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Abstract 

Human Resource or manpower is most crucial factor of production of goods 
and services, comparable to other factors as capital and land.  Therefore, 
properly acquired, developed, maintained and motivated human resource 
can be key driver to economic development of any nation.  The paper 
revealed that human resources in most African States are characteristically 
low in status and predominantly made of generalist administrators, which 
make them incapable to be veritable vehicles for economic development.  
Staff training and development in most African States are not based on 
training needs analysis of an organization, rather is regarded as reward 
which are pronged to farvouritism and corruption which directly affect 
individual workers motivation and career development.  Comparative, 
descriptive and documents analysis approaches through data generated 
from the secondary sources, were adopted in the paper.  The paper 
recommended that to stem the tide of low economic development in African 
States, more proactive, holistic and strategic approaches should be adopted 
in the management of Human resources in African countries, so that they 
can join the league of Nations in the world by the year 2020 as economic 
giants. 

 
The human resources or workforce of a nation, which comprise of men and 

women, young and old who engage in the production of goods and services are the 
greatest, and perhaps the most precious assets of the nation or organization.  This 
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statement is variously captured by Harbison and others. (Harbison 1973:15), noted 
that: 

Human resources, not capital, not income or natural resources constitute 
the ultimate basis for the wealth of nation, capital and natural resources are 
passive factors of production, human beings are the active agents who 
accumulate capital, exploit natural resources, build social, economic and 
political organizations and carry forward National development. 

 
On the other hand, an American sage and industrialist, Sony (1998:12a) also 
observed: 
 

An organization or country most important resources are the people who 
supply the work, talents, creativity and drive the organization.  It seems 
logical then that among a manager’s most critical tasks are the selection, 
training and development of people who will best help the organization 
meets it goal. 

 
The above assertions underscore the importance of human resources to a 

nation or an organization.  Therefore, it can be stated that the “indices” for measuring 
the nation economic growth and development hinge on the condition of human 
resources which a nation or organization possesses.  Human resources essentially 
constitute the ultimate dignity of a nation.  They constitute the interplay and 
interactions of people other than factors of production or natural resources of a 
country, and also constitute the development process.  According to Gant (1979:14) 
the people are the human resources that supply physical labour, technical and 
professional skills which are germane to effective, efficient planning and 
implementation of development policies, programmes and projects of governments of 
African States. 
 

After the end of second world war, Ojo (1983) noted that globally, the 
development of human capital is an unavoidable prerequisite for social economic 
development of a nation in particular and modernization generally. It is, therefore, 
against this backdrop that this paper examined the imperatives of human resource 
management as a key driver to economic development in African States. 
 
The Problem 

There are myriad of problems which characterize the human resource 
management in Africa.  The examination of few of them will suffice in this paper. 

 
1. A Low Status Accorded Human Resource Managers in Africa 

Though much has been said in the literature about the significant of human 
resource in terms of its superiority to other resources, it has not been given as 
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much importance as financial and natural resources. Even though human resource 
manager is often accorded the same status as others in organizational hierarchy, 
he is normally looked down with disdain and at times discounted by the general 
manager in his interaction with his immediate subordinates.  This aside, human 
resource management practitioners in African States are generalist administrators, 
or those characterically described as “Jack of all trades, but master of none”.  
They belong to those category of staff who perform macro organizational duties 
that transcend extensive focus on particular functional areas, (Ekpe 2012). The 
history of human resource management in Africa has shown that most senior 
personnel practitioners have risen to their present positions from the ‘rank and 
file’ in which case most of them were ordinarily low rank staff of clerks and 
messengers.  For instance, Tanzania offers a scenario which best describes the 
low status of junior staff in that country. When that country economic growth 
rose by 6% there was a concomitant expansion in educational system, and 
coupled with pressure on the system aggravated by a emerging East African 
labour market, the country experienced human resources surplus in low level, but 
acute shortages in the middle and higher level professions. (African Studies 
Report Mzuimbe University, 2011). 
 
According to Peter Blunt and Oladeji Popoola (1985), African States’ workers 
lacked formal training and qualifications in human resource management.  This 
significantly contributed to their under representation on company Boards in most 
African States.  For instance, a study conducted in 1977 by the Zambian 
management Development and Advisory Service showed that 600 openings in 
organizations in Zambia had the highest percentage of partially or not qualified 
human resource managers.  
 

2. Rapidity of Environmental Changes in Africa 
Again, Argyris 1968; 1976 observed that due to rapid environmental changes 
which has swept through the continent of Africa and coupled with the fresh 
methodologies of industrial psychology, African States are yet to grable with the 
complexity which the modern practice of human resource management has 
brought about on modern work organizations.  That is to say, the human resource 
management practice in African States is still a reflection of medieval 
organizational structures and practices, (Subba Rao and S.P Rao 1990:46). 
 

3. Absence of Initiative and Non-Application of Modern Techniques in Human 
Resource Management 
It is observed that most African States are yet to embrace the critical and modern 
techniques, such as sensitivity study, grid system, Management By Objective 
(MBO) Operational research in man-power planning, performance appraisal 
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based on MBO concept and effective career planning and development to 
promote the quality of work life and the like for work force.  The non application 
of all these modern techniques in the HRM in African States is a serious set back 
to effective human resource management practice.  It is in favour of this practice 
that informed experts as Hillard, Ubeku, Pennry, Hasket, Beach, Batholomun and 
Tabias to support the use of these methods as catalysts to integrated manpower 
policy on training for Human Resource Management practitioners in African 
States. 
 

4. Display of Lip Service, Favouratism and Corruption in the Treatment of 
Human Resource Management Practice 
Very many human resource management practitioners often times exhibit lip 
service, favouritism and corruption in human resource practice.  In the process, 
some do injustice to others and favour some. And in the process, discriminate one 
against the other in implementing human resource policies, such as promotion, 
selection for training, transfer and performance appraisal, etc.  All these are 
actions and efforts which thwart effective human resource practice in most 
African States. 

 
Conceptual Clarification of Human Resource Management (HRM) 

The Human Resource Management is American in origin.  Between 1970 till 
date the human resource management practice appeared as a replacement for 
traditional personnel management which is described as a change in the functional 
boundaries.  Thus, Miller and Burack (1981) admitted that “Human Resource 
Management as a concept places emphasis on integrating human resource planning of 
the organization, and this marks a fundamental change from a older “maintenance 
personnel management model” defined by Burack and Smith (1970) as being 
characterized by Taylorism – control, efficiency, low cost and containment of 
conflict.  On the other hand, Storey (1995:59) defined Human Resource Management 
as “a distinctive approach to employment management which seeks to achieve 
competitive advantage through the strategic development of highly committed and 
capable workforce using an integrated array of cultural, structural and personal 
techniques. 
 

However, Human Resource Management does not really defer from each 
other in terms of organic meaning of the two concepts in the opinion of (Schalar, 
1981).  Again, Foulks and Liernash claimed that the two terms are being used 
“synonymously” by them and with no fundamental differences in meaning.  Murdua, 
and Schustar (1985) defined “Human Resource Management”, as covering all 
activities of line and personnel managers.  Schenfeldt and Shaw (1990) in a text 
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entitled “Human Resource Management” echoed much in line with the opinion 
expressed by others. 
 

For Subba Rao and Rao (1990), the term Human Resource – Workforce at the 
macro level indicates, the sum total of all the components (like skill creative ability) 
possessed by all the people (employed, self employed, unemployed, employers, 
owners, etc.) whereas the term “Personnel” even at the macro level is limited to 
employees of all organizations.  By extension therefore, the term “Human Resource” 
is much more broader in scope than the term “Personnel” either at the component 
level or organizational level or even at the macro level. 
 

In the words of Ivancevich (1999) human resource management is the process 
of accomplishing organization or country’s objectives by acquiring, retaining, 
terminating, developing and properly using the human resource in an organization or 
a nation.  For Imagha (2001), human resource approach to management is 
developmental.  It is concerned with the growth and development of people or nation 
towards higher level of competency, creativity and fulfillment, because people are the 
central resources of any organization or nation.   
 

We, therefore, assume that human resource management practice in African 
States will achieve the goal of serving as catalyst or driver to economic development, 
if the following essentials are adopted and appreciated, Amstrong (2003:4,5). 
 
1. An emphasis to be placed on strategic management of people (human capital of 

organization) which achieve ‘fit’ or integration between the business and the 
human resource strategy.  

2. The treatment of people as assets, rather than costs – they are regarded as source 
of competitive advantage and a human capital to be invested in through the 
provision of learning and development opportunities. 

3. The performance and delivery of human resource management and as a line 
management responsibility. 

 
In a very simple palace, human resource management or man power development 

should involve a wide array of activities than straight forward personnel management 
which had been described as a strategy for the acquisition, utilization, improvement 
and rotation of an enterprise’s human resources (development, employment, 
company, manpower planning) HMSO (1974).  The key clause thus added to human 
resource in this perspective is ‘strategy’ implying systematic analysis based on 
information, forecast and comparison with other enterprises and wider trend in the 
economy.  It is in the acknowledgment of the above features and the essentials, that 
informed Hailey (1996) to advocate that Human Resource Management practitioners 
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should move away from the bureaucracy of personnel management to the apparent 
flexibility and responsiveness of Human Resource Management (HRM). 
 
The Concept of Economic Development 

For the purpose of this paper, let us define Economic Development as a 
problem of under-developed countries, and economic growth to those of developed 
countries.  To make this statement much clearer, (Maddison 1970:99) admitted that 
raising of income level is generally called economic growth in rich countries, and in 
poor ones, it is called economic development.  (Hick 1957:9) also opines that the 
problems of under developed countries, including African States are concerned with 
the development of unused resources, even though their uses are well known, while 
those of advanced countries are related to growth, most of their resources, including 
human resources, being already known and developed to a considerable extent.  In the 
view of (Shumperter 1934:7) economic growth means more output, while economic 
development implies both more output and changes in the technical and industrial 
arrangement by which it is produced and distributed. 
 

Some aspects of African State economic potentialities and constraints are 
captured by Abudu Kadri (1999:25) when he noted “one of the most ordinary 
paradoxes of the African condition is poverty in the midst of plenty, with an area of 
over 30 million square kilometers, Africa is blessed with enormous resources of 
minerals, forest and agricultural products of the best variety found any where in the 
world”.  Despite this, and coupled with her 50 years of existence as political entity, 
African economic and social systems were still subjugated to European powers which 
coerced the supply of agricultural commodities to service the needs of the metropolis.  
What African leaders, governments and people need now are possibilities that will 
enable the continent achieve self sustaining economic development, arrest poverty 
and mortality rate, reduce the debt burden, improve infrastructure and secure better 
commodity prices, (The African Economy 2000:11). 
 

In recent years, the development policies of many African States have shown 
increasing emphasis on Agricultural sector and rural development. This is why most 
African States have consciously applied this approach in their respective development 
plans and budgets.  The Nigerian National Development Plan (1975 – 1980) as well 
as the subsequent ones ranked high on its policy objectives realizing that about 70% 
of the Nigeria population lived in rural areas and have benefited very minimally from 
the rapid economic growth from the past years. 
 

The examination of economic development in African States cannot be 
conclusive without discourse on their style of governance and leadership, as these two 
pillars play significant role in harnessing the continent’s natural and material 
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endowments.  Therefore good governance and leadership models or examples of 
countries like Malaysia, Singapore and Indonesia should be examples to be emulated. 
The leadership of these fast growing economies have attained their present positions 
through effective utilization of their available resources, including human resources to 
develop and improve their conditions.  Such processes were carried out with 
determination, political will and patriotism.  Singapore, unlike Nigeria has a small 
quantity of petroleum products.  Singapore is one of the least oil producing nations 
rated 78th in the world, while Nigeria is 12.  One of the highest.  So how did 
Singapore become a fast developing nation?  The answer to this question is good 
governance and leadership provided by Lee kwan Gew, the founding Prime Minister 
of Singapore, (Ozun 2010).  In terms of Agriculture, Malaysia is now the world’s top 
producer of palm products.  Malaysia borrowed palm seedlings from Nigeria which 
today she has abandoned same to concentrate only on crude oil production.  Malaysia 
is also one of the world’s largest computer hard disk manufacturing sites as well as 
the world’s largest Islamic Banking and financial hub, (Naraghan 2011).  The socio 
economic feat recorded by this countries, which African states should emulate 
qualifies them to be listed as top global economies of the world by the year 2020 as 
Asian tigers. 
 
Comparative Discourse on How Human Resource Management can Serve as 
Key Driver to Economic Development in African States 

According to African studies centre of Mzumbe University (2011), human 
resource development in Africa had taken centre stage than any other aspects.  Since 
independence, African States stated robust capacity building programmes to develop 
local government as part of strategy to become self sufficient in human resources.  
However, the type of training was basically Eurocentric and not compatible with local 
cultural, political and economic development environment.  The economic down turn 
of 1980s, coupled with massive retrenchment got rid of excessive human resources, 
and at the same time curtailed recruitment.  Between 1990s and 2000s, the volume of 
labour force has been increasing as various African States made enormous grants 
towards building human capital in their sectoral/budgetary votes.  Some African 
States had also launched succession planning in a way to fill in gaps to enable 
experienced and qualified staff take up senior positions in most public institutions.  
Kamoche (2004) observed that most training and development in most African States 
were done without systematic training needs analysis, and it is regarded as a reward, 
rather than a need and hence subjected to favouritism, corruption and use of 
managerial judgment on the type of training, place, trainer and selection of staff for 
training.  Thus, deters employees aspiring towards developing their carreer, lack of 
enabling environment and attractive reward system stifle individual workers’ 
motivation and career development. 
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Also conducted in Tanzanian Construction Industry (Ofori and Debrah 2005) 
revealed that many constraints to career development, include lack of institutional 
training programmes for managers and professional staff, poor remuneration and lack 
of career opportunities.  These are awful situations which are commonest and 
characteristics of most African States. 
 

Another human resource management practice which we should like to draw 
an inference from is the Japanese human resource management model.  The Japanese 
model of management style is a package anchored on long life employment, 
enterprise unions, seniority based payment systems, elaborate welfare providing long 
time training, constant job rotation and collective decision making, (Imagha 
2001:141).  Apart from the apparent submissiveness of the Japanese workforce to 
managerial domination, Japanese human resource management practice offers a direct 
contrast to the American system which encourages job hopping, no feeling or 
company loyalty and generate great pressure to perform constantly (Ibid) while the 
workers in both Americas (HRM) model live in a world where there is a coalition of 
commercialism, confusion and competition, Japanese salaried workers on the other 
hand, is monolithic, orderly and group oriented.  Indeed, the Japanese themselves 
have characterized their centrally human resource management system as the 
bureaucratic industrial complex, akin to Max Webber’s model or prescription.  On the 
other hand, the World Bank’s recent study on the East Asian Miracle: Economic and 
Public Policy (1995) had shown that between 1965 – 1990, East Asia (otherwise 
referred to as Asian Economic Miracle or Asian Miracle States) grew faster than any 
region of the world.  The eight giant economies, are Hong Kong, Indonesia, Japan, 
the Republic of Korea, Malaysia, Singapore, Thailand, Taiwan and China (Eminue, 
2005:61). 
 

Their success story lies in the fact that they skillfully harnessed and 
accumulated a lot of physical and human capitals to promote rapid economic 
development of their various economies. Apart from sustaining rapid economic 
growth with equity, the East Asian countries have better been able than most others at 
allocating physical and human resources to productive investments and also acquiring 
and marketing technology (The East Asian Miracle, 1995:22,24,86). 
 

For African States to accomplish the feat in the area of Human Resources 
management as depicted in the cases of Japanese and other eight giants – styled Asian 
Miracle States, African States should attach key interest in the development of their 
human resources to achieve the much desired developmental and organizational 
objectives of their respective states.  To achieve this, the (HRM) training needs 
should be effectively managed so that the right training is given to the right people, at 
the right time and at the right costs.  There is a great need to advocate that the 
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contents of training packages for African States should be properly streamlined to 
reflect the core values of these countries.  It should not be static, but dynamic to be in 
tune with contemporary and global perspectives.  For instance, here in Nigeria 
emphasis in the training of man power for higher caliber of work force have been 
shifted from the traditional public administration subjects, such as public personnel 
administration, organization and method (O & M) accounting and audit principle of 
organization, etc (Peter, 2009:16). Its new training programmes now border on 
subjects, as policy analysis, organizational development, industrial relations, 
attitudinal and behavioural changes and information system. 
 
Fundamental Challenge of Human Resource Management in African States 

This is based principally on the non realization of the fact that human 
resource management constitutes and integrative process covering several areas, 
including education, health, employment training and development and human 
resource management system.  Consequently, one expert did observe “no human 
resource accounting system has ever been attempted in African States, as a result, this 
most valuable asset in African States is dwindling very fast, causing severe drainage 
of energy and sapping the vitals of all developmental endeavours, (Peters 2009:20). 
 

This paper therefore advocates for the introduction of Human Resource 
accounting system by African States in line with the prescription of RG Barry 
Corporation of Columbus, Ohio USA.  Here Human Resource Accounting has created 
opportunity for organization and country to give accurate report of estimates of the 
worth of human assets of the organization.  Through this approach, costs are 
accounted in individual subsidiary accounts for each manager under five categories 
namely; recruitment, acquisition, formal training and familiarization, informal 
training, informal familiarization, experience and development.  With these data, 
costs are mortised over the expected working lives of individual worker or sometimes 
shorter periods and unamortized for example, when an individual worker left the 
company or organization, (Woodruff 1970:3,4). 
 
Conclusion 

Strategic human resource management should be seen as a process of 
increasing knowledge, skills and capacity of workers anchored on the new public 
management precepts, which is a shopping basket for management focusing on 
performance standards and output. This should be supported by effective performance 
appraisal system to strengthen performance capacities and potentials of workers.  It is 
this form of HRM approach, that can enhance the economic development in African 
States.   
 

Human Resource Management and Economic Development of African States 
 

African Education Indices, Volume 7 No. 1, August, 2014, ISSN: 2276 – 982X 



 
 

10 
 

Moreso, there is a compelling need for a continental human resource 
development policy which conceives Human resources development as a package of 
many interrelated and complimentary activities, such as education, health, nutrition, 
culture, food, employment, training and development.  A more holistic approach of 
Human Resource Development is necessary in order to ensure not only an all round 
development of the continent’s human resources, but also to stem the wastes, drains 
and dwindling of this most valuable assets of our continent, Africa. 
 
Recommendations of the Human Resource Management Practice that can Serve 
as Key Driver to Economic Development in African States 
1) We recommend human resources management system which is strategic, holistic 

and strive at attracting and retaining the best people in the organization and 
alerts the organization or country to the type of people it will need in a short 
term, medium and long term periods. 

 

2) The Japanese model of Human Resource Management System which is 
anchored on life time employment and training, seniority based payment system 
and elaborate welfare and constant job rotation, monolithic orderly and group 
oriented.  Above all, should show concern for the totality of employee’s lives, 
their satisfaction and development. 

 
3) A robust and comprehensive human resource management development and 

training programme should be adopted to ensure that the present human resource 
managers in African States are more concerned with human capital 
development. 
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