at the instance of the Federal 
Government to mount vigorous training programme for intermediate and 
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advanced staffers of the Local Government Service in the country.  Some 
States fully utilize the Training facilities offered by such outfits as 
ASCON, Kaduna Institute of Local Government Studies, etc. to mount 
training courses for their Local Government staffers. 

 

(6) The enthronement of a National Scheme of Service at the instance of the 
Federal Government.  Already, the hitherto six Directorates have been 
increased to seven to give room for progression and career prospects and 
the inclusion of Directorate of Budgeting, Planning and Research, etc.  The 
2006 Edition of the National Scheme of Service for the Local Government 
employees even though staled and recently being implemented by few of 
the States, including Akwa Ibom, should be commendable.  As a matter of 
fact, the implication of this Scheme is regarded as watershed because it has 
removed elements of stagnation and frustration which had hitherto 
beclouded the System.  It is a significant inroad into the credence being 
accorded the vantage position of Human Resource Management at the 
Local Government Service. 

(7) The statutory provision of 1% training fund deductable upfront from the 
Federation Accounts and managed by the State Local Government Service 
Commission (LGSC) approved by the Federal Government.  This fund is 
specifically meant for the training and re-training of the staffers in the 
Unified Local Government Service.  It is not meant for the training and re-
training of Political Office Holders in the System – a practice which is 
going on in most States of the Federation. 

 
Recommendations to Improve Human Resource Management Practice at the 
Local Government Level 

(1) The Head of Local Government Administration (HOLGA) should receive 
training at post graduate level in management with special emphasis on the 
approaches relevant to Local Government.  Such training should include 
short Management Seminars/Courses within and outside the Country.  
Programme should include study tour attachments in other States. 

 

(2) The training for Treasurers should place special emphasis on Management 
Accounting and Financial Report Evaluating in the context of achieving 
impressive financial management in Local Governments. 

 

(3) For the Heads of Directorates/Departments, the emphasis in the training 
should be on General Management, including Financial Management and 
respective disciplines where the officers serve as Heads. 

 

(4) The programme to be carefully balanced to provide adequate number of 
persons in each area of activity, that is, Administration, Works, Health 
Services, etc.  It will be improper to lay emphasis on Administrative staff 
and neglecting the staff requirements for technical or Health Services. 

 

(5) The programme must achieve the total manpower resources available to the 
State a fair allocation of graduates, school leavers and those possessing 
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technical and health diplomas and certificates for services in Local 
Governments. 

 

(6) The programme should be suitably placed and designed to cater for the 
progressive improvement or extension of services provided by Local 
Governments having regard to State policy on Local Government and 
approved development plan.  In this case, Local Economic Empowerment 
Development Strategy (LEEDS) for Councils. 

 

(7) The programme should be closely linked to Local Government training 
Scheme and Budgets. 

 

(8) Human Resource practitioners at all tiers of Local Government Service 
should analyze systematic work-oriented training packages for all the top 
echelons of the Local Government Service to equip them with the 
knowledge, skills, etc. which will enable them meet the challenges of 
democratic governance. 

 

(9) They should sensitize the staffers of this tier of Government on the policy 
direction of Government with respect to ethical orientation of anti-
corruption, accountability, transparency, etc. 

 

(10) They should install new performance management system of target setting 
and performance management as basis for judging individual and 
organizational goals. 

 

(11) They should motivate constantly, update Service rules and regulations and 
constantly embark upon training and re-training of the staffers to meet the 
challenges posed by globalization, information technology, and to enable 
them become the vanguard of National Development. 

 
Conclusion 

In conclusion, we have attempted to examine the challenges and problems of 
Human Resource Management in the Local Government Service in Nigeria and 
therefore, wish to submit by saying, that Human Resource practitioners have tortuous 
and challenging task of addressing enormous personnel problems facing the reformed 
Local Government System in Nigeria. 
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