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Abstract 
 

The study investigated the human capital development in 
Ogba/Egbema/Ndoni Local Government Council of Rivers State.  Three 
research questions guided the study.  The research adopted a survey 
design. The population of the study is one hundred and forty nine (149) 
senior staff of the council, out of which a sample size of seventy five (75) 
was randomly drawn.  A questionnaire developed by the researcher was 
used in collecting data for the study.  Data analysis was done by using 
simple percentage.  Findings show that Ogba/Egbema/Ndoni Local 
Government Council is efficient in the management of its human capital 
resources, provides on the job training for its human capital resources, 
provides on the job training for its staff but does not adequately 
motivate its workers.  Based on the findings, some recommendations 
were made among them are that the council should motivate their 
workers, pay their salaries and allowance promptly and insist on 
sending their workers on in-service training for self improvement. 

 
Management needs both human and material resources to be able to achieve 

organizational goals.  The human capital is the most neglected.  Ironically, the architect 
of this gross neglect is man himself.  Since organization, which forms the nucleus for the 
accomplishment of much of man’s desire are powered by the human capital, it becomes 
necessary for managers and researchers to devote effort in its advancement and 
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promotion.  This would thus guarantee the sustenance of organizational growth and 
survival.  Onuoha (1994) opined that, for an organization to take adequate advantage of 
environmental opportunities, it must possess the capacity and ability to attain, against all 
odds, what it seeks to do.  Essentially, this capacity and ability to accomplish 
predetermined goals is directly related to the resources of the organization.  While 
environmental opportunities establish what our organization might do, the resources of 
our organization dictate what it can do.  All organization have at least four types of 
resources that they can use to achieve their goals; financial, physical, human and 
technological capabilities (Szilagi, 1981).  The various components of organizational 
resources have been summarized below; financial resources it is the acquisition, 
allowance and control of money for financing plant construction, inventory receivable 
and working capital which involves cash flow, debt capacity and new equity available.  
Physical Resources – include efficient manufacturing plants, and other facilities, 
location of facilities with respect to markets, suppliers, or contractual access to needed 
raw materials. 

 
Human resources (capital) include all employees, not limited to, specialized 

personnel such as engineers, scientists, skill labour and experienced management.  
System and technological resources are expertise and particular competence in process 
elements (such as quality control systems, information systems, distribution systems 
etc.) and outputs (patients, brand loyalty and high quality products).  Exploration of 
employees interests involve the maximization of opportunities for them to contribute to 
the organizational growths in terms of services or products that the organization 
provides, hence, their personal development in terms of career.  Career development is a 
personal activity which helps the individual himself and map out strategies on how to 
improve himself career wise, and thus be a more effective contributing member of the 
organization.  It is a life long process of development of work valves crystallizing a 
vocational identity, exploration of opportunities and trying out plans in work situations 
(Amaehule (1998).  It requires a thorough examination of oneself in form of how one 
hope to fit into the scheme of things in the organization.  It involves a look at different 
occupational professions available in an organization and identifying ones that can meet 
one’s interest in the long run. 
 
Concept of Human Capital Management 

Nzeren (1994) sees human capital as all available personnel involved in the 
process of production and distribution of goods and services.  Ohekwe (1998) saw 
human resources as people with different specialties, capabilities and roles that are part 
of the organization.  In the same vein, Denison (1990) optioned that wealth of any 
organization is based upon its power to develop and effectively utilize the innate 
capacities of its people.  It is also important to note that one of the major problems 
confronting human capital management in any organization is the most effective way of 
matching people with jobs.  This implies that for any organization to succeed, the human 
factor and the job must be balanced, the effect of the two should be properly integrated.  
To this end, Vetter (1977) defined human capital management as the process by which 
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management determine how organization should move from its current position to its 
desired position.  Lawrence (1982) also defined human capital management as the 
identification of assessment of internal human resources capabilities in relation to these 
requirements, development or management succession frame work.  Human capital 
planning is the process of getting the correct number of qualified people into the right 
job and at the right time.  Contributing further, Ordu (2000),m identified some of the 
functions of human capital in an organization as: 
1. Job designation, specification and description. 
2. Provision of incentive and welfare services. 
3. Controlling and coordinating of all personnel functions 
4. Negotiation with workers and unions on working conditions as well as industrial 

relations and counseling. 
 
According to Igwe (1985) there are benefits that are derived from human capital 

management, which include: 
1. It enables a firm to discover at an early stage, the critical point in the labour-force 

where shortages are most likely to develop or where there is inefficient use of 
labour. 

2. It creates the basis for sensible recruitment policy, which implies a proper 
articulation and forecasting of current shortages. 

3. It enable adequate management development scheme. 
4. It establishes the best cost balance between plant and manpower utilization. 
5. It is also a predictive mechanism which enables an organization’s management to 

forecast the future so as to device a remedial measure in the level of activity. 
 
Human Capital Management in the Local Government Service System. 

Local Governments are established to perform certain functions. These 
functions are so numerous that a high level or trained personnel is necessary for 
effective performance.  In all human endeavour, a high degree of trained manpower is 
imperative for good performance.  Aghayere (1995) classifies personal in the local 
government into two categories: Political executives and Career officers.  The political 
executives comprise the chairman, vice chairman, secretary to the local government 
(SCG) and the supervisors.  On the other hand, the officers are the administrative 
personnel.  According to Aghayere, both levels suffer inadequate manpower skills. 

 
Against this background, successive Nigerian government have had to contend 

with the problem of evolving the most efficient and effective system of local 
government administration in the country through the development of local government 
manpower by training and re-training of their personnel. 

 
In corollary, the federal government has shown concern in the capabilities of the 

local government’s personnel by re-examining its input into local government training in 
the three universities designated for the purpose after the 1976 reform (Asemota, 1990).  
The three earlier universities that were assigned to train local government personnel all 
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over the country were Ahmadu Bello University, Zaria; University of Ife, now Obafemi 
Awolowo University and University of Nigeria, Nsukka.  In order to enhance a large 
number of local government trained personnel, it was suggested that Higher Diploma in 
local government should be introduced at University of Ife and Nsukka, as it is run at 
Ahmadu Bellow University for managerial education, for middle level officials of the 
local governments with department of local government studies approved for the three 
universities (Asemota 1990 in Ajagun 2010). 

 
Management in the Local Government system is a process which enables 

organization to achieve their objective through planning, organizing and controlling of 
resources.  It also includes gaining the compliance of their employees.  This implies that 
the human capital management is an essential feature or ingredient of all organizational 
endeavour.  It is the management of any organization that plans, organizes staff and 
directs the activities of the organization (Ohekwe, 1998). 

 
Human capital management in the local government system is the process by 

which the local government determine how the local government should move from its 
current position to a more desired position.  In the local government system, there is the 
placement process that is adopted b y the human capital managers in managing workers 
and how these placement process influences workers productivity.  The management 
style which the human capital managers adopt in the management of the workers in the 
local government system indicated the extent to which it influence productivity (Dennis, 
1986). 

Productivity of labour force is of great importance to the local government 
system, and all necessary plans are made by managers of the local government system to 
maintain and improve the ability of human capitals to achieve corporate objectives 
through the development of strategies designed to enhance the contribution of 
manpower at all times in the foreseeable future as proper human capital planning will 
surely help the manages improve the workers productivity in the local government 
system. 
 
Statement of the Problem 

In the local government system, it is the concern of the management to ensure 
that all resources available are properly harnessed to achieve stated goals.  There is 
inefficiency in the management of human capital resources in Ogba-Egbema-Ndoni 
Local Government Council.  Workers are scarcely sent on in-service training and even 
when they do, they under take such programme under self-sponsorship.  Another 
problem in the Ogba-Egbema-Ndoni Local Government Council service system is the 
issue of motivation of workers.  The key issue that has to be addressed, is how to make 
the agencies and institutions more relevant to the aspirations of the nation in terms of 
human capital development and utilization in the local government council.  It is in this 
respect that this research hope to determine how efficient the Ogba/Egbema/Ndoni 
Local Government Council is in the management of its human capital, among other 
things. 
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Purpose of the Study: 
The main purpose of this research is to determine the efficiency of 

Ogba/Egbema/Ndoni Local Government council in the management of its human capital 
resources in terms of career development and motivation of workers. 
Research Question: 
The study is intended to find solutions to the following research questions. 
1. To what extent is Ogba/Egbema/Ndoni Local Government council efficient in the 

management of its human capital resources? 
2. To what extent does Ogba/Egbema/Ndoni Local Government council provide on the 

job training for its senior staff. 
3. Does the management of Ogba/Egbema/Ndoni Local Government council 

adequately motivate its workers? 
 
Significant of the Study 

Effective human capital planning, development and utilization, imply that there 
must, as a necessity be some degree of coordination and cooperation among developers 
and utilizers of human resources.  Observation and experience have shown that this vital 
link between developers and utilizers of human resources is either missing or not 
appropriately harmonized. 

 
This may be caused by the following factors: defects in the planning process and 

procedure, lack of research incentives, poor data base, defects in the communication 
system etc.  Although institutions responsible for manpower development are worked 
upon to induce awareness, develop skills, impact knowledge, generate values in the 
process of human capital formulation, they themselves are faced with manpower 
problems as major employers.  This problem was highlighted in the fourth national 
development plan 1981 - 1985, chapter 34, p. 4.22.  It should be noted that the kind of 
service that local Government councils offer will depend on what they receive in terms 
of development.  Moreover, there is need to train Nigerians to replace foreigners who 
have voluntarily left the Nigerian civil service.  There is high inefficiency in the 
management of human resources of Ogba/Egbema/Ndoni local government council.  
This informed this study so as to determine the extent of efficiency in the council in its 
effort to manage the human resources.  The study will therefore benefit the staff of the 
local government councils in Nigeria and other training institutions, the problem 
confronting them and the possible solutions to such problems. 
 
Research Design 
This research undertook a survey design. 
 
Population of Study: 
The population of this study is onehundred and forty nine (149) senior staff of 
Ogba/Egbema/Ndoni Local Government Council. 
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Sample Size 
The sample size of this study is ninety (90) senior staff of Ogba/Egbema/Ndoni Local 
Government council out of hundred and forty nine (149), obtained by random sampling 
technique. 
 
Instrument 
The instrument used for this study was questionnaire comprising of ten (10) items for 
the senior staff of Ogba/Egbema/Ndoni Local Government council. 
 
Reliability of Instrument 
The researchers subjected the questionnaire to a reliability test using the test retest 
technique.  The questionnaire was found to have a reliability coefficient of 0.84.  The 
Pearson correlation coefficient was used to determine the coefficient of correlation. 
 
Method of Data Collection 
Copies of the questionnaire were personally administered by the researchers to the 
senior staff of Ogba/Egbema/Ndoni Local Government council. 
 
Method of Data Analysis 
The data collected through the instrument was analysed by using simple percentage. 
 
Findings 
The data analysis and discussion of findings are based on the four research questions. 
 
Research Question One (1) 
To what extent is Ogba/Egbema/Ndoni Local Government council efficient in the 
management of its human capital? 
 
Table1: Responses Showing Extent to which Ogba/Egbema/Ndoni Local 
Government Council is Efficient in the Management of its Human Resources. 
 
S/No Item Responses 

Yes No Total Percentage 
Yes No 

1. From observation, Ogba/Egbema/ Ndoni 
Local Government Council is efficient in 
the management of its human resource. 

 
 
 

32 

 
 
 

58 

 
 
 

90 

 
 
 

33.33 

 
 
 

66.67 
2. There are more WAEC/GCE,O/L 

holders in the council system now than 
degree holders. 

 
 

53 

 
 

37 

 
 

90 

 
 

60 

 
 

40 
3. The management of the council 

effectively and efficiently utilizes the 
human resources for maximum 
performance 

 
 

66 

 
 

24 

 
 

90 

 
 

77.33 

 
 

22.67 
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 Total percentage 15
1 

119  170.66 129.34 

 Menu    58.89% 43.11% 
 
The result shows a higher positive responses of 128 and a low negative response 

of 97.  This means that there is efficiency in the management of human resources in the 
Ogba/Egbema/Ndoni Local Government Council. 
 
Research Question 2 

To what extent does Ogba/Egbema/Ndoni Local Government council provide 
on the job training for the senior staff? 
 
Table 2:Responses Showing Extent to which the Council Provides on the Job 
Training for its Staff. 
 

 
S/No  

Item 
Responses 

Yes No Total Percentage 
Yes No 

4. Ogba/Egbema/ Ndoni Local Government 
council provide on the job training for its 
senior staff. 

 
 

32 

 
 

58 

 
 

90 

 
 

33.33 

 
 

66.67 
5. The available training programmes 

adequately cover all the functional 
departments and sections in the council. 

 
 

20 

 
 

70 

 
 

90 

 
 

16 

 
 

84 
6. The councils senior staff are always 

allowed to attend conference, seminars 
and workshops. 

 
 

38 

 
 

52 

 
 

90 

 
 

34.67 

 
 

65.33 
 Total percentage 90 180 270 84 216 
 Menu    28% 72% 
 
 

Responses in table 2 shows that Ogba/Egbema/ Ndoni Local Government 
council sends their senior staff on in services training. 
 
Research Question 3 
Does the management of Ogba/Egbema/ Ndoni Local Government council adequately 
motivate its workers. 
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Table 3: Responses on Workers Motivations. 
 
 
S/No 

 
Item 

Responses 
Yes No Total Percentage 

Yes No 
7. The management of 

Ogba/Egbema/ Ndoni pays salaries 
promptly. 

 
68 

 
22 

 
90 

 
80 

 
20 

8. Staff of the council are promptly 
promoted based on their year of 
working experience. 

 
 

58 

 
 

32 

 
 

90 

 
 
66.67 

 
 
33.33 

9. The management of the local 
government pays the senior staff 
allowances on in service training. 

 
 

28 

 
 

62 

 
 

90 

 
 
26.67 

 
 
73.33 

 Staff on in-service training sponsor 
the programme all alone. 

 
68 

 
22 

 
90 

 
81.33 

 
18.67 

 Total 222 138 360 254.67 145.33 
     63.67% 36.33% 

 
 
From the response shown in Table 3 above, it shows that the staff of Ogba/Egbema 
Ndoni Local Government council are not adequately motivated especially when on in-
services training, even though it pays workers salaries regularly. 
 
Findings: 
1. Ogba/Egbema/Ndoni local government council is efficient in the management of its 

human resources 
2. The management of the council provides on the job training for its senior staff but 

does not sponsor such staff on training. 
3. The management of the council does not adequately motivate its workers. 
 
Discussion of Findings 

From the responses on table 1, it was observed that there is efficiency in the 
management of human resources in Ogba/Egbema/Ndoni council.  Besides, table 2 
reveals a high negative response of 72% and low positive response of 28%, which 
means that the council management provides on the job training for its senior staff.  The 
result on table 3 equally reveals that the council does not adequately motivate its 
workers especially when on in-service training, even though it pays workers salary 
regularly.  This is adused from a high positive response of 63.67% and a low negative 
response of 36.33%. 

 
It has been recognized that employees competence on the job is acquired not 

only by formal education but also through experience gained in the work environment 
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and through the acquisition of specific skills and knowledge on the job by training and 
development.  Greater attention should therefore be placed on training and development 
as a means of obtaining competent employees within the organization (Musaz (1982).  
The importance of training as a major factor of organizational effectiveness cannot be 
over emphasized.  This is because training forms an integral part of the process of total 
quality management (TQM) and enables employees to perform their functions 
effectively so that orgnizations can attain given objectives.  As Strauss and Sayles 
(1981) observed that all activities of any enterprise are initiated and determined by the 
people that make up the institutions.  Every aspect of a firm’s activities is determined by 
the competence, motivation and general effectiveness of its human resources. 
 
Conclusion 

Varieties of opinion were derived from the sampled population involved in the 
study.  Based on the data analysed, the researcher observed that there is efficiency in the 
management of human capital in Ogba-Egbema/Ndoni local government council and 
that on the job training was being provided for the senior staff but with inadequate staff 
motivation.  The emphasis on training and development is justifiable on the ground that 
of all the resources of an organization, human capital is the main instrument for the 
attainment of the objectives of the organization.  Human beings plan, coordinate, 
organize, direct and mobilize other resources in the organization.  The investment in 
human development in organization are necessary and justifiable if organizations are to 
grow and survive in the dynamic environment in which they are embedded. 
 
Recommendations 
Based on the findings the following recommendation are forwarded. 
1. The management of Ogba-Egbema-Ndoni local government council should 

motivate their workers whenever necessary. 
2. The local government services commission should insist on the local government 

council sending their workers on in-service training for more self improvement. 
3. The local government services communion should ensure that qualified 

personnel’s are appointed to hold sensitive offices in the local government 
council. 

4. The Ogba/Egbema/Ndoni local government council should pay workers salaries 
and allowances promptly so as to increase the level of their performance. 

 
 
 
 
 
 
 
 
 
 

Dr. F. O. E. Iweka and Dr. E. J. Odiase 



 
 

151 

References 
Aghayare, V. O. (1995) Local government of Nigeria since 1950 in: R. F. Ola (led): 

Nigeria political system, input, and environmental, Benin City: Ambik Press,  
298. 

 
Asemota, O. (1990), Nigerian public administration and the execution of public policy. 

Benin City: Anibik Press, 267. 
Amaenhule, W. (1998) Human resources management: Owerri Spring field publishers. 
 
Flippo, E. (1983).  Personnel management New York: McGraw-Hill international Book 

Company, 182. 
 
Grahan, H. T. (1980).  Human resources management: London; Macdonald and Evans. 
 
Michael, H. B. (1983).  Personnel management London: Mardonald and Evans Ltd. 
 
Okojie, C. E. (1995) Human capital investment for productivity growth in Nigerian. The 

Nigerian economic and financial review (NEFR) June. 
 
Odusola, A. F. (1998) Human capital investment and the economic growth in Nigeria. 
 
Obi, E. (2003) Human capital development theory and practice. Enugu Jamoe 

publishers. 
 
Sartin, A.O. (1978).  The supervisor and the job.  New York: McGraw-Hill.   216. 
 
Siluka, F.A. (1976) Personnel administration and human resources management New 

York; I. Wiley, Press. 40-42. 
 
Sylria, R. D. & Meyer, C. K. (2002), Public personnel administration. Orlando  use: 

Harcourt college publishers, PP. 227. 
 
Yusufu, M. T. (1992).  Identifying training needs’ in: Alid, & I. A. Caleb, Eds.) New 

trends in personnel management.  Lagos: Spectrum Book,  121. 
 
 
 

Academic Scholarship  


