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Abstract 
The employment contract and consultancy can be fairly described as the 

focal point of all human resource activities. At the recruitment stage, 

personnel specialists are concerned with finding a suitable candidate to 

fulfill a particular contract with the organization. During the course of 

employment, they are involved in updating the contract as a result of 

promotion, job design, salary changes, extra employee benefits and the 

like. At the end of employment, it is the personnel specialists who are 

responsible for the termination processes associated with retirement, 

redundancy, dismissal or voluntary departure. Although, a great is 

written about psychological contracts and contracts for performance, the 

association between employer and employee remains at base a legal 

relationship governed by a contract of employment. In this article, we are 

concerned with the use of contract employees and management 

consultants for effective management of public sector organizations in 

Nigeria. The study applied literature review method to gather the 

necessary information for the work. The research revealed that once a 
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contract is established its terms and conditions cannot be altered by either 

party without the consent of the other. The paper recommended that there 

should be less gap in the range of access to legal rights between contract 

workers and non-contract employees in Nigerian public sector 

organizations.    

 

Key Words: Contract, Contractor, Consultant, Employees, Management,  

 Organization, Public, Sector, Effective, Worker. 

 

Introduction 

Whatever expectations employers and employees have on one another 

when the employment begins, the basic terms and conditions will be agreed 

and understood at the start and may, if necessary, be enforced in a court 

(Weirs, 2003). In law the existence of such a contract confers on both parties 

important obligations as well as giving the employee access to significant 

legal rights which are not available to people who work under different 

contractual arrangements.  

 

Employment contracts are very varied, and in recent years, public sector 

undertakings in Nigeria have seen a trend away from what are usually 

described as being “traditional” arrangements in which employees are 

employed on an open-ended basis for 38 hours or so over a 5-day standard 

“working week” towards a variety of different alternative types of contract. 

In some industrial sectors, we have seen a move away from employment 

altogether as people have chosen, or been required, to switch to self-

employment. These development have given employers more options in 

terms of how they resource their organizations to a greater extent than they 

were previously. The more consultants, specialist employment agencies 

and outsourcing specialist that exist and the more effective the services they 

provide, the more they are considered to provide a viable alternative to the 

more traditional forms of employment (Okere, 2003). 
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The agreement made freely between an employer and an employee is 

subject to the law of the land (Slade, 1995). This requires some criteria for 

establishing just what employment is, and what is not. The principal 

distinction to be made is whether a person is working under a contract of 

service, i.e. as an employee, or under a contract for services, i.e. as an 

independent contractor. The distinction is important since most legal rights, 

such as the right not to be unfairly dismissed from one’s employment, only 

apply to employees and not to independent contractors. It should also be 

stressed that the contract of employment is not a once-for-all phenomenon, 

but the start of a developing relationship between the two parties 

concerned. 

 

Contracts of Employment 

As far as the law is concerned around 80 percent of people who work in the 

Nigerian public sector organizations are employees (Okere, 1994). This 

means that they have a contract of employment with their employer, with 

the duties and privileges that applies. We use terms like “organization” and 

“business” more or less interchangeably and employer is the legal term to 

describe the dominant partner in the employment relationship. This is 

derived from the old notion of a master and servant relationship and 

indicates that the employee or servant has obligations to the employer or 

master and vice versa. In contrast, those who are self-employed or sub-

contractors have greater autonomy, but no one standing between them and 

legal accountability for their actions. 

 

The law in Nigeria makes an important distinction between the two groups, 

employees having access to a wider range of legal rights than non-

employees. While some areas of employment law apply to all workers, 

others only apply to employees. Non-employees are deemed to be working 

under “a contract” for services rather than a contract of service as is the case 

for employees. In addition to the statutory rights conferred by Acts of 

Parliament, a range of law duties are owed by employers to employees and 
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vice versa (Okere 2013) which do not apply in the case of other relationship. 

The major obligations are as follows: 

 

1. Owed by employers to employees: 

a. a general duty of care 

b. a duty to pay agreed wages  

c. a duty to provide work 

d. a duty to treat employees in an arbitrary or vindictive manner. 

e. a duty to provide support to employees 

f. a duty to provide safe systems of work 

 

2. Owed by employees to employers:   

a. a duty to cooperate 

b. a duty to obey reasonable/lawful instructions 

c. a duty to exercise reasonable care and skill 

d. a duty to act in good faith 

 

3. Owed by employers to employees vice versa:  

 -to maintain a relationship of mutual trust and confidence 

 

4. Owed by employees and ex-employees – duty of fidelity 

 

In the opinion of Weirs (2003) a contract of employment, contrary to 

common perception, need not exist in written form. It is much more 

satisfactory for both parties if there is documentary evidence of what terms 

and conditions have been offered and accepted, but a contract of 

employment exists whether agreed verbally on the telephone or sealed with 

no more than a handshake. Where there is any doubt about whether 

someone is an employee or not, the courts look at the evidence presented 

to them concerning the reality of the existing relationship between the two 

parties. If they consider, on balance, that it is governed by a contract of 

service rather than a contract for services, they will consider the worker to 
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be an employee and entitled to the full range of rights outlined. An 

employment contract can come into existence in Nigerian public sector 

organizations when unambiguous offer of employment is made and is 

unconditionally accepted. Once agreed neither side can alter the terms and 

conditions which govern their employment relationship without the 

agreement of the other. An employer cannot therefore, unilaterally cut 

employees’ pay, lengthen their hours of work, reduce their holiday 

entitlements, change their place of work or move them to another kind of 

work. To do so the employer neither has to secure the employees’ 

agreement by offering some kind of sweetener payments or has to ensure 

that the right to make adjustments to terms and conditions is written into 

the contract by means of flexibility clauses. Where n employer forces 

changes through without securing the agreement of employees directly, or 

in many cases through negotiation with union representatives, legal action 

may follow. An employee may simply bring a claim for breach of contract 

and ask that the original contract be honoured. In such circumstances 

compensation may or may not be appropriate. Alternatively, where the 

employer’s breach is serious or where it is one of the implied duties listed 

above that has not been honoured, employees are entitled to resign and 

claim constructive dismissal in an Employment Tribunal, in which case 

their situation is treated as if they had actually been dismissed.            

 

Working Patterns in Nigerian Public Sector Organizations 

Aside from payment arrangements for full-time workers, the pattern of 

hours which they are expected to work is the most important contractual 

issue. Among measures, the law seeks to ensure that no one is required to 

work more than an average of 48 hours a week against the will of the 

workers Okere, 2003). The past few decades have also seen some increase 

in the proportion of the working population engaged in shift-working. This 

is nothing new in the manufacturing sector where the presence of three 

eight-hour shifts has permitted plants to work round the clock for many 

years. Recently, however, there has been a substantial rise in the number of 
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service- sector workers who are employed to work shifts. They, unlike most 

factory-based –staff, are not generally paid additional shift payments to 

reward them for working unsocial hours.  

 

According to IDS (2000), the change has come about because of moves 

towards a 24-hour society which have followed on from globalization, the 

emergence of e-commerce and consumer demand. The result is a steadily 

increasing demand for employees to work outside the standard hours of 8 

– 4, Monday to Friday, a trend long established in the USA where fewer 

than a third of people work the standard weekday/daytime shift (IDS, 

2000). 

 

While some people in Nigerian public sector undertakings remain attached 

to the normal working week and would avoid working unsocial hours’ 

wherever possible, others like the flexibility it gives them, especially where 

they are rewarded with shift premier for doing so.  Shift working 

particularly appeals to people with family responsibilities as it permits at 

least one parent to be present at home throughout the day. Several types of 

distinct shift pattern can be identified according to Beynon, Grimshaw, 

Rubery, and Ward (2002) each of which brings with it a slightly different 

set of problems and opportunities. 

 

Part-Timer Shifts: This requires employees to come to work for a few hours 

each day. The most common groups are catering and retail workers 

employed to help cover the busiest periods of the day, such as a restaurant 

at lunchtime, and office cleaners employed to work early in the morning or 

after hours in the evening. This form of working is convenient for many and 

clearly meets a need for employers seeking people to come in for short 

spells of work. 

 

Permanent Night Shifts: This create a special category of employees set 

apart from everyone else. They work full time, but often have little contact 
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with other staff who leave before they arrive and return after they have left. 

Apart from those working in 24 – hours operations, the major categories are 

security staff and maintenance specialists employed to carry out work 

when machinery is idle or when roads are quiet. 

 

Double Day Shifts:    This involve half the workforce coming in from early 

in the morning  until early afternoon that is an  early shift, while the other 

half work from early afternoon until 10.00 at night, that is a late shift. A 

hand-over period occurs between the two shifts when everyone is present, 

enabling the organization to operate smoothly for 16 – 18 hours a day. Such 

approaches are common in organizations such as hospitals and hotels 

which are busy throughout the day and evening but which require 

relatively few people to work overnight. Rotation between early and late 

shifts permits employee to take a 24 – hour break every other day. 

 

Three – Shift Working: This is a well established approach in 

manufacturing industry and in service – sector organizations which operate 

around the clock. Common patterns are 6 – 2, 2 – 10 and 10 – 6 or 8 – 4, 4 – 

12 and 12 – 8. 

 

Split Shifts: This involve employees coming into work for two short 

periods twice in a day. They thus, work on a full – time basis, but are 

employed on part-timer shifts to cover busy periods. They are most 

commonly used in the catering industry so that chefs and waiting staff are 

present during meal times and not during the mornings and afternoons 

when there is little for them to do. 

 

Compressed Hours Shifts: These are a method of reducing the working 

week by extending the working day, so that people work the same number 

of hours but on fewer days. An alternative method is to make the working 

day more concentrated by reducing the length of the midday meal-break. 
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Flexible Working Hours and Methods  

Both management and unions have faced up to the consequences of labor 

market changes. One such consequence is that employers have perceived 

the need to deploy the workforce as flexibly as possible. The reasoning 

nowadays is that if employees cannot work in a range of jobs, then the 

prospects are of redundancy i.e. no jobs. Against this background trade 

union negotiators have to adapt, or even reject, earlier tactics for protecting 

the interests of their members. 

 

Thus, another way of dealing with longer operating hours and 

unpredictable workloads is to abandon regular, fixed hours of working in 

Nigerian public sector organizations. This allows an organization to move 

towards the temporal flexibility (Atkinson, 1984). The aim is to ensure that 

employees are present only when they are needed and are not paid for 

being there during slack periods. However, there are three types of 

arrangements that are reasonably common. They are: flexitime, annual 

hours and zero hours contracts. 

 

Flexitime:  A flexitime system allows employees to start and finish the 

working day at different times. Most systems identify core hours when 

everyone has to be present, for example, 10 – 12 and 2 – 4, but permit 

flexibility outside these times. Staff can then decide for themselves when 

they start and finish each day and for how long they are absent at 

lunchtime. Some systems require a set number of hours to be worked every 

day, while others allow people to work varying lengths of time on different 

days provided they complete the quota appropriate for the week or month 

or whatever other settlement period is agreed. This means that someone 

can take a half-day or half – day or full-day off from time to time when they 

have built up a sufficient bank of hours (Derek, Laura and Stephen, 2005). 

Annual Hours: Annual hours schemes involve an extension of the flexitime 

principle to cover a whole year. They offer organizations the opportunity 

to reduce costs and improve performance by providing a better match 
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between workings and a business’s operating profile. Unlike flexitime, 

however, annual hours systems tend to afford less choice for employees. 

Central to each annual hours agreement is that the period of time within 

which full – time employees must work their contractual hours is defined 

over a whole year. All normal working hours contracts can be converted to 

annual hours, for example, an average of 38 – hours week becomes 

1,732annual hours, assuming five weeks’ holiday entitlement.  

 

Zero Hours: A zero-hours contact is one in which individuals are effectively 

employed on a casual basis and are not guaranteed any hours of work at 

all. Instead they are called in as and when there is need. This has long been 

the practice in some areas of employment, such as nursing agencies and the 

acting profession, but it has recently been used to some extent in other 

areas, such as retailing, to deal with emergencies or unforeseen 

circumstances. Such contracts allow employees to cope with unpredictable 

patterns of business, but they make life rather more unpredictable for the 

individuals involved. The lack of security associated with such 

arrangements makes them an unattractive prospects for many. 

 

Atypical Contractual Arrangements    

Recent decades have seen the growth of contractual arrangements that 

differ from the permanent, open-ended, full-time, workplace-based form of 

employment, that has always been regarded as representing the norm 

called “atypical contractual arrangements (Colling, 2000). These include 

contracts of limited duration, part-time contracts, distance working, and 

self-employment. 

 

Contracts of Limited Duration: Contracts of employment vary in all 

manner of ways. One of the most important distinctions relates to their 

length. Here it is possible to identify three basic forms: 
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1. Permanent: This is open-ended and without a date of expiry. 

2. Fixed Term: This has a fixed start and finish date, although it may 

have provision for notice before the agreed finish date.   

3. Temporary: Temporary contracts are for people employed explicitly 

for a limited period, but with the expiry date not precisely specified. 

 

Part – Time Contracts: At one time part-time working was relatively 

unusual and was scarcely economic for the employer as the national 

insurance costs of the part-time employee were disproportionate to those 

of the full-timer. The part-time contract was regarded as an indulgence for 

the employee and only a second-best alternative to the employment of 

someone on full-time. This view was endorsed by lower rates of pay, little 

or no security of employment and exclusion from such benefits as sick pay, 

holiday pay and pension entitlement. The situation has now wholly 

changed. 

 

Distance Working: In the quest for greater flexibility many employers are 

beginning to explore new ways of getting work done which do not involve 

individuals working full-time on their premises. Working overseas, selling 

in the field and home-working are the most obvious types of distance 

working, but advances in information technology have led to increased 

interest in the concepts of tele-working and tele-cottaging. The term tele, is 

the Greek word for distant, which is familiar to us in words such as 

telegram, and television. 

 

Self-Employment: Weir (2003) shows that demand for the services of self-

employed people is lowest in manufacturing and in the public services. By 

contrast there are many more opportunities for self-employment in the 

construction, retailing, property, business services and personal services 

industries. Three-quarters of self-employed people work for themselves or 

in partnership with one other person and they are heavily concentrated in 

skilled trades and professional services occupations. They also tend to be a 
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good deal older than average workers, as many as 31 percent of older 

workers employing themselves. While self-employed people typically cost 

more per hour to employ, they only need to be a set fee for the completion 

of a project irrespective of how long it takes. An employer can buy a self-

employed person’s expertise, but cannot draw on the full range of their 

energies and commitment as is possible in the case of well-managed 

employees to whom a longer-term commitment has been made and with 

whom a closer personal relationship has been forged Caulkin (1997). 

 

Consultants 

 A “consultant” is an expert who has some professional or technical skills, 

on the basis of which he or she advises clients who come to him or her for 

consultation. The term “management consultant” according to Ogundele 

(2004) is used with reference to experts with management, technical and 

other professional skills who are called in by an organization, in a state of 

ill-health. They are expected to apply their knowledge in diagnosing the 

illness of their clients and apply necessary treatment that will lead the 

client’s organization to the path of healthy recovery, growth, and 

development. The approach used could be: 

 

(1) analyzing the organizational situation and prescribing  solutions to 

be applied, and (2) after analyzing the problems in an organization, the 

management consultants will take over the real management of the 

organization to implement recommended solutions. Whenever the 

organization comes out of the wood, it will be handed back to its original 

management team by the management consultants. 

 

Some management consultants are self-employed people who have gained 

considerable experience over some years and are in a position to sell their 

expertise to organizations for a fee. Many more are employed by larger 

firms which also provide a range of other business services. These tend to 

be younger people who have substantial, specialist, technical knowledge of 
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particular areas of business activity. Consultants offer advice about issues 

faced by organizations, but they are also in a position to carryout research, 

to design new policies and procedures, and to brief or train staff in their 

effective use. Nowadays, a lot of their work involves selling already 

developed IT products to clients and assisting them to put these into 

operation. In the human resource field this is true of consultancies that 

specialize in job evaluation and in the provision of personnel information 

systems (Derek, Laura, and Stephen, 2005). In many ways consultants thus 

provide a service analogous to that of an accountant, a lawyer or a financial 

adviser. However, the service is packaged, organizations are being invited 

to buy their professional expertise and to apply it or not as they see fit. 

 

In some companies, and increasingly in public sector organizations, they 

are employed regularly and found to offer a useful expensive service. In the 

human resource field an example would be the need to develop a 

competitive employment package for an individual who is been sent on 

long-term expatriate assignment to a country with which people with the 

organization are largely unfamiliar. It makes sense in such a situation to 

take advice from someone who has technical knowledge of the tax systems, 

pay rates, and having standards in that field to administer psychometric 

selection tests to candidates applying for jobs and then to interpret and 

provide feedback on the results (Eurostat, 2003). However, Wood (1985) 

found in his interviews with well-established human resource consultants 

other reasons for their employment such as: 

 

1. To provide specialist expertise and wider knowledge not available 

within the client organization.  

2. To provide an independent view. 

3. To act as catalyst. 

4. To provide extra resources to meet temporary requirements. 

5. To help develop a consensus when there are divided views about 

proposed changes. 
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6. To demonstrate to employees the impartiality/objectivity of 

personnel changes or decisions. 

7. To justify potentially unpleasant decisions. 

 

The likelihood of securing a positive outcome employing consultants 

depends on two conditions being present. First, it is essential that the 

consultant is given very clear instructions both about the nature of the issue 

or problem that they are being asked to  advise about, and about what the 

client expects of them. Second, they should only be employed once it has 

first been established that they are likely to be able to provide knowledge 

and ideas that cannot be sourced in-house, and that the costs associated 

with their employment are justified (Lloyds, 2003). Therefore, management 

consultants are professional experts in various fields who are skilful in 

providing appropriate solutions for implementation, or who even get 

involved in implementing their own recommended solutions to an 

organizational problem (Ogundele, 2005). 

 

Outsourcing 

Consultants are mainly employed to give advice or to carry out a defined 

project. In employing them an organization is effectively subcontracting 

part of its management process (Harkness, 1999). But organizations can and 

do subcontract out to specialist service providers a great deal more. The 

outsourcing of functions which either could be or were previously carried 

out in-house has become more common in recent years. It is a trend that 

creates its own momentum because the more out-sourcing that occurs, the 

larger and better the providers become, making it an increasingly viable 

proposition for more organizations. Of particular interest, is the strong 

trend that can be discerned towards the outsourcing either in whole or in 

part of activities that have traditionally been carried out by the human 

resource function in organizations (Windle, 1985). According to Colling 

(2000), the organizational functions which are most commonly outsourced 

by public sector organizations are ancillary services such as cleaning, 
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catering, security, transportation and building maintenance. There is 

nothing new about organizations subcontracting such functions to external 

providers, but there is clearly an increased trend in that direction. Reilly 

(2001), says that, the nature and standard of services that the external 

company provides are determined by the service level agreement that is 

signed. This will usually follow on from a competitive tendering exercise in 

which providers of outsourcing services compete with one another to 

secure a three or five-year contract. If the standards of service fall short of 

those set out in the agreement, the purchasing organization is then able to 

look elsewhere, and can in any case sign a new agreement with a different 

provider at the end of the contract. This should ensure that high standards 

are maintained, but the evidence suggests that out-sourcing frequently 

disappoints in practice (Geary, 1992). 

 

Public Enterprises in Nigeria  

According to Okere (2003) public enterprises are government owned 

business established by the federal government or other lower level of 

government in the public interest. They are established to provide certain 

essential services which government cannot leave in the hands of private 

individuals whose major aim is to maximize profit. These services include 

water, electricity, roads, transports, education, health etc. 

 

Reasons for Using Contract Employees and Consultants in Public Sector 

Undertakings in Nigeria    

It would be unreasonable to argue that all is well in the undertakings. There 

is much scope for improving the efficiency and working of public sector 

enterprises. The main reasons for employing contract staff and consultants 

according to Okere (2003) are: 

 

1. Mounting Losses: A review of the working of public sector 

enterprises reveals that either the profit in them have been 
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deplorable low or they have been making losses. Subsequently, the 

losses are mounting year after year. 

 

2. Political Factors Influencing Decision About Location: It has been 

noted that in many situations, political factors influence decisions 

about location of projects in a state irrespective of the result of the 

feasibility study about costs. This approach leads to a considerable 

wastage of capital resources. 

 

3. Delays in Completion and Increase in Costs of Construction: Many 

reports on the working of public sector projects have pointed out that 

many of the projects took longer time to complete than was initially 

envisaged. Not only that the cost of the projects are also revised 

upwards. Thus, most of the delay in construction time schedule and 

increase in costs can be traced to poor and inadequate project 

planning. It is very necessary to prepare comprehensive plans so that 

the avoidable delays and increases in costs should not put additional 

burden on the scarce resources. 

 

4. Use of Manpower Resources in Excess of Actual Requirements: It 

has been brought out that in most of public enterprises, manpower 

is in excess of actual requirements. There is a poor manpower and 

this is certainly reflected in the inadequate arrangements for training 

and education of workers. 

 

5. Capacity Utilization: Capacity utilization is a direct indicator of the 

performance of a company. In a country with limited capital 

resources it is inexcusable for public enterprises to sub-optimally 

utilize their resources, men, materials and machines. The position in 

the public sector in this regard has left considerable room for 

improvement. 
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6. Faulty Control: The poor performance of public sector enterprises is 

often ascribed to faulty controls, financial and otherwise, exercised 

over them. 

 

7. Inefficient Management: Management effectiveness and efficiency 

are crucial factors in improving the overall performance of the public 

enterprises. For efficiency in business and industrial enterprises, it is 

necessary that operational decisions are prompt. 

 

8. Over-Capitalization: Public sector projects are charged with over 

capitalization. In other words, the input-out ratio obtaining in many 

projects was unfavourable. The causes leading to over-capitalization 

can be traced to inadequate planning, delays and avoidable 

expenditure during construction, surplus machine capacity, tied aid 

resulting in the compulsion to purchase imported equipment on a 

non-competitive basis, expensive turn-key contracts, bad location of 

projects and the provision of housing and other amenities on liberal 

scale. 

 

While the government has been pushing ahead with more and more public 

sector undertakings, there has been considerable criticisms about the poor 

performance and in some cases utter failure of government undertakings in 

the country, (Anyanwu, Oyefusi, Oaikhenan and Dimowo, 1997). 

 

Conclusions      

The law distinguishes between employees and workers, the former 

enjoying a wide range of statutory and contractual rights than the latter. 

Once a contract is established its terms cannot be broken by either party 

without the consent of the other. As far as the law is concerned around 80 

percent of people working in the Nigerian public sector organizations are 

employees. Aside from payment arrangements for full-time workers, the 

pattern of hours which they are expected to work is the most important 
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contractual issue. Thus, the pattern of work vary considerably. The 

traditional  Monday to Friday, 8 – 4 pattern is increasingly giving way to 

new shift patterns and contractual arrangements such as, part-time, 

permanent night, double  day, three-shift working, split and compressed 

hours shifts. Both management and unions have faced up to the 

consequences of labour market changes. One such consequence is that 

employers have perceived the need to deploy the workforce as flexible as 

possible. These areas are flexi-time, annual hours, and zero hours of 

contract. In recent years, we have seen a number of atypical contracts, such 

as those which provides work on a temporary or fixed-term basis. These 

include part-time contracts, contracts of limited duration, distance working, 

and self-employment. 

 

Management consultants are used with references to experts with 

management, technical and other professional skills. They are expected to 

apply their knowledge in diagnosing the illness of their clients and apply 

necessary treatment that will lead the client’s organization to the path of 

healthy recovery, growth, and development. Consultants are mainly 

employed also to give advice or to carry out a defined project. This is in 

form of outsourcing. In employing them an organization is effectively 

subcontracting part of its management process. 

 

The reasons for engaging contract employees and consultants in public 

sector organizations in Nigeria are necessary because of the short comings 

of the sector such as mounting losses, political factors influencing decision 

about location, delays in completion and increased costs of construction, 

use of manpower resources in excess of actual requirements, capacity 

utilization, faculty control, inefficient management, and over-

capitalization. 
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Recommendations 

Based on the conclusions, the following points are recommended for 

improved use of contract workers and consultants in Nigerian public sector 

organizations. 

 

1. There should be less gap in the range of access to legal rights 

between contract workers and non-contract employees in Nigerian 

public sector organizations. 

2. The agreement between an employer and an employee should be 

subject to the law of the land. 

3. Different types of distinct shift pattern can be used in contract 

agreement. 

4. The aim of flexible working hours should ensure that employees are 

present only when they are needed. 

5. Contractual arrangements should be atypical in nature. 

6. Consultants should endeavour to apply their knowledge in 

diagnosing the illness of their clients and apply necessary treatment 

that will lead the client’s organization to the path of healthy recover, 

growth, and development. 

7. All is not well in Nigerian public sector organizations; therefore, 

there is need to improve the efficiency and working of the sector by 

employing contract staff and consultants to remedy the issues of 

mounting losses, political influence in decision about location of 

projects, delay in completion and increase in costs of construction, 

use of excessive manpower, capacity utilization, faulty control, over-

capitalization, inefficient management etc. 

8. New technologies should be employed to make people to work from 

home.  This development will bring all manners of new challenges 

for human resource managers. 

9. The use of consultants to undertake human resource activities 

should be considered necessary. 
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10. Public sector organizations should outsource functions that are not 

considered to be “core” in their operations. This include some 

human resource activities. 
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