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Abstract 
The study examined the global challenges in human resource management in Innoson motors 
Ltd, Nigeria with a population of 630 senior staff of the company. 4-point Liker scale-type 
questionnaire was developed and found reliable at .085 using the Cronbach Alpha test for 
internal consistency. The descriptive statistics were used to analyze the research questions while 
the Chi-square was used to test the hypotheses at 5% significant level. The results revealed that 
Nigerians are predominantly employed into administrative positions while the non-Nigerian are 
employed to man the technical work in the company. The non-Nigerian staffers in the company 
are all employed as technical staff, indicating that acquisition of technical know-how is a reason 
for employing foreigners. The recruitment procedure for Nigerian employees is significantly 
different from the recruitment procedure for non-Nigerians. Thus the study conclude that there is 
discrimination in the employment processes in the company, wherein the non-Nigerian staff 
received better treatment and employment terms than Nigerian staff. Hence it is recommended 
that the management hi-tech firms in Nigeria should encourage transfer of technical-know-how 
to engender development technological and human capital base in Nigeria.  On the job training, 
media for in-house knowledge sharing and seminars should be encouraged. 

Keywords: Human Resources Management, Technical Know-how, human capital, staff training, 
recruitment practices 
 
1. Introduction 
The purpose of human resource management policy is to ensure efficient and effective 
development of human resources management. Armstrong (2009) stresses the human resource 
management as the process of increasing knowledge, skills and the capacity of people in the 
society. Vance and Paik (2006) averred that the process of human resource management, unlock 
the door to modernization. Human resources are the life blood stream of an organization. Despite 
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the application of technology in modern business management, human resources are still relevant 
and most adaptive resource of the organization. The strategic values of human resource 
management stems from the fact that apart from other resources employed in the course of 
production (Land, capital, technology etc) which are passive, human resources are endowed with 
discretionary decision making power and this have competitive advantage over  other resources. 
The challenges of development are to improve the quality of life, which the economist  argue 
that it is the human resources of a nation, not its physical capital or its natural resources that 
ultimately determine the character and pace of its economic and social development. 

Not gold but only men, can make a nation great and strong. According to late professor 
Frederick Harrison of Princeton University: - Human beings are the active agents who 
accumulate capital, exploit natural resource, build social, economic and political organization 
and carry forward national development. GeeGrad (1995) stated fundamentally that men are the 
key to all problems, not money. 

Funds are valuable only when used by trained, experienced, and devoted men and 
women. Such people on the other hand can work miracles even with small resources and draw 
wealth out of a barren land, cited here are Messer Innocent Chukwuma, of Innoson motors, Chief 
Cletus Ibeto of Ibeto group of companies, and Chief Chika Okafor of Chicason group of 
companies. Therefore, more than ever before, we need to plan for the future, which required 
taking stock of our current situation and to find ways to combat global threat. The fusion of 
computing and communication has broken the bonds of cost, time and distance launching an era 
of global information, networking communication ,change economic competition, empowerment 
and culture, inspiring global conversation. Today knowledge is being depersonalized and 
globalized. 

It is being taken out of its traditional context and disseminated by new media of 
communication. The emergence of globalization is favoured by the facts that our societies are 
now organized around knowledge production, having evolved from an industrial development 
mode. 

The management of human resource is complex and problematic because the individuals 
as workers hardly adapt or voluntarily embrace the objectives of the organization. As 
individuals, the employees have needs, aspirations, motivations, desires and interests which 
influences their behavior at work but unfortunately these objectives are sometime in conflict with 
the corporate objectives of the enterprise. In reconciling these conflicting interests Human 
Resources Management and planning are useful tools employed in harmonizing the needs of the 
employees with the goals and objectives of the organization on a continuous basis. 
1.2 Traditional Functions of Human Resource Management 
The nature and purpose of Human Resource Management at an organizational level differs 
across countries and regions and between different types of organization. 
The primary task of Human resource management is to ensure that the organization human 
resource are utilized and managed effectively. Human Resource practitioners are saddled with 
the responsibility of designing and implementing policies and programmes that will enhance 
human abilities and improves the organization’s overall effectiveness. Empirical studies have 
shown that poor human relations at work, neglect of staff welfare programmes and lack of 
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motivation are some of the factors that cause industrial strike and declining productively in the 
work setting. 

Therefore the modern day entrepreneurs recognized the importance and the role of human 
resource management practitioners in developing these valuable resources. To maintain and 
retain human resource in the Innoson Vehicle Manufacturing Company Nig Ltd, the human 
resource practitioners must perform these four critical roles. 

1. They are to control human resource programmes and laid down procedures, handling of 
grievances and disciplinary procedures, Quota system, fairness of appraisal exercise and 
granting of loans. 

2. Provision of services that assist the line managers in performing their jobs e.g. 
recruitment, selection and placement, compensation management, training and 
development, staff welfare programmes and research and planning. 

3. They are to create and implement policies which will be communicated to all employees. 
4. Counsel and advice the employees on issues of productivity, honesty and integrity human 

relations and safety at work. 
Each of the above functions is a complex flow of activities and it underscores HR 

management functions as integral part of the overall corporate plans of the organization. It 
follows therefore, that Human Resource management function is a joint responsibility for all 
managers in Innoson Vehicle Manufacturing Company Nig Ltd. 
Therefore for Innoson vehicle manufacturing company Nig. Ltd. To acquire and retain its human 
resources, the managers of the company must also adopt these programmes and procedures 
mentioned above. 
 
1.3 Globalization and Human Resource Management in Nigeria 
Globalization has made the world a better place, a world that will eventually lead to economic 
prosperity, political freedom, and world peace (Bhagwatti, 2004). Parmenter (2002) notes that 
globalization, which is the result of the democratization of finance, technology, and information, 
is driven by our basic human desire for a better life, a life with more freedom to choose how to 
prosper, what to eat, what to wear, where to live, where to travel, how to work, what to read, 
what to write, and what to learn. A valuable benefit of a globalized world is uninhibited 
movement of ideas, people, values, and systems across the globe. 

The key attraction of globalization according to Dawson (2003) is freedom. People 
bemoaned restrictions on where they can buy and where they can see. Globalization by its nature 
brings down these barriers and helps to hand the power to choice of the individual. Global 
markets create competition that yields better goods and services at better prices. People have 
opportunities and better paying jobs that never existed in closed non-global economies. 

However, it does not include unhindered movement of labour and, as suggested by some 
economists, may hurt smaller or fragile economies if applied indiscriminately. GeeGrad (1995) 
define globalization as the system of interaction among the countries of the world in order to 
develop global economy. Globalization refers to the integration of the economy and societies all 
over the world. Globalization involves technological, economic, political and cultural exchange 
made possible largely by advances in communications, transportation, and infrastructure. 
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Armstrong (2009) opines that human resource management is the function within an 
organization that focuses on recruitment and management, providing direction for the people that 
work in the organization. Also human resource management is the organizational function that 
deals with issues related to people such as compensation, hiring, performance management, 
organization development, safety, wellness, benefits employee motivation, communication, 
administration and training. Effective human resource recruitment enables employees to 
contribute effectively and productively to the overall direction and the accomplishment of the 
organization’s goal and objectives. 
1.4 Statement of the Problem 
The study was designed to examine the impacts and challenges of human resource recruitment 
practice to pace with globalization. These activities are necessary in galvanizing the efforts 
towards achieving the Innoson motors manufacturing company’s visions and mission of 
knowledge creation, invention, transmission and development through research. However, 
Innoson motors manufacturing company Ltd experienced a number of human resource 
recruitment related problems that affect the general functioning of the system. Burton (2003) and 
Kane (2001) have indentified factors which are barriers that affect human resource recruitment. 
Some of the pertinent issues are, top management, has a low priority, and offer a short term view 
of what the real issues in human resource management and the profession is. Innoson motors 
have experienced inefficiency in workforce planning, inability of some staff to communicate in 
Chinese language, political interference in recruitment process, favoritism in appraisal and 
promotion, lack of seriousness in issues of discipline and lack of compliance in human resource 
recruitment principles are the major obstacles in effective functioning of Innoson motors 
manufacturing company Ltd. 
1.5 Objectives of the Study 
The broad objective of the study is to examine the human resource recruitment practice in the 
company. The specific objectives are to: 

1. Ascertain the global structure of human capital in Innoson Motors Nigeria Ltd. 
2. Examine the recruitment practices of personnel in the Innoson Motors Nigeria Ltd. 
3. Investigate the employment terms for staff in the Innoson Motors Nigeria Ltd. 
4. Determine the training and development of employees in Innoson Motors Nigeria Ltd. 
5. Ascertain the staff disciplinary practices in Innoson Motors Nigeria Ltd. 

1.6 Research Questions 
1. What is the global structure of human capital in Innoson Motors Nigeria Ltd? 
2. What are the recruitment practices of personnel in the Innoson Motors Nigeria Ltd? 
3. Are the staff employment terms of Innoson Motors Nigeria Ltd   adequate? 
4. Are the training and development in Innoson Motors Nigeria Ltd poorly appraised? 
5. What are the staff disciplinary practices for Innoson Motors Nigeria Ltd? 

1.7 Hypotheses 
Ho1: There is no significant difference in the employee recruitment practices for Nigerian and 
non-Nigerian staff in the Innoson motors Ltd. 
Ho2: There is no significant difference in the employment terms for staff of the Innoson Motors 
Nigeria Ltd. 
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Ho3: There is no significant difference in the Employees Training and Development in Innoson 
Motors Nigeria Ltd. 
Ho4: There is no significant difference in the staff disciplinary practices for Innoson Motors 
Nigeria Ltd. 
1.8 Significance of the Study 
This study on human resource management challenges in Nigeria under a globalized economy in 
Innoson motors manufacturing company Ltd Nnewi is a great concern to Nigerian economy in its 
entirety. The significance of this study, no doubt, would be a source of succor and relaxation to 
the staff of Innoson motors whose appraisal, promotions, inadequate recruitment, placement 
practices and communication barrier affected most in the company. The administrative bottle 
necks in the recruitment practices and staff discipline and other allied activities of the Innoson 
motors manufacturing company like language barriers, government interference, and payment of 
salaries in foreign currencies would be reviewed by the appropriate authority. 

Empirically, the study of this would enhance the policy formulation and implementation 
in the company. This study would be of immense help to policy makers and organizational 
administrator as it will reveal to them, the qualitative human resource recruitment practice of 
organizational administration. 
The study would unveil immeasurably, the activities of the politicians and government 
interference through the officers at the helm of affairs especially in recruitment of staff thereby 
reducing the level of corruption in the entire system. 

The findings and recommendations of this study would add to the existing literature of 
globalization in the area of human resource recruitment. Such additional literature will enrich the 
researcher’s knowledge with regard to exploring ways to improve the operational effectiveness 
and the service delivery. 
1.9 Scope of the Study 
This work is on human resource management challenges in Nigeria under a globalized economy 
in Innoson motors manufacturing company ltd Nnewi. The time frame is 2002 to 2012, as the 
period under review. 
 
2. CONCEPTUAL FRAMEWORK 
2.1 Concept of Globalization 
Bhagwatti (2004) posits that globalization has provided the best opportunities for democracies 
and good governance. Mexico, Ghana, and Bangladesh are just a few examples. The poorest 
countries and the least democratic countries-North Korea, Burma, Cuba and Sudan are also the 
least globalized Countries .According to Friedman, the problem is not much on globalization; 
rather the choice of where one would choose to live-North Korea which has resisted 
globalization or South Korea which has embraced it, is obvious. The Harvard University Center 
for International Development (1995) discovered through their research that developing 
countries with open global economies grew by 4.5 percent a year during the past twenty years, 
while those with closed economies grew by 0.7 percent a year. 

Worldwide, the human resource management professions had to respond to increased 
competitions for global mobile talents, change in both workforce attitudes and composition, 
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shifts in the employer/worker relationship and rapid advances in human resource management 
technology. 

Various authors (see Burton, 2003; Kane, 2001) have identified factors which as a barrier 
affect human resource recruitment. Some of the pertinent issues are, top management, has a low 
priority, and offer a short term view of what the real issues in human resource recruitment and 
the profession are according to various researchers (Parmenter, 2002 and Burton, 2003). Human 
resource management practitioners are perceived to lack sufficient knowledge and skills 
necessary to implement effective human resource recruitment practices at various levels in their 
organization (Burton, 2003 and Agawala, 2009). Human resource professionals have not been 
assertive enough to be presented in the boardroom to guide HR programs to achieve long term 
impacts on human resource initiatives. This probably points to a lack of adequate drive and 
communication to apply strategic human resource management fully. 

To function effectively in the future, human resource professionals should find answer to 
the following issues: First, how can human resource recruitment add value? What can be 
outsourced, taken on by line managers or simply stopped? How can the skills be developed? 
Thirdly, how can human resources managers ensure that employees remain engaged and 
committed during time of turbulence? 
It is therefore, clear that the “who does what” debate regarding the roles and function of human 
resource professionals and line management has not been adequately resolved. Dawson (2003), 
clearly states that the forces of global change are at work in organization and are bound to 
significantly influence the future of the human resource management profession. 
 
2.2 Human Resource Management Issues and Challenges in Global Market 
Human resource management challenges as it affects business especially those operating across 
the national boundaries as multinational or global enterprise competing in global market entails 
many factors and centralization of its human resource practice; is certainly vital to improve 
global competitiveness and empower employees for global assignment. 

To achieve success in global market place, the challenges of all business regardless of 
their size is to understand global corporate cultural differences and invest in human resource. 

In recent time, business is conducted on international scale and this involves the transfer 
of goods and services, technology, management knowledge and capital to other countries or 
across national boundaries. Globalization has made the world smaller through fast 
communication network. The economies of the world have become increasingly integrated 
Bhagwatti (2004). Besides, we are now in a world where quality, efficiency and competiveness 
counts most. The internet has made communication network to be very easy and also for 
marketing to take place without necessarily moving from your desk of location. You can even 
see what the product is like and be advised by the seller. For you to participate in the global 
market, you must produce an internationally acceptable product. Your product must satisfy the 
market you are targeting. You must add value to the product. With the rapid expansion of global 
markets, coupled with the view that the whole world is in one market, it has now become 
imperative for human resource management practitioners to adapt to international needs by 
moving people, ideas, products and information around the world to meet local needs. 
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In addition to these factors, the geographic dispersion, multiculturalism, different legal 
and social system and cross border movement of capital, goods, services and people that the 
international firm faces, adds a need for competency and sensitivity that is not found in the 
domestic firm (Vance & Paik, 2006). Therefore, managers of this century must strive to balance 
the demand to think globally and act locally. However, some environmental factors may 
constitute a problem that affects the rate of adaptation from international to local environment for 
the under listed reason: 

I. Economic system (capitalism, mixed economy) and level of economic development 
(Development, Developing and under developed) 

II. Legal system/ environment and constraints (laws, regulations and administration of 
justice). 

III. Political environment (power, ideologies, government policies and regulations) 
IV. Educational system and language vary from one country to the other. 
V. Socio – Cultural /Ethical environment (values, social organization /system). 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Fig 1: Factors affecting human resource management in international market 
Source: Adapted from Holwerda (2014) 
 

A country’s economic system influences HRM in a number of ways. In socialist 
economic system, there are ample opportunities for developing human capitals because the 
education system is free. In a capitalist system, the opposite situation exists. There is less 
opportunities to develop human capital with higher cost. However, those who do invest in human 
capital especially through education are able to reap monetary reward through wage increase for 
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each additional year of schooling. The potential to fund and maintain a qualified workforce is an 
important consideration for a firm moving into a foreign market. 

The country’s human capital resource which is the capabilities of individuals in terms of 
knowledge, skills and experience that have economic values is germane to HRM. Countries with 
low human capital attract facilities that require low skills and low wage level, while countries 
with high human capital are attractive sites for direct foreign investment that creates high – skill 
jobs. It is in order to promote human capital resource in Nigeria that most state Governments 
here adopted free education. At the Federal level, the Federal Government has been investing 
heavily on the education sector and the sector had enjoyed rapid expansion with the proliferation 
of tertiary institutions. 

Thus, the moral and cultural fabrics of the society had largely been destroyed with 
serious consequences for trust and confidence; which are the two basic elements required for 
business to thrive. Today, we have cases of fraud, embezzlement, and 419 in the increase, 
threatening the basis for business relationship. To the extent that possession of the positive traits 
of trust worthiness and reliability cannot be readily seen on the faces of job applicants or their 
certificates. The problem poses a great challenge for human resource practitioners. 
 
2.2.1 Concept of Human Resource Recruitment Practice 
Human resource recruitment practice pertains to the means or how to implement the specific 
functions of human resource management. In organizations, human resource function may 
involve the implementation of recruitment and selection policies, disciplinary procedures, reward 
and recognition policies, a plan or staff development policies, however all of these functional 
areas need to be aligned and correlated, in order to correspond with the overall organizational 
goals. 
The elements of human resource recruitment practice include 
Human resource planning: For the managers to meet their human resource recruitment role, 
they must plan. Desseler (2005) sees planning as the process of determining in advance what is 
to be done, including clarification of goals, establishment of policies, mapping out programs and 
campaigns and defining specific method of procedures and fixing day to day schedules. 
Parmenter (2002) argue that planning is a continuous process which involves decision or choices 
about alternative ways of using available resources. From these definitions, one can observe that 
the process of planning involves the establishment of standard objective and goals against which 
actual performance will be based and compared. 
Human Resource Recruitment: Recruitment as observed by Lado and Wilson (1994), involves 
searching for and identification of potential job candidates in sufficient numbers and quality such 
that the organization can select the most appropriate candidates to fill its job requirement. To 
Kane (2001), recruitment is the process of searching for both inside and outside an organization, 
people who possess the requisite skills to fill vacant position. 

To achieve the above purpose, one have to define what kind of employee is required by 
describing and analyzing the job and drawing up a job description and personnel specification. 
According to 1pm Code (1990), all recruitment must begin with a job specification and a 
personnel specification. A job specification; Sets out the basic details of the job, defining 
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relationships, the overall objectives of the job, the main activities or tasks carried out  and any 
other special requirements or features (Armstrong, 2009). 
2.2.2 Dimensions of Human Resource Development 
Human resource development is considered the key to higher productivity, better relations and 
greater profitability for any organization. Desseler (2005) opines that human productivity is 
crucial for growth and survival of organizations. Fischer (2003) supported the concept that 
higher productivity leads to ultimate societal benefits. As far as the dimensions, components/ sub 
– systems of human resource development are concerned, mechanisms of human resource 
development have been designed in different ways and various thinkers and professionals have 
offered divergent views. Green (1997) suggests that human resource development sub – system 
comprise performance appraisal, potential appraisal, career planning, training, performance 
coaching, organization development, employee welfare, rewards, quality of work life and human 
resource information system. 
2.2.3 Problems, Issues and Trends in Human Resource Management in Nigeria 
Traditionally, the responsibility of the HRM has been centered primarily on recruitment, 
selection, orientation, training, job analysis and evaluation, labour relations, appraisal exercise 
etc but in the modern time, some problems and issues have created a new dawn for the HR 
practitioners and professionals. Some of these issues are discussed below: 

i. Productivity Improvement: Poor productivity is likely to create unemployment and 
inflation, decline in standard of living of the masses, hence all hands must be on deck in 
search of ways to improve productivity and thus strengthen the economy for the 
betterment of all parties in employment relations. Modern day HR practice has led to 
greater output and improves quality of products and thus the trend has encouraged HR 
practitioners in taking active roles on matter impinging on productivity improvement. 

ii. Quota System in Employment: This is very common in public organization where 
employment in government establishment is expected to reflect the Federal character 
principle. The HR practitioners have herculean task in ensuring that employment is 
carried out in the line with the above principle without compromising merits and 
standards. 

iii. Labour Dissatisfaction at Work: This has to do with issues like growing rate of 
unionization of employees, low morale and alienation from work. Others include labour 
turnover, brain drain, poor work habits/attitude, industrial conflicts and strikes which are 
inevitable phenomena in the workplace. 

iv. Social Responsibility by the Employers: Since the enterprises operating within some 
communities have made life unbearable for the populace through water pollution and 
destruction of other natural resources, the enterprises thus have social responsibility in 
terms of making contributions to the well-being and development of these communities 
e.g. Oil companies in Nigeria provide social amenities to the host communities to avert 
crises. Capital oil and gas sponsor sporting activities, give scholarship to brilliant and 
needy students. 

v. Health and Safety at Work: The focus is on creating of a work environment which 
minimizes the like hood of an accident or injury. Akin to this, is job stress which can be 
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as hazardous as an unsafe work place. The modern managers have recognized the dangers 
of potential personal and organization job stress and have taken interest on ways to 
reduce the problem through medical attention. 

vi. Quality of Work Life (QWL): This term refers to the extent to which employees’ 
personal needs are met through their work e.g. one’s QWL improves as one’s work meets 
more and more personal needs. Therefore, it is expected that improvements in QWL will 
affects the performance of the organization favourably. The HR professionals are known 
to be taking keen interest on issues that relates to job satisfaction and commitment in 
their bid to promote Quality of Work Life (QWL). 

 
3. THEORETICAL FRAMEWORK 
The theoretical framework for this study is based on the system theory. The concept system dates 
back to the time of Aristotle, who suggested that the whole is greater than the sum of its part. 
Since then, system has been a term applied to almost everything, such as the human body 
system, education system among others. Parmenter (2002) refers to system as a series of 
interrelated and interdependent parts such that, the interaction of the parts (sub- system) affects 
the whole system. In every system there are other smaller systems, called sub- systems. For 
instance, the human body, the total system encloses a number of major sub systems such as the 
central nervous system and the cardio- vascular system. The education system has different sub – 
systems such as primary, secondary and the tertiary education systems. 

Systems may be “closed” or “open” according to Agawala (2009) and open system 
relates and interacts with other system, while a closed one does not do any of these. The open 
system interacts with their environment or which they rely for obtaining essential inputs and for 
the discharge of their functions. The system theory is very relevant to organizational 
management because the entire organization is a system. The inputs according to Agawala 
(2009) are the human and non – human resources. 

The human resources are the employees and the non human resources comprise the 
equipment and facilities and fund for the running of the organization. 
 

 

 

 

 

 

Fig. 2: A model of the system approach. 
Source: Ganba (2003) 
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The relevance of the system approach to this work is immense. The system approach to 
recruitment enables us to see the interrelationship between the sub system and parts in an 
organization or system. The employers or the policy maker makes appropriate decision for the 
interest of the entire system. Staff does not exist in a vacuum. Recruitment of staff should relate 
to other personnel and management functions. This is because the level of staff recruitment in an 
organization affects the growth of that organization or system as a whole. 
4. SYNTHESIS OF THE LITERATURE 
Literature review for this study was presented under Globalization in human resource 
management in Nigeria and the theoretical framework as well as the concept of human resource 
recruitment practices. The concepts presented description of the concept of management, human 
resource management, challenges and issues in a global market. The theoretical review focused 
on system theory. 

The researcher established the existing gap in literature in the areas of recruitment and 
human resource management in a globalized economy with a special emphasis on Innoson 
motors manufacturing limited Nnewi. 
Burton (2003) stressed that human resource recruitment practitioners are perceived to lack 
sufficient knowledge and skills necessary to implement effective human resource recruitment 
practice at various level in the organization (Vance & Paik, 2006).Therefore, managers of this 
century must strive to balance the demand to think globally and locally. 

Generally, it was discovered from the literature review that not much research has been 
carried out in Nigeria on human resource management under a globalized economy in the study 
area. In Innoson motors manufacturing company limited, a study of resource recruitment 
practices and decentralization for globalization required in order to address possible problems 
that could be hindering the achievement of expected objectives. 
The recruitment of  Chinese as technical staff in the company further buttressed their problem 
because of language barrier, since most Nigeria employees cannot communicate with the 
technical staff in their language, the transfer of technical knowhow and training of Nigeria to the 
that level of taken over the technical expertise become a problem. The main focus for managers 
of this century is the urgency to manage change speedily and efficiently in them context with 
appropriate competencies. Issues like international HRM, diversity, employment equity, 
reputation management and corporate ethic amongst others must be factored regarding failure 
identification of HR professionals, role and capabilities (Parmenter, 2002 and Burton, 2003). 
HRM practitioner are perceived to lack sufficient knowledge and skills necessary to implement 
effective HRM practices at various levels in their organization (Jones, 2000). HR professionals 
have not been assertive enough to be present in the boardroom to guide HR programmes to 
achieve long-term impacts on HR initiatives. This probably points to a lack of adequate drive and 
communication to apply strategic human resource management fully. 
 
5. METHODOLOGY 
Research Design 
This study adopted a descriptive survey. This study describe in a systematic way, the human 
resource recruitment practices of the organization under a globalized economy in Nigeria, with 
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intention of determining what practices exist, the factors that militate against effective practices 
and strategies for effective human resource recruitment practices in organizations. 
 
Area of the Study 
This study was carried out in Nnewi, in Anambra State of Nigeria. All the staff of Innoson 
motors manufacturing are involved in the study. There are indigenes of Nigeria employed and 
there are other foreigners employed, like China and South Korea, working in Innoson motor 
manufacturing company in Nnewi. 
Population of the Study 
The population of the study constitute all the unit managers, the supervisors, and administrative 
officers totaling six hundred (600) Nigerians and thirty (30) Non-Nigerians in Innoson motors 
manufacturing company Ltd Nnewi.  Since they are the stakeholders in human resource practices 
in the establishment, they will give useful information on the human resource recruitment 
practices in the establishment. Thus, the whole population comprising the 630 employees of 
Innoson Motors Nigeria Ltd is involved in the study. 
Sources of Data 
The research instruments for this study relied on both primary and secondary sources of data. 
The primary data were got through personal interviews and questionnaire, administered to 
respondents. The secondary data were got from books, Journal government document and 
periodicals. 
Instrument for Data Collection 
A 4-Point Liker scale type questionnaire was designed to reflect the opinions of the employees of 
the Innoson Motors Ltd on issues relating to recruitment process, workforce plan, staff discipline 
and the problems affecting Human Resource recruitment in the company. 
Validity of the Instrument 
The validation procedure ensured that the structured questionnaire instrument measures what is 
supposed to measure, and thus certifies the requirements of content validity (adequate coverage 
of the research topic), construct validity (capacity of the instrument to actually measure the 
meaning of the concept/construct the research).  The instrument was given to the supervisor who 
went through it and makes his inputs. The certified instrument was used to address the issues 
stated in the objectives of the study. 
Reliability of the Instrument 
The reliability concerns the extent to which the instrument yielded the same result on repeated 
trials. To determine the reliability of the instrument in the study the test-retest method was used. 
By the method, the same test is given to the same person after a period of time. The reliability is 
estimated by examining the consistency of the responses between the two tests. The Pearson 
correlation coefficient obtained from the test was 0.85 which indicate very high correlation 
between the first responses and second responses to the same questionnaire. This implies that the 
questionnaire is reliable. 
Method of Data Analysis 
The data collected for this study were analyzed using both descriptive and inferential statistics. 
The research questions stated in the study were analyzed using frequencies and percentages, 
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where as the hypothesis were tested using chi-square statistics at 0.05 level of significance. The 
decision rule follows: at 0.05 level of significance, reject null hypotheses for tests with 
probability estimates lower than 5% (0.05) and conclude that they are statistically significant. 
Otherwise, we accept (when probability estimates are above 0.05) and conclude that there is no 
overall statistically significance. 
 
6. PRESENTATION AND INTERPRETATION OF RESULTS 
Out of the 630 questionnaires distributed, 527 were properly completed and returned. The return 
rate is (83.65%). The analysis is thus based on the responses from 527 staff of the Innoson 
motors Ltd. 

Demographic Characteristics of the Study 
 
Table 4.1: Characteristics of the Respondents 

SN Variables Frequency Percentage 
1 Gender 

Male 
Female 

 
435 
92 

 
82.5 
17.5 

Total 527 100 
2 Age 

Below 30 years 
31 - 40 yrs 
41 - 50 yrs 
Above 50 yrs 

 
192 
201 
118 
16 

 
36.4 
38.1 
22.4 
3.0 

Total 527 100 
3 Education 

O'Level 
NCE/OND 
HND/BSc 
Postgraduate Degree 

 
121 
136 
248 
22 

 
23.0 
25.8 
47.1 
4.2 

 527 100 
4 
 

Nationality 
Nigerian 
Non-Nigeria 

 
498 
29 

 
94.5 
5.5 

Total 527 100 
5 
 

Job Cadre 
Technical Staff 
Administrative Staff 
Support Staff 

 
39 
92 
396 

 
7.4 
17.5 
75.1 

Total 527 100 
6 Employment Status   
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Source: Researcher’s Computation from SPSS Analysis 
 
Table 4.1 above show the characteristics of the study population. The Table indicate that 
majority of the staff in the company are males (82.5%). The age distribution shows that staff who 
are less than 30 years of age are 192 (36.4%), age bracket 31 to 40 years are 201 (38.1%), 41 to 
50 are 118 (22.4%) while those above 50 years are  16 (3%). This indicates that the staff of the 
company comprises youthful population of the economy. 

Furthermore, the educational distribution of population sample indicates that higher 
number of the sample is persons with HND/BSc. This implies that majority of the sample are 
high profile staff. 
Table 4.1 also show that distribution of the population sample based on nationality, cadre of job 
and employment staff. The analysis showed that about 94.5% of the staff of the company is 
Nigerian while 5.5% are non-Nigerians.  Also, most of the staff is support staff involved in 
normal routine works while the technical staff is 7.4% and administrative staff is 17.5%.  More 
so, 5.5% of the staff is contract staff while 94.5% are full time staff of the company. 
 
Analyses Of the global structure of human capital in Innoson Motors Nigeria Ltd 
Research Question One: What is the global structure of human capital in Innoson Motors 
Nigeria Ltd? 
Table 4.2: global structure of  human capital in Innoson Motors Nigeria Ltd 

Nationality 

Employment Status 

Total 
Contract 
Staff 

Full Time 
Staff 

Nigerian Job Cadre Technical Staff  10 10 
Administrative 
Staff  92 92 

Support Staff  396 396 
Total  498 498 

Non-Nigeria Job Cadre Technical Staff 29  29 
Total 29  29 

 
Based on research question one of the study, Table 4.2 analysed the global structure human 
capital of Innoson Motors Nigeria Ltd. The table showed that all the contract staff of the 
company is technical staff and non-Nigerians. This implies that the non-Nigerian staff in the 

 Contract Staff 
Full Time Staff 

29 
498 

5.5 
94.5 

Total 527 100 
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company is all employed are technical staff indicating that acquisition of technical know-how is 
a major reason for employing foreigners. The analysis further shows that these non-Nigerian 
technical staff is normally employed on contract basis. This implies that their employment has no 
longer term prospect safe there is transfer of knowledge. Another group of technical staff (10) in 
the company are Nigerians, while others are support staff (396) and administrative staff. The 
analysis indicates that the technical aspect of the job is done by non-Nigerians. Therefore, motor 
manufacturing in Nigeria is an imported technology that is still manned by globalised labour 
force. 
 
Research Question Two: What are the recruitment practices of personnel in the Innoson Motors 
Nigeria Ltd? 
Table 4.3: The Recruitment Practices of Personnel in the Innoson Motors Nigeria Ltd 
 

N Mean 
Std. 

Deviation 
Remark 

1. The advertises for the position am being employed. 527 1.48 .757 Agreement 
2. The engaged me in any of written tests, interviews, 

and medical test before my final employment. 
527 2.02 .654 Agreement 

3. There are discrimination in the recruitment process 
of staff in the company 

527 2.12 .745 Agreement 

4. The staff recruitment practice of professional is 
adequate 

527 2.95 .530 Disagreement 

5. The owner of the company personally sought for 
my employment 

527 3.01 .607 Disagreement 

 
 
The analysis above show that Innoson Motors Nigeria limited uses advertising, written test and 
interviews in the process of recruitment of staff. On the other hand, the respondents indicated 
that there is discrimination in the employment processes. The analysis further indicated that the 
recruitment processes for professionals are not adequate. 
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Research Question Three: What are the employment terms for staff of the Innoson Motors 
Nigeria Ltd? 
Table 4.4: The Employment Terms for Staff of the Innoson Motors Nigeria Ltd 
 

N Mean 

Std. 
Deviatio
n 

Remark 

6. The company will normally give me adequate 
compensation in cases of disability or workplace 
accident. 

527 2.86 .452 Disagreeme
nt 

7. The company pays my salary and allowances in the 
local currency of Nigeria 

527 1.18 .662 Agreement 

8. The company will normally give me allowances for 
overtime work. 

527 2.92 .325 Disagreeme
nt 

9. I personally read and signed a contract agreement 
with the company before my employment 

527 2.88 .432 Disagreeme
nt 

10. The company will normally pay me compensation 
for any  breach of contract 

527 2.86 .451 Disagreeme
nt 

11. I found that the Nigerian staff and non-Nigerian 
staff have similar workforce plans. 

527 3.04 .263 Disagreeme
nt 

 
The research question three addressed the issue of employment terms of the Innoson Motors. The 
table above indicated that Innoson Motors do not have agreements to pay compensations to 
injured staff, no allowance for overtime duties,  and the company does not pay compensation for 
breach of contract resulting to relief of duties. This implies that the staffs do not enjoy good 
conditions of service. More so, the responses indicated that the staffs do not sign employment 
agreements with the company. Furthermore, the respondents indicated that Nigerians and non-
Nigerian have different employment terms (workforce plan). 
 
Research Question Four: What are the employee training and development for employees of 
Innoson Motors Nigeria Ltd? 
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Table 4.5: Employee Training and Development for Employees of Innoson Motors Nigeria Ltd 

 

N Mean 

Std. 
Deviatio
n 

Remark 

12. The Human resource management practices in 
Innoson motor are adequate. 

527 3.01 .115 Disagreeme
nt 

13. I  have received training on the job I am doing 
since I join the company 

527 2.94 .292 Disagreeme
nt 

14. My company has a developed systems and 
processes to capture and disseminate knowledge  to 
its local staff 

527 3.01 .097 Disagreeme
nt 

15. My company uses coaching and mentoring 
schemes to facilitate knowledge sharing within and 
across business units. 

527 2.97 .381 Disagreeme
nt 

16. My company prefers to contract out special 
assignments than use internal staff 

527 2.97 .177 Disagreeme
nt 

 
 
Table 4.5 addressed research question four: What are the employee training and development for 
employees of Innoson Motors Nigeria Ltd? The general responses as shown above indicated that: 

1. The human resources management practices in Innoson motors are not adequate. 
2. They staff do not receive training on the job they are doing. 
3. The company has not developed a system and process to disseminate knowledge to its 

local (Nigerian) staff. 
4. The company does not facilitate knowledge sharing in the company. 
5. The company uses contract staff and outsourcing for its major duties 

 
Research Question Five: What are the staff disciplinary practices for Innoson Motors Nigeria 
Ltd? 
Table 4.6: Staff Disciplinary Practices for Innoson Motors Nigeria Ltd 
 

N Mean 

Std. 
Deviatio
n 

Remark 

17. Absenteeism in my company can make me lose my 
job. 

527 1.92 .663 Agreement 

18. I will not normally be given fair hearing on when go 
against the company staff rules. 

527 1.92 .663 Agreement 

19. I am seriously cautioned on issues of discipline and 
lack of compliance to company staff rules. 

527 1.92 .663 Agreement 
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The analysis of the staff disciplinary practices for Innoson Motors are addressed by research 
question five as shown in the responses on Table 4.6.  The analyses indicated that absence from 
duty can cost a staff his/her job. Furthermore, staff does not normally obtain fair hearing on 
issues relating to staff discipline. More so, the staffs are seriously cautioned on issues relating to 
work discipline and compliance to office rules. 
 
Hypotheses Testing 
The hypotheses testing aims to find out whether Nigerian staff and non-Nigerian staff have 
similar views and treatments from the activities of Innoson Motors Ltd. The Chi-square tested 
for association in the responses from both groups (Nigerian and non-Nigerian staff). At 5% level 
of significance, the hypotheses test that there is no significance difference in the responses to 
issues raised in the study. 
Hypothesis One: Ho1: There is no significant difference in the employee recruitment practices 
for Nigerian and non-Nigerian staff in the Innoson motors Ltd. 
 
Table 4.7: Cross tabulation and Chi-Square Score test for employee recruitment practices 
for Nigerian and non-Nigerian staff in the Innoson motors Ltd 
  Nationality 

Total 

Chi-
Square 
Value & 
Sig. 

  

Nigeria
n 

Non-
Nigeria 

1. The advertises for the 
position am being employed. 

Strongly Agree 329 0 329 527 

(0.000) Agree 169 0 169 
Disagree 0 1 1 
Strongly Disagree 0 28 28 

Total 498 29 527 
2. The engaged me in any of 
written tests, interviews, and 
medical test before my final 
employment. 

Strongly Agree 73 0 73 459.401 

(0.000) Agree 401 0 401 
Disagree 20 0 20 
Strongly Disagree 4 29 33 

Total 498 29 527 
3. There are discrimination in 
the recruitment process of staff 
in the company 

Strongly Agree 80 0 80 207.149 

(0.000) Agree 341 0 341 
Disagree 39 29 68 
Strongly 
Disagree 

38 0 38 
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  Nationality 

Total 

Chi-
Square 
Value & 
Sig. 

  

Nigeria
n 

Non-
Nigeria 

1. The advertises for the 
position am being employed. 

Strongly Agree 329 0 329 527 

(0.000) Agree 169 0 169 
Disagree 0 1 1 
Strongly Disagree 0 28 28 

Total 498 29 527 
4. The staff recruitment practice 
of professional is adequate 

Agree 58 29 87 155.207 

(0.000) Disagree 378 0 378 
Strongly 
Disagree 

62 0 62 

Total 498 29 527 
5. The owner of the company 
personally sought for my 
employment 

Strongly Agree 0 26 26 480.125 

(0.000) Agree 13 3 16 
Disagree 411 0 411 
Strongly 
Disagree 

74 0 74 

Total 498 29 527 
 
Based on the significance value of the responses to questionnaire items 1 to 5, the  study 
conclude that there is a significance difference in the employee recruitment practices for 
Nigerian and non-Nigerian staff in the Innoson motors Ltd. The conclusion is based on the fact 
that the computed significance is below 5%, thus, the study rejected the hull hypothesis of the 
study. The conclusion implies that the recruitment procedure for Nigerian employees is 
significantly different from the recruitment procedure for non-Nigerians. 
Hypothesis Two:  Ho2: There is no significant difference in the employment terms for staff of 
the Innoson Motors Nigeria Ltd 
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Table 4.8: Cross tabulation and Chi-Square Score test for the employment terms for staff 
of the Innoson Motors Nigeria Ltd 
  Nationality 

Total 

Chi-
Square 
Value & 
Sig. 

  

Nigerian 
Non-
Nigeria 

6. The company will normally give 
me adequate compensation in cases 
of disability or workplace accident. 

Strongly Agree 0 22 22 437.257 
(0.000) Agree 23 7 30 

Disagree 475 0 475 
Total 498 29 527 
7. The company pays my salary and 
allowances in the local currency of 
Nigeria 

Strongly Agree 487 0 487 527.000 
(0.000) Agree 11 0 11 

Disagree 0 5 5 
Strongly 
Disagree 

0 24 24 

Total 498 29 527 
8. The company will normally give 
me allowances for overtime work. 

Strongly Agree 0 8 8 437.257 
(0.000) Agree 6 21 27 

Disagree 492 0 492 
 498 29 527 
9. I personally read and signed a 
contract agreement with the 
company before my employment 

Strongly Agree 0 22 22 155.207 

(0.000) Agree 10 7 17 
Disagree 488 0 488 

Total 498 29 527 
10. The company will normally pay 
me compensation for any  breach of 
contract 

Strongly Agree 0 22 22 424.879 
(0.000) Agree 22 7 29 

Disagree 476 0 476 
Total 498 29 527 
11. I found that the Nigerian staff 
and non-Nigerian staff have 
similar workforce plans. 

Agree 9 0 9 507.809 
(0.000) Disagree 489 1 490 

Strongly Disagree 0 28 28 
Total 498 29 527 
 
All the responses have significance values less than 5%. This means that the hull hypothesis that 
“there is no significant difference in the employment terms for staff of the Innoson Motors 
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Nigeria Ltd” should be rejected. The study thus concludes that there is a significant difference in 
the employment terms for staff of the Innoson Motors Nigeria Ltd. 
Hypothesis Three: Ho3: There is no significant difference in the employee Employees Training 
and Development in Innoson Motors Nigeria Ltd. 
Table 4.9: Cross tabulation and Chi-Square Score test for Employees Training and Development 

 
From the results, the hull hypothesis is rejected for questionnaire items 13, 15 and 16.They 
implies that there is a significant difference in the employee training and development in Innoson 
Motors Nigeria Ltd. 

  Nationality 

Total 

Chi-
Square 
Value & 
Sig. 

  
Nigeria
n 

Non-
Nigeria 

12. The Human resource management 
practices in Innoson motor are 
adequate. 

Disagree 491 29 520 .413 

(0.520) Strongly Disagree 7 0 7 

Total 498 29 527 
13. I  have received training on the 
job I am doing since I join the 
company 

Strongly Agree 0 2 2 361.435 

(0.000) Agree 9 25 34 
Disagree 484 2 486 
Strongly Disagree 5 0 5 

Total 498 29 527 
14. My company has a developed 
systems and processes to capture and 
disseminate knowledge  to its local 
staff 

Disagree 493 29 522 .294 

(0.588) Strongly Disagree 5 0 5 

Total 498 29 527 
15. My company uses coaching and 
mentoring schemes to facilitate 
knowledge sharing within and across 
business units. 

Strongly Agree 1 0 1 312.009 

(0.000) Agree 16 28 44 
Disagree 452 1 453 
Strongly Disagree 29 0 29 

Total 498 29 527 
16. My company prefers to contract 
out special assignments than use 
internal staff 

Agree 8 9 17 76.022 

(0.000) Disagree 490 20 510 
Strongly Disagree 74 0 74 

Total 498 29 527 
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Hypothesis Four: Ho4: There is no significant difference in the staff disciplinary practices for 
Innoson Motors Nigeria Ltd. 
Table 4.10: Cross tabulation and Chi-Square Score test for staff disciplinary practices for 
Innoson Motors Nigeria Ltd. 
 
  Nationality 

Total 

Chi-
Square 
Value & 
Sig. 

  

Nigerian 
Non-
Nigeria 

17. Absenteeism in my company 
can make me lose my job. 

Strongly Agree 110 0 110 493.346 

(0.000) Agree 374 0 374 
Disagree 14 2 16 
Strongly 
Disagree 

0 27 27 

Total 498 29 527 
18. I will not normally be given 
fair hearing on when go against 
the company staff rules. 

Strongly Agree 110 0 110 493.346 

(0.000) Agree 374 0 374 
Disagree 14 2 16 
Strongly 
Disagree 

0 27 27 

Total 498 29 527 
19. I am seriously cautioned on 
issues of discipline and lack of 
compliance to company staff 
rules. 

Strongly Agree 110 0 110 493.346 

(0.000) Agree 374 0 374 
Disagree 14 2 16 
Strongly 
Disagree 

0 27 27 

Total 498 29 527 
The test of hypothesis four: There is no significant difference in the staff disciplinary practices 
for Innoson Motors Nigeria Ltd, is shown on table 4.10.  Since the significance values are below 
5%, the study rejected the null hypothesis and conclude the there is a significant difference in the 
staff disciplinary practices for Innoson Motors Nigeria Ltd. 

7. SUMMARY OF FINDINGS 
Haven carried out the analyses of the research questions and test of hypotheses, the study comes 
up with the following findings: 

1. Nigerian is predominantly employed into administration positions while the non-Nigerian 
are employed to man the technical work in the company. The non-Nigerian staff in the 
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company is all employed as technical staff indicating that acquisition of technical know-
how is a reason for employing foreigners. 

2. Innoson Motors Nigeria limited uses advertising, written test and interviews in the 
process of recruitment of staff; despite that there is discrimination in the employment 
processes. 

3. Innoson Motors do not have agreements to pay compensations to injured staff, no 
allowance for overtime duties, and the company does not pay compensation for breach of 
contract resulting to relief of duties. 

4. Nigerians and non-Nigerian have different employment terms (workforce plan). 
5. The human resources recruitment practices in Innoson motors are not adequate. 
6. The company has not developed a system and process to disseminate knowledge to its 

local (Nigerian) staff. 
7. The company does not facilitate knowledge sharing in the company. 
8. The company uses contract staff and outsourcing for its major duties 
9. The recruitment procedure for Nigerian employees is significantly different from the 

recruitment procedure for non-Nigerians. 
10. There is a significant difference in the employment terms for staff of the Innoson Motors 

Nigeria Ltd. 
11. There is a significant difference in the employee training and development in Innoson 

Motors Nigeria Ltd. 
12. There is a significant difference in the staff disciplinary practices for Innoson Motors 

Nigeria Ltd. 
 
8. CONCLUSION 
The study has examined the global challenges of human resource recruitment in Innoson Motors 
Ltd, Nnewi Nigeria, using a structured 4-point Likert-type questionnaire. Based on the findings 
from the study, it is evidenced that acquisition of technical know-how is a major reason for 
employing foreigners. Motor manufacturing in Nigeria is an imported technology that is still 
manned by globalised labour force.  Innoson motors did not have a harmonized employment 
procedure and thus, there is been discrimination in the employment processes in the company. 
More so, the non-Nigerian staff received better treatment and employment terms than Nigerian 
staff. The need to meet international standards might encourage Innoson to enhance the working 
conditions of non-Nigerians. This could be done to enable the company to attract and retain the 
services of the non-Nigerian technical experts, who imported their knows-how into Nigeria. 
9. RECOMMENDATIONS 
The following recommendations are put forward: 

1. The management of Innoson motors should make efforts to encourage transfer of 
knowledge from its non-Nigerian staff to Nigerian staff. This is engendering development 
technological human capital base of Nigeria.  On the job training, media for in-house 
knowledge sharing and seminars should be encouraged. 
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2. The government of Nigeria should give more encouragement to the motor manufacturing 
industry in Nigeria by sponsoring students of tertiary institutions for Industrial Training 
(IT) in the company. 

3. The management of Innoson motors should encourage sending their employees to china 
for Chinese language training, it will go a long way to break up the language barrier. 

4. The management must have a harmonized progrmmes and procedures of recruiting of 
personnel in the company. 
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