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Abstract  

  

The aim of this paper is to investigate into re-engineering human resource 

management in tertiary education: A correlate for sustainable knowledge 

economy in Rivers State Nigeria. Two purpose of study, two research 

questions and two null hypotheses were posited to guide the study. Correlation 

Research Design was adopted for the study and questionnaire instrument 

called Assessment of Re engineering Human Resource management for 

sustainable knowledge Economy (ARNRMSKE) served for data collection. 

This instrument was validated by three experts. Two from Departments of 

Educational Management and Policy of Nnamdi Azikiwe University and Imo 

State University, and one expert in measurement and evaluation from Alvan 

Ikoku Federal University of Education, Owerri. The reliability of the 

instrument was determined using Imo State University Staff. The researchers 

collected date personally and Pearson Product moment Correlation Statistics 

was used to test the hypotheses, while mean static was used to answer the 

research questions. The analysis of data shows that the respondents agree that 
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Reengineering Human resource management (personnel recruitment and 

selection) will lead to sustainable knowledge Economy: but the correlation is 

found to be weak. The findings also revealed agreement that reengineering 

personnel training and development aspect of human resource aid realizing 

sustainable knowledge economy, but with perfect negative correlation. 

Conclusion, recommendations and education implications of finding were also 

made.   

 

 

 

 

 

 

Introduction 

Human resource remains the most paramount of all the resources managed in 

organizations. The role of human resource in production cannot be over emphasized as its 

still the pivot, the nucleus, and first among all resources. Every other resource will remain 

dormant and stationary in the absence of human resources who acquires and utilizes them. 

Human resource in any organization is made up of people, their abilities, knowledge and 

skills which, when properly co-ordinated and managed determines the success of the 

organization. The type of people to be hired in order to achieve the goals of the organization 

is very crucial to its success (Emechebe in Babalola and Ayeni, 2009). To Tabotndip in 

Bablolu and Ayeni (2009) human resources refers to the human beings who have the quality 

and capacity to manipulate the other resources in a production process towards realizing the 

organizational objectives. Tapotndip went on to stress that in educational institutions, human 

resources comprises school administrators, teachers, and non academic staff. In tertiary 

institutions, human resources include the Chief Executive (Vice Chancellor, Rectors, 

provosts, all management staff, the Deans, Directors of units and directorates, Heads of 

departments, lecturers, and all non-academic staff, including the skilled, unskilled and the 

manipulative staff. The human resources are the live – wires of the educational industry 

because they are the implementers of the educational policies and programmes. Aghenta 

(2000) sees human resource as people, manpower, the individual, humanity and society with 

all its aspirations, needs and capacities. It is a critical resource upon which a nation’s 

economic future depends. Aghenta went on to opine that as an economic resource, it 

represents the aggregate of skills and attitudes resulting from education and training that 

equip the labour force with the capacity to plan, organize and carryout economic processes 

when properly allocated. Since from the above assertions, human resource is the live-wire of 

any organization, including educational, its proper management is absolutely necessary. 

Human resource management is the act of proper acquisition and utilization of human 

resources in a given organization in order to achieve set goals. Going by the above definition, 

the management of human resource in education is a complex process because it requires 

proper management in order to give proper management to other resources to achieve the 

goals and objectives of Education. To Wesley (2023) human resource management is the 

practice of recruiting, hiring, deploying and managing an organization’s employees. Wesley 

went on to opine that an organizations human resource department is usually responsible for 
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creating, putting into effect and overseeing policies governing workers and the relationship of 

the organization with its employees. Human resource management is employee management 

with an emphasis on those employees as assets of the business. According to Aja-Okorie in 

Unachukwu and Okorji (2014) a successful human resource management involves functions 

and activities such as integrating the efforts of people with the resources of the enterprise in 

such a manner that the objectives of the enterprise, the goals of the individual worker and the 

goals of the society at large are all attained in the optimal level comparable with the work 

situation. 

Human beings, being complex in nature and more probable than predictable, its 

management must follow certain principles. Some of the principles according to Unachukwu 

and Okorji (2014) are: universal/fundamental principles, Principle of scientific management, 

Bureaucratic principle, Humanitarian principle, prudential principle, and principle of change 

which focuses on the need for educational leaders to change with the changing environment. 

Writing on functions of human resource management in education, Emechebe in Babalola 

and Ajayi (2009) listed the following (1) Job analysis, description and specification, (2) 

personnel recruitment and selection (3) offer of appointment (4) orientation of new staff (5) 

training and development of staff (6) employee performance appraisal (7) promotions and 

welfare of staff (8) transfer (9) separations, and staff discipline. In addition Shalini (2023) 

added the following functions of human resource management as (a) job design and job 

analysis (2) employee hiring and selection, (2) employing training and development (4) 

compensation and benefits (5) employee performance management. Shalini listed human 

resource functions for performance management as: Developing a proper job description; 

initiating an appropriate selection process to hire the right candidates for the job positions; 

providing the right training and education needed to enhance the performance of the 

employee; enabling real-time feedback and coaching employees to boost efficiency among 

them; conducting performance reviews monthly or quarterly to discuss the positives and the 

improvement areas of employees; formulating a proper exit interview process to understand 

why experienced employees choose to leave the company, designing a proper appraisal and 

compensation system that recognizes and rewards the workforce for their effort and hard 

work. 

 (6) Managerial relations (7) labour relations (8) employee engagement and communication 

(9) health and safety regulations (10) personal support for employees (11) succession 

planning (12) industrial relations. 

The functions of Human Resource Management are precipitates for achieving human 

resource management objectives. Wesley (2023) opines that objectives of human resource 

management can be broken down into four broad categories, viz: (1) societal objectives – this 

deals with measures put into place that responds to the ethical and social needs or challenges 

of the organization and its employees. This include legal issues such as equal opportunity and 

equal pay for equal work (2) organizational objectives; this has to do with actions taken that 

help to ensure the efficiency of the organization. This includes providing training, hiring the 

right number of employees for a given task or maintaining high employee retention rates (3) 

functional objectives; this denotes guidelines used to keep Human resource functioning 

properly within the organization as a whole. This includes making sure that all of human 

resources are being allocated to their full potential. (4) Personal objectives: Denotes resources 

used to support the personal goals of each employee. This includes offering the opportunity 
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for education or career development as well as maintaining employee satisfaction. In his own 

view Shalini (2023) maintained that some of the key objectives of human resource 

management are: () Human Resource managers strive to reduce expenses in areas such as 

retaining employees, conduct effective negotiations with potential and current workers as 

well as to be knowledgeable about employee perks that are likely to attract excellent 

applicants and keep current employees (2) human resource managers play an important role 

in developing employer employee relationships since they contribute considerably to training 

and development programs. This leads to self development inside the organization, hence 

increasing employees’ happiness and productivity. (3) Human resource managers organize 

activities, events and celebrations inside the organization, which provides possibilities for 

team development. It also increases employee engagement and fosters a sense of confidence 

and regard among colleagues.  For the purpose of this paper emphasis shall be placed on staff 

recruitment and selection, and staff training and development. Recruitment process involves a 

series of activities aimed at selecting the best candidates among prospective employees. The 

process involves: Deciding what positions need to be filled; Design application forms; 

Advertise the job; Build a pool of candidates for the job through the completed application 

forms; Select possible candidates through tests and interviews; Decide who to employ. The 

applicants can be drawn from internal or external. The selection process can be done through 

i, application forms; ii, tests iii, interviews. 

Training on the other hand is the process of equipping staff (both new and old). With 

the necessary skills required to perform their jobs satisfactorily. Various ways of training and 

developing the staff include: On-the-job training, apprenticeship, lectures, literacy training, 

audio-visual training, computer based training, distance learning, conferences,  seminars, and 

workshops.   

Having made some clarifications on the key concepts in the topic, a look at the 

features of human resource management has become necessary. The features include but not 

limited to: (1) it is part of the management process which largely relies on management 

concepts, methods and procedures (2) it has universal existence and is applicable everywhere, 

irrespective of the size/nature and variety of scopes (3) it is concerned with people since it 

deals with management of human resources in a business segment (4) it is action oriented, 

because the focus is activity. Employees’ issues are resolved by sensible policies (5) it is 

directed towards the achievement of objectives. It also gives tools and procedures for 

properly managing the firm’s human resources (6) it is an integrating mechanism because it 

identifies the best ways to achieve share goals, and helps to establish friendly relationships 

among employees at all levels of a business (7) it is development oriented, it strives to 

optimize or maximize the usage of employees’ talents or potential and influences staff raining 

in order to improve their abilities (8) it is a continuous process in the sense that it is an 

ongoing process. It operates from the day an organization is created until it is disbanded (9) it 

has comprehensive function. This is so because human resource management can never be an 

isolated process since, it involves all employees. No one in the system is exempted from the 

umbrella of Human Resource Management, regardless of his or her status, remuneration or 

kind of Job. (Shalini, 2023). 

 Having made in debt clarifications on the concept of human resource management, a 

cursory look at what it entails in the educational tertiary institutions is a necessity. Tertiary 

education, according to the Federal Republic of Nigeria (FRN) (2013) is the education give 
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after Post Basic Education ….The registrar with the registry department of tertiary 

institutions is responsible for Human Resource management. According to Wendel in School 

Project Guide (2023) the role of registry department involves recruitment, selection, 

utilization and accommodation of human resources in organizations. To Edwin in school 

project Guide (2023) it is the planning, organizing, directing, and controlling of the 

procurement, development, compensation, integration, and maintenance of people for the 

purpose of contributing to organization, individual and societal goals. 

Rivers state is a state in the Niger Delta region of Southern Nigeria. Formed in 1967, 

when it was split from the former Eastern Region. Today rivers state has a total of seven 

conventional tertiary institutions which include; (1) university of Port Harcourt Choba (2) 

Rivers State University (3) Ignatius Ajuru University of Education, Rumuolumeni (4) Federal 

college of Education Technical, Umoku (5) Rivers State Polytechnic, Bori (6) Captain Elechi 

Amadi Polytechnic Rumuola (7) Federal Polytechnic of Oil and Gas. With all these tertiary 

institutions in Rivers State,, one may wonder to what extent the human resource management 

in these institutions has fared. No doubt, the staff straight of these institutions put together 

will be enormous that if adequately managed might considerable lead to sustainable 

knowledge economy. 

The term knowledge Economy according to Lukas, James and Petra (2019) is often 

presented as way of radical societal transformation to achieve both higher and sustainable 

economic growth, and as a way out of the predicament of increasing resource scarcity and 

climate disruption. Knowledge Economy is also seen as an economy in which growth is 

dependent on the quantity, quality and accessibility of information available rather than on 

means of production. To Adam, Toby and Amanda (2021) knowledge economy is a system 

of consumption and production that is based on intellectual capital. In particular it refers to 

the ability to capitalize on scientific discoveries and applied research. In a knowledge 

economy, a significant component of value may consist of intangible assets such as the value 

of its workers knowledge or intellectual property. Adam et al (2021) summarized knowledge 

economy in four ways (1) it describes the contemporary commercialization of science and 

academic scholarship (2) in the knowledge economy, innovation based on research is 

commoditized via parents and other forms of intellectual property. (3) The knowledge 

economy lies at the intersection of private entrepreneurship, academia, and government 

sponsored research (4) knowledge related industries represent a large share of the activity in 

most highly developed countries (5) A knowledge economy depends on skilled labour and 

education, strong communication networks and institutional structures that incentivize 

innovation. To CFI team (2020), knowledge economy is focused on the essential importance 

of human capital in the 21
st
 century economy. CFI team summarized knowledge economy in 

these five ways, Viz: (1) It is an economy dependent in human capital and intangible assets, 

such as proprietory technology (2) it has placed IT/ICT industrial at the forefront of overall 

economic growth (3) skill sets include data analysis, creating and working with financial 

models and the ability to innovate are highly sought after in the modern economy. Writing on 

characteristics of knowledge economy, Dheeraj (2023) opine the following (1) the prime 

input is intellectual capital (2) the system makes use of explicit and implicit knowledge (3) 

the main constituents are knowledge – based organizations, knowledge workers and 

knowledge processes (4) great emphasis on knowledge management through creation, 

storage, retrieving and distribution activities (5) the new economy is not solely composed of 

Re-Engineering Human Resource Management In Tertiary Education: A Correlate For Sustainable Knowledge 

Economy In Rivers State, Nigeria 
 



 
 

6 
 

) 

 

Journal of Teacher Perspective, Volume 18 No. 1, November, 2023: ISSN 2006-0173 

 

services entities and they are also high-tech manufacturing entities (6) High value for 

intellectual properties (7) The knowledge economy indicator (KEI) was the index that points 

to a regions overall progress toward the knowledge economic model (8) the model thrives on 

generating evolutions and innovations (9) skilled workers should possess relevant 

qualifications or certifications. Also, they have skills like technical, relational and problem – 

solving. Tapscott (2014) illustrated the features of knowledge economy (KE) as follows: 

 Major characteristics; (1) Knowledge is the basic production factor (2) knowledge 

economy is digital economy (3) virtualization (4) continuous increase in knowledge 

investments such as education and Knowledge production (5) widening application of 

knowledge in the development production, distribution and use of goods and services, (6) 

open innovation (7) education (8) knowledge management (9) creativity  

 In view of the new economic system called knowledge economy, there is therefore 

need to reengineer the traditional human resource management in order to embrace the 

modern one which is far more encompassing and productive. The term reengineer means 

reframing and redesign of human resource management processes with the aim in order to 

achieve optimum personnel and the whole company work performance. Modern tendencies 

of management determine new approaches to human resource management. These 

approaches are the basis of business process reengineering and business process optimization. 

These processes suggest re-interpretation of the ways of work on all business levels, 

elimination of unnecessary activities and searching for more effective ways of company 

functioning (Crocotime, 2017). Writing on approaches to reengineering, (CROCOTIME 

2017) opines (1) revolutionary – when all the changes are provided in a short period of time 

and have quite significant differences with a previous system (2) evolutionary – this is a 

combination of reengineering with methods of business process optimization. 

Human resource as the most important and a hub among   organizational resources, its 

proper management occupies a vital position in any organizational process. The number of 

tertiary institutions in Rivers State which invariably suggests the robust number of human 

resource being managed by these educational organizations. How far have the management 

of the huge human resource in these tertiary institutions fared. To what extent has it 

contributed towards the achievement of the knowledge economy in the digital world? It is 

against this background that the researchers decided to embark upon this study on 

reengineering human resource management in the tertiary education: A correlate for 

sustainable knowledge economy in the digital world in Rivers State. 

 

Statement of the problem 

The subsistence system of Nigerian economy has left much to be worried about. 

Despite emerging technologies in every field of human endeavour, human resource 

management inclusive, the total analog method of personnel selection and recruitment as well 

as personnel training and development which is time consuming, and energy sapping seems 

to be the bane for poor development and backwardness in the educational  tertiary institution 

in the country today. The world has gone digital; the economic system globally has changed, 

yet human resource in the educational sector remain the same. The students seem more 

digitalized than the personnel. No wonder the youth grow economically faster, hence the 

need to reengineer human resource management in the tertiary education for sustainable 

knowledge economy. 
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Purpose of study 

Two purpose of study were generated to guide the study which are  

1. To investigate if reengineering personnel recruitment and selection in the tertiary 

education institutions can lead to achievement of sustainable knowledge economy in Rivers 

State Nigeria. 

2. To find out if reengineering personnel training and development in tertiary education 

institutions can lead in achievement of sustainable knowledge economy in Rivers State 

Nigeria. 

 

 

Research Questions 

Two research questions were posited to guide the work, Viz; 

1. Does Reengineering personnel recruitment and selection in tertiary education 

institutions lead to achievement of sustainable knowledge economy in Rivers State, Nigeria. 

2. Does Reengineering personal training and development in tertiary education 

institutions lead to achievement of sustainable knowledge economy in Rivers State, Nigeria.      

 

Null Hypothesis  

Two null hypotheses were put forth to be tested to ascertain the correlation between 

the two variables of interest. 

1. There is zero correlation between reengineering personnel recruitment and selection 

in tertiary education institutions and achievement of knowledge economy in Rivers State  

2. There is zero correlation between reengineering personnel training and development 

in tertiary education institutions and achievement of knowledge economy in Rivers State 

Nigeria. 

 

Method 

 In this part of the study, the method adopted by the researcher for this study is 

explained. Co relational design was adopted for the work with a population of 9,474 staff of 

the seven tertiary institutions in Rivers State. The institutions include University of Port 

Harcourt, Choba; Rivers State University; Ignatius Ajuru University of Education; Federal 

Polytechnic of oil and gas, Bonny; Rivers State Polytechnic, Bori; Port Harcourt Polytechnic, 

Rumuola; Federal College of Education (technical) Omoku. The researchers used cluster and 

simple random method to select a sample of 947 which is 10% of the population. 

Questionnaire called Assessment of Re-engineering Human Resource Management for 

sustainable knowledge economy (HRHRMSKE) was developed by the researchers, validated 

by three experts was used for data collection.  The instrument has two sections A and B, each 

section has ten items 1 – 10, and 11-20 respectively. Section A gathered data for answer to 

research question one while section B handles research question two. Items 6-10 served to 

test correlation with items 1 – 5, while items 16-20 served to test correlation with item 11-15 

for hypotheses one and two respectively. It is a four point’s likert scale instrument with 

options: Strongly Agree, Agree, Disagree, and Strongly Disagree. The options weighs 4,3,2,1 

respectively. 2.5 served as bench mark or decision rule. The reliability of the instrument was 

determined by a pilot study in Ebonyi State and it yielded a coefficient value of 0.87 which is 
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suitable for the work. Data collected were analyzed with mean to answer the Research 

questions, and pearson product moment statistics was used to test the hypotheses.    

 

Result 

This session of the paper shows the analysis of data collected. The analysis is done in tables 1 

and 11 to answer research questions, while tables III and IV test the null hypotheses. 

 

Table 1  

Data collected to answer research question one 

Does reengineering personnel recruitment and selection in tertiary education institutions lead 

to achievement of sustainable knowledge economy in Rivers State, Nigeria? 
 

 

 

 

Table 1: Data collected to analyze research question one 

 

S/N Items SA A D SD TOTAL X Decision 

1 Human Resource managers 

of tertiary education 

institutions in Rivers State 

should rebrand their 

application forms for 

recruitment in this digital 

world   

302 

1,208 

297 

891 

198 

396 

150 

150 

947 

2,645 

2.79 Agreed  

2 Human resource manages of 

tertiary education 

institutions in Rivers State 

should redesign their pattern 

of building pool of 

candidates for the job in a 

digital world 

290 

1,160 

300 

900 

200 

400 

157 

157 

947 

2,617 

2.76 Agreed  

3 In Rivers State tertiary 

education human resource 

managers need to rebrand 

their ways of considering 

internal candidates to fill 

vacant positions in the 

digital world  

241 

964 

227 

681 

279 

558 

200 

200 

947 

2,403 

2.23 Disagreed  
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4 There is need in this digital 

world for the human 

resource managers of 

tertiary education institution 

in Rivers State to reengineer 

their method of considering 

external candidates to fill 

vacant post  

305 

1,220 

217 

651 

225 

450 

200 

200 

947 

2,521 

2.66 Agreed  

5 In the present digital world, 

there is urgent need for the 

human resource managers 

of tertiary institutions in 

Rivers state to rebrand their 

systems of test and 

interviews granted to 

applicants for vacant posts  

600 

1,600 

201 

603 

150 

300 

196 

196 

947 

2,699 

2.85 Agreed  

  

 

       

    

S/N         Items SA A D SD TOTAL X Decision 

6 If tertiary institutions 

human resource 

managers should 

rebrand their 

applications forms for 

recruitment in the 

digital world, it may 

lead to achieve 

sustainable 

contemporary 

commercialization of 

science and academic 

scholarship in Rivers 

State  

214 

856 

205 

615 

305 

610 

223 

223 

947 

2,304 

2.43 Disagreed  

7 Should tertiary 

education institutions 

human resource 

managers design 

350 

1,400 

205 

615 

195 

390 

197 

197 

947 

2,602 

2.74 Agreed  

Re-Engineering Human Resource Management In Tertiary Education: A Correlate For Sustainable Knowledge 

Economy In Rivers State, Nigeria 
 



 
 

10 
 

) 

 

Journal of Teacher Perspective, Volume 18 No. 1, November, 2023: ISSN 2006-0173 

 

pattern of building pool 

of candidates for 

vacant jobs achieving 

innovations based 

commoditized research 

is possible in Rivers 

State   

8 When human resource 

managers of tertiary 

education institution 

rebrand ways of 

considering internal 

candidates to fill vacant 

positions in a digital 

world, it is easy to 

achieve some 

intellectual property in 

R. S 

295 

1,180 

301 

903 

275 

550 

76 

76 

947 

2,709 

2.86 Agreed  

9 If human resource 

mangers of tertiary 

education institutions 

can reengineer their 

methods of considering 

external candidates for 

vacant positions/having 

knowledge as the basic 

production factor is 

imminent in Rivers 

State  

195 

780 

250 

750 

205 

410 

297 

297 

947 

2,237 

2.36 Agreed  

10 Human resource 

managers of tertiary 

institutions need to 

heed the urgent need of 

rebranding their form 

of test and interviews 

granted to applications 

for achievement of 

visualization in the 

knowledge economy 

256 

1,024 

301 

903 

195 

390 

200 

200 

947 

2,517 

2.66 Agreed  
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 Grand X       2.60  

 

The mean score of 2.60 which is above the bench mark of 2.50 is an indication that 

respondents agree that reengineering personnel recruitment and selection in tertiary education 

institutions can lead to achievement of Knowledge Economy.                          

  

Research question two 

Does re engineering personnel training and development in tertiary education 

institutions lead in the achievement of sustainable knowledge economy? 

 

Table  

Data collected aimed at analyzing research question two  

 

S/N Items SA A D SD TOTAL X Decision 

11 On the job training of 

staff in tertiary education 

institutions should be 

rebranded by the Human 

resource mangers in the 

digital world    

301 

1,204 

251 

753 

195 

390 

200 

200 

947 

2,547 

2.69 Agreed 

12 The human resource 

managers of tertiary 

education institutions in 

Rivers State need to 

redesign apprenticeship 

training or workers  

198 

792 

275 

825 

200 

400 

301 

301 

947 

2,318 

2.45 Disagreed 

13 Conferences and 

seminars methods, of 

training and 

development of staff of 

tertiary institutions in 

Rivers State should be 

redesigned  

311 

1,244 

150 

450 

201 

402 

312 

312 

947 

2,408 

2.54 Agreed  

14 Audio-visual training 

and development of staff 

of tertiary education 

institutions in Rivers 

State need to be re 

401 

1,604 

201 

603 

150 

300 

195 

195 

2,702 2.85 Agreed 

Re-Engineering Human Resource Management In Tertiary Education: A Correlate For Sustainable Knowledge 

Economy In Rivers State, Nigeria 
 



 
 

12 
 

) 

 

Journal of Teacher Perspective, Volume 18 No. 1, November, 2023: ISSN 2006-0173 

 

reengineered by the 

Human resource 

managers  

15 Human resource 

managers of tertiary 

education institutions in 

Rivers State should 

revisit their packages of 

computer based trainings 

of their staff in the 

digital world 

233 

1,012 

201 

603 

245 

490 

268 

268 

2,373 2.50 Agreed 

                         

S/N Items SA A D SD TOTAL X Decision 

16 If human resource 

manages of tertiary 

education institutions can 

rebrand methods of on the 

job training, if will helps 

in achieving sustainable 

knowledge economy 

160 

640 

250 

750 

371 

742 

166 

166 

947 

2,298 

2.42 Disagreed  

17 Achievement of 

sustainable knowledge 

economy is possible in 

Rivers State if Human 

resource managers can 

redesign methods of using 

conferences and seminars 

in staff training and 

development  

425 

1,700 

205 

615 

130 

260 

187 

187 

947 

2,752 

2.90 Agreed  

18 Using audio-visual aids in 

staff training and 

development of tertiary 

education institutions can 

easily aid in achieving 

sustainable know loge 

320 

1,280 

295 

885 

131 

262 

201 

20 

947 

2,628 

2.78  
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economy if the human 

resource managers can re-

package them  

19 Apprenticeship system of 

staff training and 

development in tertiary 

regulation insinuations 

could  lead to 

achievement of 

sustainable knowledge 

economy in Rivers State 

if re engineered 

215 

86 

301 

903 

213 

426 

218 

218 

947 

2407 

2.54  

20 If properly re engineered 

use of computer based 

training in staff  

development in tertiary 

institutions can help in 

realizing sustainable 

knowledge economy 

450 

1,800 

203 

609 

168 

336 

125 

125 

947 

2870 

3.03  

 Grand X      2.73  

                            

 

 

 

 

 

Summary of table II 
 

The grand mean of 2.73 indicates majority Agreed that re engineering personnel training and 

Development can lead to achieving knowledge Economy.  
 

Test of Null hypothesis 
 

There is zero correlation between reengineering human resource management in tertiary 

education institutions and achievement of sustainable knowledge economy in Rivers State, 

Nigeria. 
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X X-X (X-X)
2
 Y Y-Y (Y-Y

2
)
2
 (X-X) (Y-Y) 

 (X) X
2
 2 (Y) Y

2
 XY 

2.79 0.19 0.04 2.43 -0.18 0.03 -0.03 

2.76 0.16 0.03 2.74 0.13 0.02 0.02 

2.23 -0.37 0.14 2.86 0.25 0.06 -0.09 

2.66 0.06 0.00 2.36 -0.25 0.06 -0.02 

2.85 0.25 0.06 2.66 0.05 0.00 0.01 

13.02  0.27 13.05  0.17 -0.11 

r = 0.5 

The value of r in this shows that there is a weak correlation between reengineering personnel 

recruitment and selection in tertiary education institutions and achievement of knowledge 

economy. Hence we reject the null hypotheses and accept the alternative that there is a weak 

correlation between the two variables  

 

Hypothesis Two 

There is zero correlation between reengineering of personnel training and 

development and attainment of knowledge economy in tertiary education institutions in 

Rivers State. 

 

X X-X (X-X)
2
 Y Y-Y (Y-Y

2
)
2
 (X-X) (Y-Y) 

 X X
2
  Y Y

2
 XY 

2.69 0.08 0.01 2.44 -0.29 0.08 -0.02 

2.45 -0.16 0.03 2.90 0.17 0.03 0.03 

2.54 -0.07 0.00 2.78 0.05 0.00 -0.00 

2.85 0.24 0.06 2.54 -0.19 0.04 -0.05 

2.50 -0.11 0.01 3.03 0.3 0.09 0.03 

13.03  0.11 13.67  0.24 -0.13 

r = 0.77 

The value of r in this work shows that there is a very weak correlation between reengineering 

personnel training and Development in tertiary education institution and achievement of 

knowledge economy in Rivers State. Hence, we reject the null hypothesis and accept the 

alternative that there is a perfect negative correlation between the two variables of interest. 
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Discussion 

This paper aimed at investigating reengineering Human Resource Management in 

tertiary Education institutions as a correlate for achieving sustainable knowledge economy in 

Rivers State, Nigeria. Related literatures were properly reviewed for proper clarifications of 

concepts of interest. Notable among them are human resource, human resource management, 

tertiary education, and knowledge economy. Two purpose of study, two research questions, 

and two null hypothesis were generated to guide the study.     

In answer to research question one, a grand mean of 2.60 which is above the bench 

mark of 2.50 is an indication that the respondents agree that reengineering personnel 

recruitment and selection as a function of human resource management in tertiary education 

institutions can lead to achievement of knowledge economy in Rivers State. However, the 

test of null hypothesis one indicates that there is a weak correlation between the two 

variables. This means that though   reengineering human resource management can cause 

realization of sustainable knowledge economy but not as much as expected. This is why there 

is a weak correlation. This finding agree with Shalini (2023) who maintained that some of the 

key objectives of human resource management are that human resource managers strive to 

reduce expenses in areas such as in retaining employees, conduct effective negotiating with 

potential and current workers as well as to be knowledgeable about employees perks that are 

likely to attract excellent applicants and keep current employees. The reason for the weak 

correlation may be due to poor awareness and exposure to the new economic system - 

knowledge economy. 

In answer to research question two, the grand mean of 2.73 which is also above the 

decision rule of 2.50 shows that the staff of tertiary education institutions in Rivers State 

agree that reengineering human resource management can aid in achieving knowledge 

economy in Rivers State. However also, the test of null hypothesis two indicates a perfect 

weak correlation between the two variables. At face value anyone can believe that 

reengineering human resource management can help achieve sustainable knowledge 

economy. This is achievable if proper rebranding and redesign of human resource 

management is done. In agreement to this finding, Crocotime (2017) opine that modern 

tendencies to management which determine new approaches to human resource management 

are the basis of business reengineering and business process optimization. The suggest re-

interpretation of the ways of work on all business levels, elimination of unnecessary activities 

and searching for more effective ways of organization functioning. The essence of the perfect 

negative correlation still lies on poor awareness. However, one cannot make a categorical 

statement about this relationship since this study only focused on only two aspects of human 

resource management – personnel recruitment and selection, and staff training and 

development. The cost effectiveness of the reengineering could be another reason for the 

weak relationship between the variables since achieving knowledge economy involves a lot 

which may not be at the disposal of these tertiary institutions under study. 

 

Conclusion 

This study has been systematically carried out using the methods and instruments 

adopted. The researchers made some careful clarifications on the various concepts and at the 

end have been able to establish some facts about the two notable variables of interest. It is of 

not that all the aspects of human resources management were not covered for what of time, 
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hence only two such as personnel recruitment and selection, and personnel training and 

development. 

 

Recommendations 

Based on the findings, the following recommendations were made; 

1. Since it was found by this study that the respondents agree that reengineering human 

resource management of personnel recruitment and selection can lead to knowledge economy 

but the relationship is very weak, the human resource managers of these institutions under 

study should put more effort, invest more intellectual capital to strengthen these aspect of 

their job in this digital world. 

2. The study also reveal an agreement that reengineering personnel training and 

development aspect of human resource management can lead to knowledge economy, but the 

correlation is perfect negative, the federal government should do well to invest more in 

human capital development in these institutions. 

 

Education Implications of Findings 

The finding of this study portrays the following implications for education in Rivers 

State in particular and Nigeria in general viz: 

1. This findings imply that most personnel recruitment and selections done in this 

institutions are not based on merits and as such have far reaching consequences on the 

productivity in teaching and learning in the state and Nigeria in general. 

2. The findings also implied that perhaps most funds invested in training and 

developments in these institutions are not utilized for the purpose. This implies also that the 

manpower’s of these institutions are lagging behind and may take longer time to embrace 

knowledge economy. This does not tell good on the graduates of these institutions. 
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