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Abstract 
This paper on managerial psychology deals with a number of behavioural 
science techniques for managing human resources in a depressing economic 
environment. It starts with establishing the importance of human resources 
in economic development. This is followed by the examination of the 
structure of human resources in Nigeria and then the review of the 
"symptoms" of a depressing economy. Psychological techniques such as 
objective recruitment, optimum deployment and job enrichment techniques, 
useful for human motivation at work are discussed. It concludes that, in 
view of the depressing economic environment which depresses the human 
psyche, the need to apply psychology to raise the level of participation of 
the individual organizational life should assume a wider dimension in the 
functional roles of a behavioural scientist in particular and other managers 
of human resources in general. 

Introduction 
The development of any human society and the organizations or institutions within it depends 

on the quality and the quantity of the available human talent. Human resources consist of the skills, 
knowledge and the capacities of all the people in a given society. They form the work force necessary 
for socio - cultural, economic, political and technological advancement in a given society at a given 
period. Indeed, human beings constitute the most important factor in any development process and 
this leads to the logic that in improving the economic environment, the roles of the human talents 
cannot be taken for granted. 

The importance of human resources for economic transformation has received the attention of 
economists and others. However, there is a general agreement among the various groups that there are 
three basic resources - material, financial and human which constitute the base of economic and 
industrial growth. (Chike - Okoli, 2002). Out of the three, human resources are the most important 
Human resources are those who will manage other human resources who will in turn, man the 
machines and programme the computers. 

Managing the Human Resource 
We observe that material resources may be adulterated and machines may be grounded for 

lack of spare parts and money may lose its value as a result of inflation and price - war over products. In 
the case of human beings, they are much more complex and unpredictable and they are those who will 
take the right and or the wrong decisions, depending on their orientation, in the process of 
deliberating over all organizational problems (Graham, 1981). 

Human resources are much more difficult to manage than material and financial resources. If 
we examine the structure of most organizations, we discover that the human resources in a given 
organization are organized in a hierarchy. Those on top are charged with the responsibility of utilizing 
other human resources below the organizational hierarchy. 

In the process of achieving organizational goals, conflict often occurs between employers and 
employees. According to Akinmayowa (2002), the difficulties inherent in managing human resources 
suggest that their problems ought to be at the top of the agenda in the process of decision making in 
organizations. For business success, the base of economic progress, considerable attempts need to be 
made to improve the ways in which people are being managed in order to bring out the best out of 
them. 

The process for bringing out the best out of the individual is not an easy task. This view is based on 
the fact that each man is different from another and the individual members in an organization vary 
widely among themselves in stature, physical ability, mental development, attitudes, status, experience 
and emotional response. The fact however, remains that the extent to which the people in a given 
country are skilled would determine how far they would utilize all the various types of resources 
available to them for the good of their society. 

In general, Nigeria presents special problems with regard to manpower study mainly because of 
the scarcity of reliable data for manpower planning and development. For instance, there still exists no 
systematic approach to record keeping and illiteracy and ignorance are still widespread. These factors 



frustrate government, corporate and individual efforts at obtaining reliable manpower data 
(Akinmayowa, 2002). 

In recent times, however, Nigeria has recognized the need for manpower development in all its 
ramifications. This is evidenced by the conscious attempt by the government to: a)   Address youth 
unemployment by providing more training and employment or self-employment 

opportunities. 
Expand learning experiences (curriculum) in the educational system consistent with the changing 
requirements of the economy. 
Meet the manpower requirement for the industrial development of Nigeria generally. 

(iv) 

To achieve these objectives: 
There has been the development by the government of a new educational policy the 6-3-3-4 
systems at the secondary and tertiary levels. 
There has been an increase in the number of institutions of higher learning - especially 
technology curriculum - based institutions. 
There is a growing awareness of the use and development of other training and development 
outlets such as in-service training, in - house or in - plant training, the use of seminars, 
workshops and conferences. 
There is on-going creating of awareness of Nigerians socially, culturally and politically in an 
attempt to ensure the development of the individual who should then be in a position to  
develop the organization and the society. 

The implementation of the objectives would ensure that the various sectors of the economy are 
not starved of manpower who can achieve goals and contribute to industrial progress. 

In spite of all these, the questions still remain: Are the available human resources in Nigeria 
able to sustain radical economic growth? Is it that the available human resources are not being utilized to 
meet our industrial needs? What is the link between high - level manpower and economic 
development? Where are all the abundant raw materials that this country is said to be rioted for? 
Answer to these questions will help move Nigeria forward as an industrialized nation. 

We need to look at the 'symptoms' of the depressed Nigerian economy and then deal with the 
psychological techniques which are useful for managing human resources during the period of 
economic depression. The symptoms associated with a depressed economy are the negative forces 
which slow down the rate of socio -cultural, economic, political and technological development. The 
symptoms affect the human psyche since they deprive the individual of the basic and psychological 
needs and bombard him with constant fear and uncertainty. This affects productivity (Chike- Okoli, 
2004). , 

Considering the fact that a depressed economy is one in which the outputs from the 
production system cannot support a valued way of life and that is a period characterized by low 
-capacity utilization of all forms of resources and in which economic principles seem to be very weak, 
we can identify at least eight "symptoms" of the depressed Nigerian economy. 
1) Unemployment 

Many able - bodied and qualified persons cannot secure paid employment or 
self-employment and many have been thrown out of work as a result of rationalization or retrenchment. 

2) Under Employment / Under - Utilization 
People are doing jobs they are not originally trained to do because they have no choice and 

some are doing jobs they are over - qualified for, so there is no scope for growth, learning and 
self-actualization. Some working full - time before are now working on a part - time basis. 

3) Work - Alienation 
Work - alienation is evidenced by powerlessness, hopelessness, self - estrangement of 

workers. Workers are no longer committed to their jobs. They live for the wages, to satisfy the basic 
daily needs. There is no orientation and direction, no motivation, interest or enthusiasm on the job 
(Onifade, 2001). 

4) Inflation 
The buying power of the majority of Nigerians has collapsed, money has lost its meaning and 

value in the wake of rising cost of living. There is shortage of capital as a result of high interest rate and 
the massive devaluation of the Naira. 

b) 

c) 



5) Under-Utilization of Production Capacity 
Production targets in industries are no longer being met as a result of the shortage of raw 

material and other inputs jn the production process. Idle time of machines has increased. 

6) Adulteration of Consumer Products 
There has been the adulteration of petroleum products, drugs, cooking oil, salt etc. Drug 

addiction, prostitution and street begging are flourishing. The incidents of burglary and other crimes 
have posed serious social problems. These have posed a major threat to social order. 

7) Widespread Disease, Epidemic and Hunger 
Financial constraints have led many people to stay away from the hospital and this has 

increased the state of self- medication and the associated risks. Hunger is a common social problem and 
as the systems of the body are collapsing, there is the increase in various types of diseases fuelled by the 
collapse of the basic social infrastructure. 

8) Collapse of Family Structure 
The economic hardship has disintegrated the extended family system and the immediate 

family unit leading to divorce and separation. This affects the young children directly and indirectly. 

The above factors are depressing to the emotional or psychological state of Nigerian citizens 
and workers and this has resulted to: 
i) Reduced ability of people to think reasonably. 
ii)         Restricted productive capacity of people, iii)        Brake efficiency and the rate 
of development of our organizations and institutions. 

There is need for the use of managerial psychology to deal with human resources in order to get 
the best out of them for productive efficiency and to change their orientation to suit the new economic 
order (Chike-Okoli, 2004). 

Psychological Approaches for Dealing with Human Resources 
Every manager achieves results through other people whether the economy is depressed or 

not. The effective manager is the one who is able to use the principles of personnel management to 
identify, develop and direct the combined creative powers of the human resources or talent under him to 
achieve organizational objectives (Chike - Okoli, 2002). 

The above proposition implies that: 
i) The manager, to be successful, must understand and be able to use personnel management 

techniques and in addition have some knowledge of the principles of industrial psychology on 
which they are based, ii)         He must be aware of the results of psychological studies of the 

employee as an individual, as 
a member of a working group and as a person whose behaviour is influenced to some extent 
by his technological environment. The task is to deal with some techniques, which are helpful 
in handling the psychological problems of the workers in organizations in order to increase 
their motivation and enhance their productive efficiency. 

These techniques include: 
The process of objective recruitment and optimum deployment. Job 
enrichment techniques. Organizational development techniques. 
Industrial democracy. 

Objective Recruitment and Optimum Deployment 
The first principle to successful human resources management in any economy is to ensure 

that people are selected for employment in a systematic and objective way and deployed for optimum 
utilization. This will ensure that the right people are placed in jobs where they are most suited and are able 
to apply their skills and hence avoid being frustrated. In organizations where this is not entrenched, 
there is a need for restructuring the staff situation and this could be enhanced by the retraining of staff. 
After matching the people and their jobs, then, the manager should continue to apply the various 
industrial psychological techniques to motivate the workers in order to bring out the best in them 

a) 
b) 
c) 
d) 

a) 



(Onifade, 200!).' 

b) Job Enrichment Techniques 
Job enrichment is one of the several techniques in industrial psychology useful for motivating 

the work force (Chike-Okoli, 2004). It is a process to make jobs meaningful, interesting and 
challenging. Concrete models in job enrichment include adding more challenging or creative tasks to the 
job for variety (job enlargement), doing different jobs for variety (job rotation), simplifying the job to 
make it less complex (job implication), making the work periods very flexible for the individual (flexible 
working period) and giving the group more authority and scope over a complete unit of work, using 
committees and task forces to deal with major organizational problems (autonomous work groups). 

c) Organizational Development Techniques 
According to Nwankwo and Lulsseged (1985) Organizational Development (OD) is usually 

associated only with the human side of organizations. It deals with planned changes in an 
organization. Organizational development occurs particularly through a more effective and 
collaborative management of organization culture with special emphasis on the culture of formal work 
teams - with the assistance of a change agent or catalyst (consultant) and the use of the theory and 
technology of applied behavioural science, including action research". The subject of organizational 
development draws constructs from several disciplines such as behavioural science, industrial 
relations, general management and even statistics (Graham, 1991). 

The techniques include the T - group or sensitivity training which is usually designed to 
enhance personal growth and help integrate the individual into the group. 

Grid training is another technique useful for team building, inter - group development, goal 
setting and goal attainment. 

Research survey and the feedback of the data generally referred to as survey feedback is 
another useful OD technique aimed at gathering data on most organizational problems and using the 
data collected to find solutions to the problems identified. 

Another OD technique is the Management by Objectives (MBO). This is a management 
process of making every member of the Organization to be committed to the goals of the organization. In 
this arrangement, the individual is given a target or goal which is a part of the larger goal and he is also 
given the necessary guidelines and resources for the purpose of achieving the goals. The process also 
ensures that the individual is given a feedback-the reports on the performance of the individual during 
the process of attaining the goals set out for him. 

Industrial Democracy 
This is one method through which the work force can become involved in their work in the 

organization. It is also referred to as participation in decision-making. 

The concept of workers1 participation can take various forms. It involves more than joint consultation in 
which workers' representatives are consulted before management announces its decisions. In its most 
revolutionary form, it constitutes a demand for "workers control", that is the taking over by workers 
of managerial functions. There are various forms of participation in organization through which 
workers are consulted about, and in turn can influence, the factors which shape their working lives 
(Graham, 1991). 

Opinions are divided on the extent to which workers should be allowed to take part in 
management decision since some people believe that participation in decision could slow down the 
decision making process and it could lead to wrong decisions. Also, they believe that participation of 
workers in decision making is an illegitimate intrusion upon managerial prerogatives and it could 
reduce efficiency. However, there is another school of thought which sees workers' participation as 
result - oriented with the claim that the scheme if genuinely fostered, could help in promoting 
workers' interests in the destiny of their organizations, reduce work alienation and promote personal 
fulfillment. The scheme is also useful for the effective utilization of the human resources of the 
organizations in the sense that the workers are likely to work harder if they share in decisions that 
affect them than a situation in which they are kept in the dark and the decisions are imposed on them 
from above (French & Bell, 1998). 

Workers' participation in management decisions can encourage co-operative attitudes and the 
reduction in industrial conflict. This is the time that managers need to be asking the workers for 
suggestions on how to deal with the economic problems affecting their organizations. This is likely to 



encourage organizations or industries to pursue social responsibility relevant to societies 
(Akinmayowa, 2001). 

Fostering the Will to Work 
Psychological processes are vital in fostering the will to work. They are useful in motivating the 

workforce and make the workers to contribute action to a given process without being forced to do so. 
Apart from the use of the concrete models discussed earlier, the manager can motivate the" workforce 
through the provision of both the basic and the psychological needs discussed by industrial psychologists 
(Maslow, 1970 and Herzberg, 1966). These needs include a challenging job, the* provision of good 
team spirit and effective leadership, the opportunity to use the brain and talents, the" opportunity for 
training and development, career progression and the opportunity for self-esteem and self- actualization. 
The provision of the appropriate channels for people to air their grievances is: extremely useful to the 
process of developing good industrial relations. 

These needs are essential to life and work. Without them, we are psychologically 
deprived-and a deprived person is no longer integrated but split. Managers should however note that the 
extent to which the individual wants to satisfy these needs is a product of the personality and other. 
biographical data of the individual; age, sex, experience, education, socio - economic background and 
even family commitment. By dealing with their problems first, workers will be better placed to dea! with 
the problems associated with their organizations and the society. Moreover, managers should ensure 
that their human resources are trained or re-trained at good intervals in order to change their orientation 
to suit the new economic order. The gains will not only be reflected in the "new" enthusiasm of 
managers and supervisors especially in their "business approach" to problem solving, but also in the 
confidence, job devotion and commitment to the goals and aspirants of their different business outfits. 

Conclusion 
The importance of human resources in the process of economic development cannot be 

underestimated. Thus, we need to focus critically on problems in the organizations and the larger 
society. In turning the economy round for growth, several psychological models which are useful for 
creating commitment, job satisfaction and the sense of belonging to a given organization have been 
identified and discussed from a practical perspective. Emphasis is also laid on the need for training or 
re-training of the work force so that their orientation could be synchronized with the new economic 
order. 
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