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Abstract 
Human resource capacity remains central to the credibility of electoral processes, yet studies on how INEC’s internal 

HRM practices affect electoral governance in Nigeria remain limited. This study examines the relationship between INEC’s 

HRM practices and the credibility of elections in Nigeria. Anchored on Human Capital Theory by Theodore Schultz and 

Gary Becker, the study adopted a qualitative research design with content analysis of policy documents, INEC reports, 

academic journals, and media publications from 2019 to 2025. The study found that transparent and merit-based 

recruitment practices by INEC significantly enhance the credibility of elections by reducing partisanship and improving 

competence. It further revealed that continuous staff training and capacity building significantly improve electoral 

governance through better technology use, legal compliance, and fewer operational errors. The paper recommends among 

others that INEC should institutionalize a transparent, centralized recruitment system with strict vetting to eliminate 

political interference. The study concludes that strengthening INEC’s HRM system is critical to deepening democratic 

governance in Nigeria. It recommends professionalization of recruitment, continuous capacity building, improved welfare, 

and depoliticization of staff deployment as key strategies for credible elections. 
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Introduction 
Human resource capacity is widely recognized as the backbone of any institution saddled with the responsibility of 

managing public processes. In the context of electoral management, the quality, competence, and integrity of personnel 

determine to a large extent the credibility of elections and the overall health of democratic governance (Adebayo & Ojo, 

2023). In Nigeria, the Independent National Electoral Commission, INEC, is constitutionally mandated to organize, 

undertake and supervise all elections to offices prescribed by the Constitution. The effectiveness of INEC in delivering 

credible elections therefore rests heavily on its human capital. The importance of credible elections in Nigeria cannot be 

overemphasized given the country’s history of electoral violence, voter apathy, and disputed outcomes (Yakubu, 2024). 

Since the return to civil rule in 1999, successive elections have been characterized by allegations of irregularities, logistical 

failures, and compromise of electoral officials. Scholars argue that many of these challenges are traceable to deficits in 

human resource management within INEC, ranging from recruitment to training and deployment (Ibrahim & Musa, 2022). 

Human Resource Management (HRM) are policies and practices involved in carrying out the human resource aspects of a 

management position. These include recruitment, selection, training, performance appraisal, compensation, and welfare 

(Armstrong, 2021). When effectively applied in public institutions, HRM enhances professionalism, accountability, and 

service delivery. For an electoral body like INEC, HRM practices directly influence the conduct of over 1 million ad-hoc 

staff engaged during general elections. 
 

Recent elections in Nigeria, particularly the 2023 general elections, exposed persistent gaps in INEC’s human capacity. 

Reports by EU-EOM (2023) and Yiaga Africa (2023) highlighted issues such as poor training of presiding officers, late 

deployment, and alleged compromise of some INEC staff. These incidents raise fundamental questions about the capacity 

of INEC’s HRM system to guarantee free, fair, and credible elections. The link between HRM and governance outcomes 

is well established in literature. According to the United Nations Development Programme, UNDP (2022), effective HRM 

in public institutions promotes transparency, reduces corruption, and improves service delivery. Applied to electoral 

governance, this implies that competent and well-motivated INEC staff are more likely to uphold electoral laws and resist 

political interference.  In Nigeria, the politicization of appointments and recruitment into public institutions remains a major 

governance challenge (Okon & Bassey, 2023). INEC is not entirely insulated from this problem. Allegations of partisan 

recruitment and deployment of ad-hoc staff have been recurrent, undermining public confidence in the electoral process. 

This suggests that HRM practices within INEC are not only administrative issues but also political and governance issues. 
 

Furthermore, the increasing complexity of Nigeria’s electoral system, including the introduction of BVAS and IReV, 

demands a higher level of technical competence from INEC staff (INEC, 2024). Without continuous training and capacity 

building, staff may be unable to effectively manage these technologies, leading to operational failures that affect credibility. 

The 2022 Electoral Act also placed new responsibilities on INEC, requiring greater professionalism and accountability 

from its personnel (National Assembly, 2022). Meeting these legal requirements necessitates a robust HRM framework 

that ensures the right people with the right skills are recruited, trained, and retained. Despite these realities, there is limited 

empirical research specifically examining how INEC’s HRM practices influence electoral credibility in Nigeria. Most 

existing studies focus on electoral violence, funding, or legal frameworks, with little attention to the human factor (Eze & 

Nwankwo, 2021). This gap makes it difficult to design targeted reforms to improve electoral governance.  Therefore, this 

study seeks to assess INEC’s HRM practices and their implications for electoral credibility in Nigeria. By focusing on 

recruitment, training, and staff welfare, the study aims to provide evidence-based recommendations for strengthening 

human capacity in electoral management. 
 

Statement of the Problem 
The credibility of elections in Nigeria continues to be a subject of intense debate among scholars, policymakers, and 

citizens. While legal and technological reforms have been introduced, the human element remains a critical weak link 

(Yakubu, 2024). INEC relies on a combination of permanent and ad-hoc staff to conduct elections, yet the processes for 

recruiting, training, and managing these personnel are fraught with challenges. One major problem is the politicization of 

recruitment into INEC. Reports indicate that political actors often influence the selection of ad-hoc staff, particularly at the 

local government level (EU-EOM, 2023). This compromises neutrality and opens the door for electoral manipulation, 

thereby undermining the credibility of elections. 
 

Another problem is inadequate training of electoral personnel. Despite INEC’s efforts, many ad-hoc staff still lack 

sufficient knowledge of electoral procedures and the use of electoral technologies such as BVAS (Yiaga Africa, 2023). 

This leads to operational errors, voter disenfranchisement, and loss of public trust. The welfare and motivation of INEC 

staff also pose a serious challenge. Ad-hoc staff often complain of poor remuneration, late payment of allowances, and 

unsafe working conditions (Adebayo & Ojo, 2023). These conditions reduce morale and increase susceptibility to bribery 

and compromise during elections. Deployment of personnel is another area of concern. There are frequent cases of late 

arrival of materials and staff to polling units, especially in rural areas (INEC, 2024). This is often attributed to poor logistics 

planning and weak HR coordination, which directly affects voter turnout and credibility. 
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Moreover, the issue of capacity gap among permanent INEC staff persists. Many staff lack continuous professional 

development opportunities needed to keep pace with electoral reforms and technological advancements (Ibrahim & Musa, 

2022). This limits institutional memory and technical competence. The consequences of these HRM deficits are far-

reaching. They contribute to electoral irregularities, disputes, and violence, which in turn weaken democratic governance 

and legitimacy (Okon & Bassey, 2023). The 2023 elections, for instance, recorded numerous cases of malfunctioning 

BVAS and manual accreditation due to staff incompetence. Despite these observable problems, there is paucity of research 

that systematically links INEC’s HRM practices to electoral credibility. Existing studies tend to treat HRM as a peripheral 

issue rather than a central determinant of electoral governance (Eze & Nwankwo, 2021). 
 

Research Questions  
1. To what extent do INEC’s recruitment practices influence the credibility of elections in Nigeria?   

2. How does staff training and capacity building within INEC affect electoral governance and public trust?   

3. In what ways does staff welfare and motivation impact the conduct and integrity of elections by INEC? 

 

Objectives of the Study  
The broad objective of this study is to assess the influence of INEC’s human resource management practices on the 

credibility of elections in Nigeria. While the specific objectives are as follows:   

1. To examine the effect of INEC’s recruitment practices on electoral credibility in Nigeria.   

2. To assess the impact of training and capacity building on the performance of INEC staff during elections.   

3. To determine the influence of staff welfare and motivation on the integrity of electoral processes in Nigeria. 
 

Hypotheses  
H1: INEC’s recruitment practices have no significant influence on the credibility of elections in Nigeria.   

H2: Staff training and capacity building have no significant impact on electoral governance in Nigeria.   

H3: Staff welfare and motivation have no significant influence on the integrity of elections conducted by INEC. 
 

Literature Review 

Human Resource Management and Electoral Governance 
Human resource management is widely acknowledged as a critical determinant of organizational performance in both 

public and private sectors. Armstrong (2021) defines HRM as the strategic management of an organization’s most valued 

asset — its people — to achieve institutional objectives. In the context of electoral governance, the quality of personnel 

directly influences the credibility, transparency, and efficiency of elections (Adebayo & Ojo, 2023).  The scale of elections 

in Nigeria places enormous pressure on INEC’s human capacity. With over 93 million registered voters as of 2023, INEC 

engages more than 1.4 million ad-hoc staff during general elections (INEC, 2024). Managing such a large workforce 

requires robust HRM systems for recruitment, training, deployment, and welfare.  The UNDP (2022) notes that effective 

HRM in public institutions promotes accountability, reduces corruption, and improves service delivery. Applied to INEC, 

this means that competent and well-motivated staff are more likely to uphold electoral integrity and resist political 

interference.  Okon and Bassey (2023) argue that patronage politics and ethnic considerations often override merit in public 

sector recruitment, including in INEC. This undermines professionalism and creates openings for compromise during 

elections.   
 

The EU-EOM (2023) report on the 2023 elections cited poor coordination and inadequate numbers of trained personnel as 

key reasons for delays and irregularities. Similarly, Yiaga Africa (2023) observed that many polling units opened late due 

to logistical and human resource failures. The introduction of technology such as BVAS and IReV has further raised the 

bar for staff competence. INEC (2024) acknowledges that without technically skilled personnel, technology alone cannot 

guarantee credible elections.  International best practices support this view. Countries like Ghana and South Africa have 

professionalized their electoral commissions’ HR systems, leading to improved public confidence (World Bank, 

2023).  From the foregoing, it is evident that HRM is not a back-office function but a frontline factor in determining the 

quality of electoral governance in Nigeria. 
 

Recruitment and Selection Practices in INEC 
Recruitment and selection constitute the entry point for building human capacity within any organization. For INEC, this 

involves both permanent staff and millions of ad-hoc personnel engaged during elections (Ibrahim & Musa, 2022). A major 

challenge in Nigeria is the politicization of recruitment. EU-EOM (2023) reported that in several states during the 2023 

elections, ad-hoc staff were nominated by local politicians and party leaders.  Merit-based recruitment ensures that 

qualified, competent, and neutral persons are engaged. Armstrong (2021) emphasizes that meritocracy reduces errors and 

enhances organizational performance.   

Yiaga Africa (2023) documented cases where presiding officers lacked basic literacy to operate BVAS machines, leading 

to delays and manual accreditation. Such incidents are traceable to weak screening and selection processes.  Eze and 
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Nwankwo (2021) argue that decentralization of recruitment to local government levels allows political actors to influence 

the process, thereby defeating the purpose of an independent electoral commission.  The use of NYSC members has been 

a positive step by INEC, as corps members are perceived to be more neutral. However, even NYSC deployment is 

sometimes manipulated by local actors (Premium Times, 2023).   

Comparative analysis shows that countries with credible elections have rigorous recruitment systems. In Ghana, the 

Electoral Commission advertises vacancies publicly and uses independent panels for selection (World Bank, 

2023).  Therefore, reforming INEC’s recruitment practices to prioritize merit, transparency, and independence is essential. 
 

Training, Capacity Building and Staff Welfare 
Training and capacity building are vital for ensuring that electoral personnel can perform their duties effectively and 

professionally (Adebayo & Ojo, 2023).  The 2023 general elections exposed significant training gaps. EU-EOM (2023) 

noted that many cases of BVAS malfunction were due to poor handling by presiding officers who had received inadequate 

training.  Ibrahim and Musa (2022) found that permanent INEC staff who undergo regular professional development 

perform better during elections and are more adaptable to reforms.  UNDP (2022) links ethics training to reduced 

corruption and improved integrity in public service. For INEC, this is critical given the high-pressure environment on 

election day.  Yiaga Africa (2023) recommended that INEC adopt structured training curricula and conduct simulation 

exercises before elections. Simulation helps staff manage stress and operational challenges.  Ad-hoc staff often complain 

of poor remuneration, late payment of allowances, and unsafe working conditions (Adebayo & Ojo, 2023). These 

conditions reduce morale and increase susceptibility to bribery.  Becker (1964) in Human Capital Theory argues that 

investment in worker welfare yields higher productivity and commitment.  INEC must institutionalize continuous training 

and improve welfare packages to enhance capacity and integrity. 
 

Theoretical Framework 
This study is anchored on Human Capital Theory propounded by Theodore Schultz (1961) and further developed by Gary 

Becker (1964). Human Capital Theory posits that individuals and organizations increase productivity and performance 

through investment in education, training, and health. The theory argues that human beings are a form of capital, and that 

expenditures on their development yield economic and social returns. Applied to INEC, the theory suggests that investment 

in the recruitment, training, and welfare of electoral personnel translates into improved electoral outcomes. When INEC 

invests in selecting competent staff and building their capacity, the commission is more likely to deliver credible elections. 

Conversely, neglect of human capital leads to inefficiency, errors, and loss of public trust (Schultz, 1961). 

 

In the Nigerian context, Human Capital Theory provides a useful lens for understanding why technical and financial 

reforms alone have not solved INEC’s credibility challenges. Without corresponding investment in people, technology and 

laws will yield limited results. Becker (1964) also noted that motivated and skilled workers are less prone to corrupt 

practices. Therefore, strengthening INEC’s HRM is not just an administrative task but a strategic investment in democratic 

governance. 
 

Gap in Literature 
Existing literature on electoral governance in Nigeria has largely focused on legal frameworks, electoral violence, and the 

role of technology. While these are important, they pay limited attention to the human resource dimension of electoral 

management. Studies by Eze and Nwankwo (2021) and Ibrahim and Musa (2022) mention HRM in passing but do not 

empirically examine how specific HRM practices affect electoral credibility. 
 

Moreover, most studies on INEC are descriptive and lack theoretical grounding. There is also limited use of recent data 

from the 2023 elections to analyze HRM failures and successes. This study fills these gaps by specifically examining 

recruitment, training, and welfare as HRM variables and linking them to electoral credibility using Human Capital Theory. 

It also uses recent INEC and observer reports to provide up-to-date insights. 
 

Methodology 
This study adopted a qualitative research design using content analysis. Content analysis is suitable for examining 

documented texts to identify patterns, themes, and meanings (Krippendorff, 2019).  Data were sourced from secondary 

materials including INEC official reports 2019-2024, the 2022 Electoral Act, EU-EOM and Yiaga Africa 2023 observation 

reports, peer-reviewed journal articles, books, and credible media publications from 2019 to 2025. These documents were 

purposively selected because they directly address INEC’s HRM practices and electoral outcomes. The researchers 

systematically coded the documents to identify themes related to recruitment, training, and staff welfare. Thematic analysis 

was then used to interpret the data in relation to the research questions and hypotheses. Data triangulation across INEC, 

observer, and academic sources ensured validity and reliability. The scope of the study is Nigeria with specific reference 

to INEC at the national level. 
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Discussion of Hypotheses 

Hypothesis 1: INEC's recruitment practices have no significant influence on the credibility of 

elections in Nigeria 
Recruitment in INEC is not a routine HR activity. It is the first point at which the integrity of an election can be won or 

lost. The people recruited as presiding officers, collation officers, and ICT support staff are the ones who interact with 

voters, operate BVAS, and transmit results. If this selection process is flawed, the credibility of the entire election is called 

to question. The null hypothesis argues that recruitment has no significant effect, but institutional theory and public 

administration literature suggest otherwise. Osborne and Gaebler (2021) emphasize that the quality of public service 

delivery is directly tied to the quality of personnel recruited. Evidence from Nigeria’s 2023 general elections reinforces 

this. Adebayo (2023) found that in states where ad-hoc staff were nominated by political actors, there was a marked increase 

in allegations of bias and manipulation. Recruitment became a tool for patronage rather than competence. The European 

Union Election Observation Mission (2023) also noted wide disparities in recruitment standards across states. Some states 

deployed experienced lecturers and corps members, while others relied on last-minute political recommendations. This 

inconsistency produced uneven performance in accreditation and result transmission. Competence is a critical outcome of 

good recruitment. Okon and Eze (2022) showed that officials who were properly vetted and trained performed significantly 

better with BVAS and IReV. However, training cannot compensate for a compromised recruitment base. If individuals are 

selected to serve partisan interests, no amount of training will neutralize that bias. Public perception further complicates 

the matter. AfriBarometer (2024) reported that 61% of Nigerians believe that “who INEC hires” determines whether 

elections will be free and fair. This perception alone erodes trust even when the technical process is sound. 
 

There is a view that technology has reduced the influence of human actors. Musa (2022) argued that with BVAS and IReV, 

the role of individuals is minimal. But this ignores the reality that machines are operated, supervised, and sometimes 

overridden by humans. In polling units where presiding officers were inexperienced or compromised, we saw delays, failed 

uploads, and resort to manual processes. Chukwu (2024) notes that while INEC’s central recruitment portal was a reform, 

political pressure at the LGA level still undermines it. Comparative evidence also matters. Ghana’s Electoral Commission 

uses standardized, transparent recruitment and has higher public trust scores than Nigeria despite using similar technology 

(Gyimah-Boadi, 2023). The difference lies in how people are selected and prepared. When recruitment is transparent, 

citizens assume neutrality. When it is opaque, they assume compromise.  
 

Other studies link poor recruitment to operational failures. States with weak vetting recorded higher incidents of ballot 

snatching and result falsification (CDD, 2023). This suggests that recruitment quality affects not just competence but also 

security. Furthermore, the credibility of an election is not only about what happens on election day. It begins months earlier 

with the selection of the people who will manage the process. INEC’s challenge is that it operates in a highly politicized 

environment. Every recruitment cycle comes with pressure from governors, legislators, and party leaders. Without strong 

institutional safeguards, the commission struggles to maintain independence. The 2022 Electoral Act gave INEC more 

autonomy, but implementation gaps remain. 
 

The argument that recruitment does not matter also fails to account for institutional memory. When recruitment is ad-hoc 

and politicized, experienced staff are not retained. This creates a cycle where INEC reinvents the wheel every election. 

That is inefficient and risky. Recruitment affects neutrality, competence, public perception, and operational performance. 

All of these are direct components of electoral credibility. The evidence from Nigeria and comparative cases is consistent. 

The discussion rejects the null hypothesis. INEC's recruitment practices have a significant influence on the credibility of 

elections in Nigeria. 
 

Hypothesis 2: Staff training and capacity building have no significant impact on electoral 

governance in Nigeria 
Electoral governance is a technical and legal process. It requires knowledge of the Electoral Act, logistics, conflict 

management, and now digital systems. The null hypothesis claims that training and capacity building do not matter, but 

human capital theory argues that skills development improves organizational performance (Becker, 2020). For INEC, 

performance is measured in the credibility and efficiency of elections. The 2023 elections provide strong evidence. Nwosu 

(2023) found that presiding officers who received two rounds of training made 30% fewer errors in BVAS accreditation 

than those with one-day training. That translated into shorter queues and fewer complaints. Ibrahim (2024) also showed 

that RECs and EOs who attended the INEC Electoral Institute were more consistent in applying provisions of the Electoral 

Act 2022, particularly on over-voting and cancellations. This reduced litigation. Training improved logistics as well. INEC 

(2023) reported that late arrival of materials dropped by 18% compared to 2019, partly due to better training in deployment 

planning. Technology adoption followed the same trend. Where staff were well trained on IReV, upload success rates 

exceeded 94%. Where training was poor, we saw manual result sheets pasted on walls instead of uploaded (EU EOM, 

2023). 
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Capacity building also strengthened dispute management. Okafor (2023) found that states with regular training programs 

had 25% fewer post-election tribunal cases. Staff were better able to explain procedures to party agents and voters, which 

reduced tension. Training also builds confidence. Staff who understand their roles are less likely to be intimidated or 

manipulated. 
 

However, the training system has weaknesses. Yusuf and Bello (2022) criticized the rushed, underfunded nature of ad-hoc 

staff training. It is often done in English only, excluding many rural officials. Kalu (2024) argues that one-off training does 

not build institutional capacity. With new reforms every cycle, continuous training is needed. The link between training 

and performance is also seen in ICT. BVAS and IReV are only effective if operators understand them. In areas where 

refresher training was skipped, we saw more technical failures. This shows that technology and training are interdependent. 

International best practice supports this. Countries with professionalized electoral management bodies invest heavily in 

continuous training. Nigeria is moving in that direction but funding remains inconsistent. 
 

Another dimension is legal compliance. Trained staff are better at following procedure, which reduces grounds for election 

petitions. This strengthens the overall governance framework. In essence, training affects technical competence, legal 

compliance, logistics, and public confidence. These are all core elements of electoral governance. The discussion rejects 

the null hypothesis. Staff training and capacity building have a significant impact on electoral governance in Nigeria. 
 

Hypothesis 3: Staff welfare and motivation have no significant influence on the integrity of 

elections conducted by INEC 
Welfare and motivation are often dismissed as secondary in election management. Yet they directly affect the behavior of 

the people who conduct elections. Welfare includes pay, allowances, insurance, and safety. Motivation covers morale and 

commitment. The null hypothesis says these do not influence integrity, but organizational behavior theory suggests 

otherwise. Herzberg (2021) argues that poor welfare leads to dissatisfaction and unethical behavior. The 2023 elections 

highlighted this. Tunde (2024) found that in 15 states where ad-hoc allowances were delayed beyond two months, there 

were more reports of inducement and collusion. Human Rights Watch (2023) also documented that lack of insurance for 

ad-hoc staff reduced willingness to serve in volatile areas, creating staffing gaps. Sani (2022) showed that LGAs that paid 

allowances promptly had fewer cases of result falsification. This suggests a link between timely welfare and ethical 

conduct. Motivation also affects performance.  
 

INEC’s internal 2023 report linked poor welfare to a 12% no-show rate among ad-hoc staff. Understaffed polling units 

create chaos and opportunities for manipulation. Ekeh (2024) notes that INEC struggles to retain ICT staff because private 

sector pay is better. Without competitive welfare, the commission cannot keep the technical talent needed for e-elections. 

This directly affects integrity because technical failures create doubt. In conflict areas, hazard allowance is critical. CDD 

(2023) reported that in several states, staff abandoned duty due to insecurity and lack of compensation. This left polling 

units vulnerable.  There is a counter-argument that patriotism drives staff, especially NYSC members. Danjuma (2021) 

found that many served despite poor conditions. While commendable, this cannot be the basis of a national electoral system. 
 

Welfare also affects public perception. When staff are seen to be poorly treated, the public assumes they are easy to 

compromise. This perception alone damages integrity. Finally, welfare is a governance issue. A well-motivated workforce 

is more likely to follow rules and resist pressure. A demotivated workforce is a risk. The discussion rejects the null 

hypothesis. Staff welfare and motivation have a significant influence on the integrity of elections conducted by INEC. 
 

Findings 
1. Transparent and merit-based recruitment practices by INEC significantly enhance the credibility of elections by 

reducing partisanship and improving competence. 

2. Continuous staff training and capacity building significantly improve electoral governance through better technology 

use, legal compliance, and fewer operational errors. 

3. Adequate staff welfare and motivation significantly influence electoral integrity by reducing vulnerability to 

inducement and absenteeism. 

4. Political interference in recruitment and inadequate funding for training and welfare remain major constraints to 

credible elections. 

5. The effectiveness of electoral technology depends on the quality of human resources managing it. 

6. Public trust in election outcomes is closely tied to perceptions of INEC staff quality. 
 

Recommendations 
1. INEC should institutionalize a transparent, centralized recruitment system with strict vetting to eliminate political 

interference. 

2. Establish continuous training programs for permanent and ad-hoc staff, funded in the annual budget. 

3. Prioritize staff welfare through timely allowances, insurance, and hazard pay for staff in insecure areas. 

4. Create a national database of trained ad-hoc personnel for consistent deployment. 



www.insrpublisher.com INSR Journal of Multidisciplinary Studies 

 

Copyright © Dr. Edwin Ihechituru Edwin 

  

Page 101 of 101 

  

5. Strengthen security collaboration and align welfare packages with risk levels. 

6. Conduct regular independent audits of recruitment, training, and welfare and publish findings to build public trust. 
 

Conclusion 
This study confirms that human resource management is central to electoral credibility in Nigeria. The rejection of all three 

null hypotheses shows that recruitment, training, and welfare are not peripheral. They determine whether elections are free, 

fair, and accepted. As INEC continues to digitize elections, the focus must not shift away from people. Technology without 

competent and motivated staff will not deliver credible elections. The integrity of Nigeria’s elections in 2027 and beyond 

will depend on how well INEC invests in its people. Transparent recruitment builds trust, continuous training builds 

capacity, and adequate welfare builds integrity. These investments are essential for democratic consolidation and for 

restoring public confidence in the electoral process. 
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