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ABSTRACT 

The aim of this study is to understand the challenges of recruitment and selection in Nigerian 

organisations. Though it is through the system of recruitment and selection that competent 

and qualified personnel are being sort and offered job. However, recruitment and selection 

process in Nigeria organization are faced with several challenges such as geographical 

location of organisations, cost of advertising, brain drain, economic instability, politicians 

polarizations, nepotism and favoritism, misrepresentation of qualifications and bribery and 

corruption that affect their effectiveness. It is believed that a lot can be achieved if the 

recruiters maintain the status quo by making sure that merit is considered as number one 

priority followed by impartiality, fairness and equality. Agencies responsible for recruitment 

in Nigeria should try as much as possible to ensure that no unlawful discrimination occurs in 

the recruitment and selection process on the grounds of sex, race and religion or belief. In 

other words, all Nigerians seeking for employment should be given equal opportunity 

irrespective of their background. Finally, it is hoped that employment agencies in Nigeria 

will try as much as possible to put the suggestions offered into trial which are believed to be 

the solution to the identified problems. 
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1. INTRODUCTION 

In recent times, the business environment is constantly changing due to globalizations and 

competitions, organisations have to respond quickly to requirements of people.  Due to these 

scenarios, it has become the challenge of organisations to adopt best practices that would help 

them stand out in the market. According to Newell 2000, the competitiveness of an 

organisation can be measured by the quality of products, services rendered to customers that 

are different from others, hence, the best services offered to customers can be as a result of 

the genius brains working behind them. In this regard, the human resource has become an 

important function in any organisation as employees are valuable assets that could help drive 

productivity in an organisation. Therefore, it is important to have a well- defined recruitment 

policy in place which can effectively get the best fits for the vacant positions in organisations. 

Research has shown that this has remained a major challenge amongst most organisations in 

Nigeria. Selecting the wrong candidate or rejecting the right candidate could turn out to be a 

costly mistake for the organisations. Consequently, it has become increasingly important that 

as organizations evolve there is need to deal with the challenges associated with recruitment 

and selection in organisations to be able to be efficient and effective in attracting the best 

manpower. This paper would discuss the challenges of recruitment and selection in Nigerian 

organisations and provide the way-forward. 

2. STATEMENT OF PROBLEM. 

The nation’s economic challenges are quite formidable, poverty is almost at an all-time high, 

unemployment rate is high and rising, industrial production at best is stagnant, infrastructure 

are in terrible state across the country; a lot of bad roads, poor electricity supply, and 

telecommunication efficiency has fallen as drop rates have increased due to the impact of 

energy on the operations of the telecommunication sector. The economy of Nigeria is in a 

tight fix, inflation is in the double digits and there are fears that it may increase. Studies have 

shown that there is a high rate of poverty and unemployment. This has caused a lot of 

professionals to move to western countries such as Europe, America, Canada, Australia and 

New Zealand among other countries for greener pastures. Sourcing for the right people to 

occupy the right positions is a recruitment challenge for the human resource manager. The 

study tends to fill in these gaps by identifying the challenges that managers face in trying to 

recruit and select the right candidate for a job. It also highlights some of the challenges that 

prospective employees face when they are applying for jobs. Suggestions are also made on 

how these challenges can be abated. 

3. LITERATURE REVIEW 

The term recruitment has been defined by various authors (Ejumodu, 2011; Farazmand, 2007 

& Henry &Temtime, 2009).  According to Monday and Noe(1993), it has to do with getting 

the right set of people for particular jobs which may take the form of advertising for a large 

group of employees or tracking out a lightly skilled individual for specific work.  This 

implies that not any person with paper qualification is eligible for recruitment into an 

organisation.  Managers ensure that they have the right candidate for the position; the person 

must be matured, have the right sense of belonging, skills and good morals. This is very 

important in the organisations because employees can be seen as valuable assets of the 

organisation that can help drive productivity. 

Crawford (2004) defines ‘’recruitment as the process of attracting individuals on a timely 

basis, in sufficient numbers and with appropriate qualifications, developing their interest in 

an organisation and encouraging them to apply for jobs within it.’’  This indicates that the 
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exercise is not conducted every time but at a particular time when the need arises in the 

organisation. The need arises as a result of the vacant positions in the organisations.  

Nankervis et al(2002) stated that when carrying out recruitment process, it is important that 

organisations focus on both attraction and retention of the interest of applicants suitable for a 

given job. It should also create a positive image of the organisation in the eyes of people who 

come in contact with it. 

Studies have shown that there are two main sources of recruitment open to an organization 

(Mogie & Okeke, 2015; Ofori& Aryeetey, 2011; Sinha & Thaly, 2013). They include the 

internal and external sources. The internal source has to do with when vacant positions are 

filled by present employees, while external sourceinvolves a situation where the organisation 

cannot meet its human resource needs from within it and decides to recruit people from 

outside.  

After recruitment, the next phase is selection phase. Selection therefore is the process of 

choosing from the pool of applicants, those to be hired by the organisation based on the 

specified organizational requirements. It refers to the process of identifying the most suitable 

candidate from a pool of applicants. Mathis (2006) stated that this stage in the recruitment 

circle is very important as it is through this stage that employers make decisions on who is 

the most appropriate candidate to be employed of all the job applicants that has the relevant 

qualifications. The process of selection involves preliminary interviews, application blanks, 

tests, interviews etc. The recent crisis in the Nigeria economy has brought with it economic 

challenges resulting in high levels of unemployment and poverty (Ademolekun, 2002). The 

recruitment and selection practice in Nigerian companies are fraught with these challenges 

that should be properly managed to ensure the organisation achieves its aims and objectives. 

4 CHALLENGES OF RECRUITMENT AND SELECTION OF EMPLOYEES IN 

NIGERIAN ORGANISATIONS. 

Geographical location of the organisation: Studies have shown that the geographical 

location of organizations has the tendency to affect the recruitment and selection process of 

the organisation (Biobele, 2007). A situation where the organisation is located far away from 

the city centers. Potentially qualified and experienced people may not want to be relocated far 

away from their families except organisations can make provision for their families. Also, if 

organisations are situated in hostile communities, it could reduce the number of potentially 

qualified and experienced people to apply for the job. In situations like this, organisations are 

forced to recruit from afar afield due to lack of qualified personnel in their location 

sometimes they may go internationally this may be costly to most organisations thereby they 

may be forced to recruit underqualified personnel for the job which they will have to train. 

Cost of Advertising: According to Griffeth and Hom (2001). Advertisingis important in 

order to ha applicants from which to select. Hence, it is necessary to include it in every 

organization’s policy to advertise for vacant posts. Studies have shown that many 

organisations in Nigeria make use of the print media to advertise job vacancies which could 

be expensive for the organisation. Apart from the cost of advertising, making decision 

concerning the best print media or television programme with a wider readership or 

listenership may be difficult for most organisations. A situation where there has been a 

miscalculation to advertise through the wrong media may be costly to the organisation as 

organisations may fail to reach the targeted potential candidates. 

Size of Organisations: The size of the recruiting firm to some extent has influence on the 

recruitment and selection. Qualified and competent job seekers tend to prefer large 
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organisations than smaller ones. This is due to the general perception that larger organizations 

tend to offer better pay than smaller organisations (Ade & Lamidi, 2021). 

Brain drain: companies are forced to higher from afield due to lack of qualified persons in 

the locality. This is as a result of educational sector of the country where people graduate 

with certificates that they cannot defend.  Sometimes companies may go as far as recruiting 

beyond their region and internationally to get the best fit for the job which could be expensive 

to the organisation. In order to avoid these costs, these organisations may recruit substandard 

persons who lack the skill for the job who they will have to train, this may be expensive for 

the organisation. 

Economic instability:  The high level of economic instability of the country has led to many 

qualified and experienced people leaving the country to look for greener pastures in other 

countries. For instance, recently due to the economic recession in Nigeria has caused many 

qualified persons leaving the country to neighboring countries. In most cases, organisations 

are being faced with fresh graduates with little or no experience this poses a threat to the 

organisations (Janes, 2018).  

Influence peddling: Politicianspolarizations has spilled into organisations in Nigeria. 

Research has shown that politicians may influence the recruitment and selection process by 

referring their candidates for vacant positions irrespective of whether their candidate is 

competent or not.  Sometimes, the human resource manager may comply due to the fear of 

losing their jobs.  This eventually leads to recruiting staff that are in most cases incompetent. 

Studies have shown that any organization to achieve its objectives it must have people with 

proven competence (Cole, 1997). It was on the realization of the need for competence in 

organizations that made Max Weber the greatest exponent of bureaucracy to state that 

candidates for positions in organizations must be selected on the basis of technical 

qualifications. However, in the case of Nigeria, recruitment and selection are based purely on 

sentimental reasons (Adeyemo & Osunyikanmi, 2009). 

 
Recruitment based on Skills: There is also the issue of recruitment purely based on skills 

rather than positive attitude. Recruitment in Nigeria is mostly based on the skills and 

technical know-how of the person to be employed without giving due considerations to the 

attitudes and character that theapplicant possess. It is good to note here, that employees with 

improper or negative attitude in most cases do not strive hard towards the realization of the 

organizational goals. Their personal interest is superior to that of the organization. This has a 

strong and negative effect as it leads to workplace tension and also lowers productivity 

(Biobele, 2007). 

Nepotism and favoritism 

Prospective employees face problems associated with nepotism and favoritism. In 

recruitment and selection nepotism is defined as the practice of unfairly giving the best jobs 

to members of your family when you are in a position of power (Winfield, 2004). In most 

case in Nigeria, nepotism happens when those in higher management positions influence the 

recruitment and selection process. Top management takes advantage of their positions to 

secure jobs to favour friends and relatives. The organization goes through the process of 

advertising for a vacant post as a matter of procedure. The process of selection and 

recruitment is done to fulfil a requirement when a candidatehad already been identified. Some 

candidates might not even go through the recruitment and selection process as other 

candidates do (Bernard & Bernadette, 2014).  
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Favoritism has to do with the process of giving unfair preferential treatment to one person or 

group at the expense of another. Most times the recruitment process in most organisations in 

Nigeria could be subject to favoritism. Top management tends to attach sentimental reasons 

in the recruitment and selection process. They could recruit based on employees who belong 

to the same tribe, religious and social affiliations with them (Briggs, 2007). 

 

Misrepresentation of qualifications (fake qualifications) 

Misrepresentation can occur during a selection process when an eloquent communicator can 

get the job only to be realized later that he is incapable or does not have the right 

qualifications or experience. Relevant qualifications for the job are often used during the 

selection process to screen and short list the candidates (Gbereubie, 2011).The study has 

established that sometimes applicants present fake diplomas or certificates. There are 

instances where potential candidates have used other people’s qualifications especially 

relatives with same surnames. Because of the high rate of unemployment some job applicants 

present fake qualifications. When a company discovers the fact or when the incumbent fails 

to perform, the company is then forced to re advertise the job and this is costly both in terms 

of time and money. It is advisable for organizations to employ the services of recruitment 

agencies that are able 

 

Bribery and Corruption: The issue of corruption and its twin brother bribery, has continued 

to protrude their monsteric heads in all spheres of life, most importantly in the area of 

employment (Mogie & Okeke, 2015). Specifically, corruption or corrupt behavior involves 

the violation of established rules for personal gain and profit (Sen 1999, p.275).  Olusanya 

(2002) maintained that the recruitment and selection process in Nigeria has characterized by 

bribery and corruption. Corruption takes place when managers make recruitment and 

selection process to benefit their candidates.Bribery has to do with the payment (in money or 

kind) that is taken or given by the candidates to secure position in their prospective 

organisation. 

 

5. WAY   FORWARD 

Agencies responsible for recruitment in Nigeria should try as much as possible to ensure that 

no unlawful discrimination occurs in the recruitment and selection process on the grounds of 

sex, race and religion or belief. In other words, all Nigerians seeking for employment should 

be given equal opportunity irrespective of their background. Issues of nepotism, ethnicity and 

tribalism should be completely wipedout. Equality of opportunity is an integral part of the 

recruitment and selection process and to this end employers should make sure that only the 

right candidates are recruited i.e. recruitment should be basedon merit. 

Hiring employees should not be based only on the skills of the applicants; positive attitude 

should also be considered as well. The right attitude not only benefits the employee, but also 

maintains workplace morale and improves overall performance that benefits both the 

employee and the organization as a whole. The reason for hiring employees based on good 

attitude, rather than sound skills, is that having the right skill set may get the applicant hired, 

but having the wrong attitude will ultimately result in the employee failing in the position. As 

such high level of skills and technical know-how coupled with sound attitude should be 

considered for employment. 

Employers should also be cautious in choosing selection methods in order to maintain 

credibility among applicants as well, of course, as assessing the predictive value of the 

methods. The parameters considered before employment or recruiting candidates should be 
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sound, not bias and up to date. This should be given great emphasis so as to avoid breeding 

bad eggs into organizations. 

Decisions made in the course of recruitment and selection process should be perceived as 

essentially fair and admissible to all parties, including people who have been rejected. This 

can be done by using appropriate methods as mentioned earlier on and also being fair in the 

process. Applicants are concerned with both procedural justice – that is, how far they felt that 

selection methods were related to a job and the extent to which procedures were explained to 

them – and distributive justice, where their concern shifts to how equitably they felt they 

were treated and whether the outcome of selection was perceived to be fair. 

Constant interference in the issue of recruitment by political office holders and other top 

government functionaries should be minimized or completely stopped in order to ensure 

formidable recruitment that will lead to good governance in organizations and also ensures 

effective formulation and execution of government policies geared towards the betterment of 

the living condition of the populace (Sinha& Thaly, 2013). The agencies responsible for 

recruitment should be left alone to do their job as they are people with proven integrity who 

are appointed based on merit and technical know-how. 

Recruiters in the Organisations need to keep abreast of changes in the labour market to ensure 

that their recruitment efforts are not wasted or directed at too small a pool of labour. This in 

essence means that governments must know its exact workforce and also when there is the 

need to add to the existing workforce. Skill shortages may occur unexpectedly and 

recruitment and training processes need to be kept flexible. It is however, a good idea for any 

organization to plan its labour force requirements, matching available supply against forecast 

demand. A skills audit of existing staff will increase knowledge of the skills the organization 

has available and those which are lacking, and thus help pinpoint areas for future 

development (Triphathi & Agrawal, 2014).  

 

6. CONCLUSION. 

Recruitment and selection are the instruments used by the Nigerian organisations to ensure its 

continuity in the sense that those who exit the organisation by either retiring or withdrawal 

are being replaced instantly and this makes the work in the organisation on-going i.e. a 

continuous. It is however, through the system of recruitment and selection that competent and 

qualified personnel are being sort and offered job. This to a greater extent helps in 

maintaining sanity as well as the much needed development in the workplace. Though the 

recruitment system is characterized by a number of irregularities which are mostly 

sentimental, it is believed that a lot can be achieved if the recruiters maintain the status quo 

by making sure that merit is considered as number one priority followed by impartiality, 

fairness and equality. Finally, it is hoped that employment agencies in Nigeria will try as 

much as possible to put the suggestions offered into trial which are believed to be the solution 

to the identified problems. 
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