
Page 84 of 422                                                              JMSE Vol. 19 (7) 2019 ISSN – 2370-9878 

 
 
 

 

 

Incrementalism in Human Resource Development: The 

Case of Bayelsa State Civil Service 

 

Tambou, Joseph Tambara 
University of Africa, Toru-Orua, Bayelsa State, Department of Public 

Administration. 

 

Abstract 

This study examines the suitability or otherwise of the 

incremental model in human resource development in the 

Bayelsa State Civil Service. The study investigated among 

others; the extent application of the incremental model 

impacts on human resource development in the civil service, 

evaluated the effects incremental model on staff training 

and productivity of the civil service and the consequences 

of incremental model on personnel development on public 

service delivery in Bayelsa State. The incremental model 

which operates from the premise that the decision maker is 

not really interested in completely new solutions that are 

radically different from previous decisions instead his 

interest lies in improvements on previous decisions is 

considered the best model to be utilised in human resource 

development particularly in bureaucratic organisations like 

the civil service and this model was also adopted as the 

theoretical standpoint of the study. The findings of the 

research revealed that, the non-application of the 

incremental model in personnel administration is 

accountable for civil servants’ non exposure  to  regular 

training  workshops  and  refresher  courses  required  to  

cope  with  job challenges  and  organizational  changes in 

Bayelsa State.  Hence,  they  are  denied  the opportunity  of  

acquiring  the  relevant  skills  and  knowledge  needed  to 

perform  tasks  effectively  and  these  have direct effect on 

the productivity of the service. It was recommended among 
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others that; government should adopt the incremental 

model in managing its human resources by exposing its 

employees to regular training and development 

programmes in order to enhance and sustain their 

motivation and morale for high productivity and effective 

service delivery in Bayelsa State.  . 

 

 

Introduction 

The American industrialist, Andrew Carnegie, was once asked at the height of his 

business success, “If you were stripped of everything you possess except one thing 

what would you choose to keep?” He replied back “my staff”. This is the key that 

unlocks the doors of an enterprise (Sharma, Sadana, & Kaur, 2012:447). This indicates 

the importance of men and women who work in an organisation. It is they, who are 

collectively called “personnel” or “staff” or “services” or “human resources” who 

make the organisation work which otherwise is mere abstraction. Out of the four 

factors of production-men, materials, machines and money, it is the men or human 

resources who are the only dynamic factors of production. Other factors of production 

are worthless without the involvement of this factor.  

Human Resource Management in the words of Obi, Obikeze & Onyekwelu (2012:156) 

is that branch of Public Administration which can help an organisation in the 

management of personnel resources with the use of well thought out principles, 

practices and rationalised techniques in selecting, retaining, and developing personnel 

for the fulfilment of organisational objectives systematically and scientifically. It is 

the art and science of planning, organising, implementing and evaluating the personnel 

resources in any organisation to ensure their best use for the achievement of the 

objectives, goals and targets of an organization”. 

Governments the world over are expected to provide certain essential public services 

including; healthcare, education, electricity, pipe born water supply, social welfare, 

and security of lives and property of its citizens and residents and also carry out 

regulatory duties. In Nigeria for instance, Chapter II of the 1999 constitution provides 

under the Fundamental Objectives and Directive Principles of State Policy for the 

political, economic, social, educational, and environmental objectives and obligations 

which the Nigerian State owe her citizens in the “social contract” entered in to between 

her and her citizens from independence in 1960 till date.  
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To undertake these enormous constitutional responsibilities on a sustainable basis, 

government needs to be endowed with a trained, developed, and highly motivated 

workforce which is the civil service. Historically, the civil service is not a creation of 

modern times. It has its roots in history and dates back to the times of the early 

civilisations (Adebayo, 2000:92). It is also of interest to note that in AD 219 the ancient 

Chinese had worked out a system of classifying men into nine grades according to 

their ability, knowledge, experience and character. This system of nine grade 

classification was officially adopted for the selection of men for government service.  

Adebayo (2000:92) further affirmed that with the emergence of the modern State the 

civil service evolved as the bedrock of the executive arm of government. Its main task 

came to be the implementation of the policies and programmes of successive 

governments. The civil service particularly in Bayelsa State is now also responsible 

for the management of the machinery of government and carrying out the daily tasks 

that public administration demands.  

It is observed that one unique role of the civil service especially in Bayelsa State is 

that it stands for the continuity of policy and gradualism as opposed to radical 

departures. Hence the incremental model in human resource development is 

instrumental in the training and development of the civil servants in the State. 

 

Statement of Problem 

The unending complaints from the populace about low productivity and poor service 

delivery by the civil service has been an issue of great concern over the years. Various 

efforts have been made by researchers, in attempt to find lasting solutions to the 

challenges of thecivilservice. Successive governments have also consistently 

increased the remuneration and allowances of civil servants, in order to boost their 

morale towards efficient, effective and productive service delivery. However their 

productivity levels remained abysmally below average and arguably not 

commensurate with the increments. This inefficient, ineffective and unproductive 

posture of the civil service especially in Bayelsa State calls for serious concern and 

makes one wonder whether there are other very crucial factors aside money that may 

account for the ineffectiveness and low productivity of the service. Observation 

reveals that, one key factor apart from increase in pay that determines employees’ 

productivity is the employee’s skills and knowledge of the job. More so, what 

ultimately determines the amount of skills and specific knowledge an employee 

possess, is the level of training and development received by the employee 

incrementally over the years. Inyang (2001) strongly noted that, the civil service has a 

penchant for recruiting untrained and unqualified personnel and does little or in most 

cases makes no attempt to train and develop its personnel even after recruiting them. 
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More importantly, it is further observed that the civil service being a bureaucratic 

organisation ought to strictly adhere to the culture of incrementalism and gradualism 

in managing its human resources but this appears not to be the case in Bayelsa State, 

which may have accounted for the underperformance of the service. Hence, this study 

projects the incremental model in the training and development of the civil servants 

and the study will examine the extent  of the application of incremental model impacts 

on human resource development in the Bayelsa State Civil Service, to evaluate the 

effects of incremental model on staff training and  the productivity of the civil service 

in Bayelsa State, more so,  further investigate the consequences of incremental model 

on personnel development on public service delivery in Bayelsa State.    

 

Review of Related Literature 

The review of relevant literature will be done conceptually. That is the following 

pertinent concepts shall be reviewed in line with the theme under investigation: 

 

The Concept of Civil Service 

The civil service refers to all government ministries and departments, except the 

military and paramilitary agencies, whose salaries and allowances are paid from 

money voted by the legislature (Abba, 2008:267). The civil service also excludes all 

those who work outside the mainstream government ministries. Osai (2001), opined 

therefore that, the civil service is the machinery made up of people organised into 

ministries with the responsibility of advising the government and implementing its 

policies and programmes.  

 

Origin of the Civil Service 

One incontrovertible fact to mention here in the opinion of Obi, Obikeze, & 

Onyekwelu (2012:146) is that, the civil service is not a modern day creation. It can be 

said that the civil service has its origin in history. In fact, the origin of the civil service 

dates back to the days of ancient civilisations (Adebayo, 2000). The author opines that 

the ancient Chinese Empire during the Han Dynasty, 202 BC, recognized the need to 

have a permanent body of officials to implement government decisions. He also states 

that in 462 BC, Pericles, a renowned leader in ancient Greece, introduced a scheme 

for the compensation of officials, thus facilitating the continued participation in public 

administration by citizens who had to work daily for their living. Be that as it may, 

there are various accounts of the origin of the civil service, but our focus here shall be 

to give the brief history of the civil service in Bayelsa State. 

The Bayelsa State Civil Service which is used in this study as a point reference was 

created out of the Old Rivers State in 1996, shortly after the state was created by Gen. 
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Sani Abacha’s Administration. The organisational structure of the Bayelsa State Civil 

Service like every other civil service across the country is headed by a Head of service 

who is the administrative head of the state civil service, with each ministry in the state 

civil service having a commissioner as the political head and a permanent secretary as 

the administrative head. The permanent secretary is assisted by subordinate officers, 

such as, the directors, deputy directors, and assistant directors among others. 

 

Human Resource Classification in the Civil Service 

The personnel of the civil service are categorized as follows: 

Administrative Class: This is the highest class and its main duty is to advice 

ministries on policy matters. Members of this class are mainly recruited from people 

who owned degree honours. People can also be promoted from the executive class to 

the administrative class.  

Executive Class: This class is responsible for the implementation of government 

policies and programmes. People with National Diploma, Advanced level certificates 

and graduates with ordinary pass are recruited in to this class. 

Professional Class: This class consists of doctors, lawyers, engineers, surveyors, 

architects and so on. This class is charged with the responsibility of advising 

government on technical matters. 

Clerical class: This class is made up of typists, and other low grade workers. Those 

with school certificate or GCE Ordinary level. 

Manipulative class: This class consists of labourers, messengers, cleaners, and 

drivers. 

 

Attributes of the Civil Service 

i. Neutrality 

ii. Anonymity  

iii. Permanence 

iv. Impartiality 

v. Meritocracy 

vi. Hierarchism 

 

Functions of the Civil Service 

i. Advising Policy Makers 

ii. Execution of Policy 

iii. Delegated Legislation 

iv. Drafting of Estimates 

v. Connecting the Government and the Masses 
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vi. Drafting of Bills 

 

Challenges of the Civil Service 

i. Patronage 

ii. Perceived Corruption 

iii. Operation Inefficiency and Poor Service Delivery 

iv. Red-Tapism 

v. Recruitment Process 

vi. Frequent Changes in government 

 

The Concept of Incrementalism 

General observation suggests that the incremental method of policy and decision 

making is more appropriate for human resource development in Bayelsa State, as 

humans are naturally averred to radical changes. We shall therefore review the 

incremental model hereunder.  

The incremental approach views public policy as a continuation of past government 

activities with only incremental modifications. The model was offered by Charles 

Lindblom as reaction to “the literatures of decision making, policy formulation, 

planning and public administration” which formalizes the rational comprehensive 

model. Lindblom faulted the rationalist’s model of policy making on account of its 

failure to adapt to; 

i. Man’s limited problem solving capacities; 

ii. Inadequacy of information 

iii. The cost line of analysis; 

iv. Failure in advancing a satisfactory evaluating method 

v. The closeness of observed relationships between fact and value in policy 

making 

vi. The analyst’s need for strategic sequences of analytical moves; and 

vii.  The diverse forms in which policy problems actually arise (Bray Brooke 

and Lindblom:2009) 

 

According to Lindblom, (2009) “Human problems are extra ordinarily complex, while 

our analytical capacities and resources are quite limited”. Among other obstacles, we 

lack sufficient knowledge of cause and effect to understand complex social problem 

and there is no enough time and money even to conduct most of the partial studies that 

are feasible; people do not know all their goals or the trade-offs they are willing to 

make among them. Human beings disagree about almost everything and have no 
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satisfactory analytical method for resolving desperate perception and priorities into 

collective choices (Arrow 2010, Brayrooke’ and Lindblom 2009). 

Lindblom investigated the strategies available for coping with complex, uncertainty, 

disagreements, costliness and, other limitations of analysis. He offered a point by point 

refutation of the notion that certain decision makers ordinarily will make better 

decisions that a more decentralized or democratic. Due to the weakness observed by 

Lindblom as regards to rational model, he suggested for a disjointed incrementalism, 

which he also called the “science of muddling through” due to its reality and idealness. 

One of the basic assumptions of “muddling through” is that, whatever details are 

forgotten by today’s policy makers are very likely to be taken up for improvement by 

tomorrow’s men in power. Lindblom argued that administrators muddle through in 

response to current events and circumstances rather than by the will of those in policy-

making positions. According to him, disjointed incrementalism consists of; 

i. Limitation of analysis to a few somewhat familiar policy alternatives. 

ii. Adjustment of objectives in light of the policies potentially available rather 

than considering ends in the abstract 

iii. More pre-occupation with ills to be remedied than positive goals to be 

sought. 

iv. A sequence of trials, errors and revised trials. 

v. Exploration of only some, not all of the important possible consequences 

of a considered alternative 

vi. Fragmentation of analytical work to many partisan participants in policy 

and decision making. 

 

Lindblom also postulated that, policy makers prefer incremental changes because they 

don’t have the resources to collect all the information required to reasonably estimate 

the impact of all policy alternatives. The policy makers also accept the basic legitimacy 

of previous policies and feel that it is safer to continue known programme when the 

consequences of the new programme cannot be predicted.  It was also asserted by 

Lindblom that, the model helps to raise the competence of the policy because it 

concentrates the policy makers’ analysis on familiar and better-known experience. It 

also sharply reduces the number of different alternative policies to be explored as well 

as reduce the number of complexity of factors a policy maker has to analyse. 

Incrementalism views decision making as a conservative activity. It is assumed that 

new decisions are variations of the past decisions that decision makers accept existing 

decisions as satisfying and legitimate, and only make small, incremental marginal 

adjustments in their current behaviour. By so doing, decision makers hardly bother to 

canvass formidable numbers of a far reaching changes, neither do they spend 
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inordinate time defining their goals, and that the comparisons they make between the 

current state of affairs and the small adjustments to be made in current behaviour are 

within manageable proportions. 

Incrementalist approach also has its own limitations. In the first place, it is alleged to 

be insufficient goal oriented and ambitious, inviting complacent acceptance of our 

imperfections (Arrow, 1964) and justifying a policy of no effort (Dror, 2004). 

Incremental steps are said to mean proceeding without knowing where we are going 

(Forester, 2004:24). Nothing in the logic of incrementalism would lead to such 

conclusions. 

Incrementalism has a political undertone in the sense that, it prefers only minimal 

departures from the status quo, and the decision makers are viewed primarily as 

problem solvers who may lack the intellectual capacity or the time to make a wide 

search for alternative solutions (Chandler and Piano, 1988:128). 

Another criticism holds that, incrementalism is an overly conservative approach which 

would tend to neglect basic societal innovations (Etzioni, 2007) and would limit social 

scientists’ ability to serve as a source of social innovation (Dror 2004:155). Moreover, 

incrementalism does not take sufficient account of crucial factors that are not 

powerfully represented in the bargaining process. Incrementalism is appropriate in 

only a narrow range of decision situation where the environment is stable, no crisis is 

impending, the organisations survival is not at stake, available resources are not 

desperately short and where current policy problems resembled previous ones for 

which the organization has experience. (Ahrari, 2006). These conditions undermine 

the applicability of disjointed incrementalism. Dror argued that, many of today’s most  

important problems are tied up with high speed changes, the nature of issues and the 

available means of actions required, therefore a policy making process quite different 

from “muddling through” (Dror, 2004:154).  

It is acknowledged that incrementalism has its challenges, nevertheless, in the case of 

Bayelsa State Civil Service, it is more appropriate to apply the incremental model in 

human resource development considering such factors as paucity of funds, information 

deficiency, lack of technical know-how, and other considerable challenges that come 

with radical changes. 

 

The Concept of Human Resource Development 

No organisation the world over can carry out any of its activities without adequate and 

competent manpower or work force. This is because every human organisation is made 

up of human beings who help the organisation to carry out its numerous functions for 

the attainment of its objectives. It is however the quality of such individuals that 

determine to a large extent, the success or failure of any human organisation. The 
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significance of human resources and people as the most important asset of any 

organisation is emphasized by Gretton (2004) as he puts forward four basic 

assumptions regarding the relevance of people in any organization. He posits that there 

are fundamental differences between people as an asset and the traditional assets of 

finance or technology, that an understanding of those fundamental differences creates 

a whole new way of thinking and working in organisations, a shift in mind set, that 

business strategies can only be realized through people, and that creating approach to 

people necessitates a strong dialogue across the organisation. 

In the same way, Likert (2007) argues that all activities of any enterprise are initiated 

and determined by the persons who make up that institution, plant, offices, computers, 

automated equipment, and all that a modern firm uses are unproductive except for 

human effort and direction. It is the people in any human organization that are 

endowed with abilities, talents, an d attitudes, that influence productivity, quality and 

profitability. It is also the people in organisations that set the overall strategies, and 

goals, design work systems, produce goods and services. Based on this, individuals 

therefore become human resources by virtue of the functions they perform in the 

realization of organizational objectives. In view of this therefore, Harbison (2009) 

argued that human resources and not any other constitutes the ultimate basis for the 

wealth of nations, while Drucker (2008) posits that good organisational structure does 

not by itself guarantee good performance and that human resources is a fact of its 

existence, survival and development of the organization just like food is to man. This 

therefore means that no organization can attain its objectives, without the people. To 

buttress the above, Watson (2006) posits that human resources differ from other 

resources the employer uses simply because individuals are endowed with varying 

levels of ability including aptitudes, skills and knowledge with personality traits, 

gender role perception and differences in experience, and also as a result of differences 

in motivation and commitment. This therefore stands to mean that employees in an 

organization differ from all other resources since they can evaluate and at the same 

time question management decisions and actions as it affects them in their workplaces. 

However, employees in any organisation whether private or public have the capacity 

to form groups and trade unions in order to protect and advance their economic interest 

in the various places of work. Human resources can also be called personnel, staff or 

workers.A  systematic  approach  to  human  resource  development  will  logically  

start with  the  employees’  job  performance  appraisal  and  then  the  establishment  

of a  training  policy  and  the  required  resources  for  its  sustainability.  What follows 

sequentially  is  an  appraisal  of  training  needs  for  which  appropriate training is  

provided. The  sequence  of  activities  ends  in  an  appraisal      and feedback  of  the  

effectiveness  of  the  training.  This sequence is known as training Circle.  As  noted  
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by  Cole  (2002)  training  requirement  emanate  from four  sources;  namely  the  job  

requirement  of  the  newcomers,  shortfall  in employees’  performance  appraisal,  

organizational  changes  and  the  employees expressed  needs. It is difficult if not 

impossible to treat human resource development without mentioning the concept of 

training since the former usually precedes the later. Thus training in words of Onah 

(2015: 135) is an organised and coordinated development of knowledge, skills and 

attitudes needed by an individual to master a given situation or perform a certain task 

within an organisation whereas, staff development, according to Akpan (2012), is the 

process whereby an employee is enabled to grow in the job, through the acquisition of 

wide experience, breath and increasing confidence resulting from the exercise of 

varied and tested responsibilities, the aim being to enable him to reach the top or attain 

his best in his calling (Onah, 2015:135). Cole (2002), observed that staff development 

will be seen as any learning activity which is directed towards further needs rather than 

immediate performance. The focus of employee development tends to be on the 

organisation’s future personnel requirements and on the growth needs of individuals 

in the workplace. It  is  imperative  to  indicate  at  this  juncture  that,  training  and 

development  are  two  dimensions  of  human  resource  development. Akpan (2012) 

asserts that human resource training and development can occur simultaneously and 

complementarily but the two do not necessarily have to share direct relationship with 

each other. He further emphasized that they should in fact be separately treated in 

concept. This work however treats training as a part or an aspect of human capital 

development.  

Human resource development (HRD) refers to the vast field of training and 

development provided by organisations to increase the knowledge, skills, education 

and abilities of their employees. In many organisations human resources development 

processbegins upon the hiring of a new employee and continues throughout that 

employee’s tenure with the organisation. Observation shows that, many employees 

come into an organisation with only a basic or minimal level of skills and experience, 

and as such must receive requisite training in order to do their jobs effectively. Others 

may already have the necessary skills to do the job but do not have knowledge related 

to that particular organisation. Human resource development is designed to 

incrementally give employees the information they need to adopt to that organisation’s 

culture and to do their jobs efficiently and effectively.  

Incrementalism in human resource development emphasises gradual improvements in 

the human resources of an organisation by providing the coaching needed to strengthen 

and grow the knowledge, skills, and abilities that an employee already has. Thus, the 

goal of training and development is to make employees even better at what they do. 

The incremental model according to Henry (2004:307) means that only a limited 
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selection of policy alternatives are before the policy makers and that each one of these 

alternatives represents only marginal change in the status quo. The model emphasises 

caution in discarding government policies by new regimes that may be in hurry to 

impress the people. It is a model that places so much premium on the continuity of 

government policies and programmes, hence the need to investigate the incremental 

model as it relates to human resource development in the Bayelsa State Civil Service 

with a view to examine the relevance of the model having observed that bureaucracies 

globally are averred to radical changes or alterations. 

 

Theoretical Framework 

Onah (2015:136) argued that, hardly do we discuss and analyse concepts meaningfully 

in the social sciences without linking them to some theoretical standpoints or 

orientations. Incrementalism is one concept which readily lend itself to theoretical 

orientations. 

This work therefore adopted the incremental model of decision making as propounded 

by Charles E. Lindblom in his article, “The Science of Muddling Through” published 

in 1959. Incrementalism is based on the premise that administrative decision making 

involves a continuation of past decisions or policies with little modifications to suit 

continual environmental changes. This view is diametrically opposite to Herbert 

Simon’s rational comprehensive model. Lindblom recognizes the practical problems 

in rational comprehensive model as well as various limitations and opined that 

decision makers always continue the existing programmes and policies with some 

additions. Thus, what happens in administrative decisions is a virtual continuation of 

the previous activities with few modifications. Past activities and experiences are used 

by the administrator to make future decisions. This model is also known as the step by 

step approach. Incrementalism is easier to implement than rationalism and it allows 

for new policy decisions to be tested and abandoned if found undesirable before more 

damage is done. However, the model has been criticized as being too conservative. It 

neglects basic innovations as large number of good alternatives are not thought of let 

alone discussed. 

This model applied to the research on hand (which is incrementalism in human 

resource development) views human resource development as adaptive in nature 

where decisions are choices made in response to a combination of moderately unusual 

and only partially known problems and alternative solutions. Adaptive decisions often 

involve modifying and improving upon past routine decisions and practices. 

Continuous improvement is a key to total quality management. 

Continuous improvement involves streams of adaptive decisions made over time in an 

organisation that result in a large number of small incremental improvements year after 
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year. Continuous improvement requires a commitment to constant diagnosis of 

technical, organisational and managerial processes in search of improvement. It is 

driven by the goals of providing better quality, improving efficiency and being 

responsive to customer. Accordingly, improvements typically serve to: 

i. Enhance value to the customer through improved and new products and 

services. 

ii. Elevate productivity and effectiveness in the use of all resources. 

iii. Reduce errors, defects and waste. 

iv. Increase responsiveness to customer changes and expectations. 

 

Application of the Theory  

A complete overhaul or radical training and development programme does not take 

into consideration man’s limited problem solving capacities, inadequacy of 

information, and cost implications. All these factors make the process of making 

comprehensive training and development programme for civil servants in Bayelsa 

State improbable. This makes adoption of the incremental paradigm a necessity in 

human capital development in the Bayelsa State Civil Service considering the need for 

continuation of past government policies on staff training and development with only 

incremental modifications. Thus, the incremental model is the best framework to be 

applied in this study owing to the fact that, it will go long way to helping human 

resource managers and administrators make analysis on a familiar and better known 

experience; reduces the number of alternative programmes to be explored as well as 

reduce the number of the complexity of factors they have to be considered before 

planning and developing their manpower needs. 

 

Methodology 

This research utilized secondary data sources. The work adopted the content analysis 

of various library materials, government publications, internet materials, textbooks, 

and other documented researches pertaining to the subject investigated being 

Incrementalism in Human Resource Development. Thus, the work is qualitative. 

 

Findings and Discussions 

The development of employees of any organisation is a responsibility that is geared 

towards improving the skill, knowledge, competencies and attitude of the available 

human resources in an organisation so as to ensure maximum performance. 

However,the Bayelsa State Civil Service as revealed,lacks adequate application of the 

incremental approach in developing its human resources which is accountable for the 
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inefficiency and ineffectiveness with which the civil service performs itsconstitutional 

functions.   

The review of related literature shows that staff training is instrumental to human 

resource development. However observation revealed that training of civil servants in 

Bayelsa State has been skewed and has not received adequate attention from 

successive governments, hence the productivity of Bayelsa State Civil Service is 

seriously hampered. It must be noted that no organisation neglects the training needs 

of its personnel and succeeds. The success or failure of organisations depends largely 

on the extent of skill, knowledge, experience and expertise gained over time by its 

human resources through deliberate and sustained incremental efforts of its 

management. 

Manpower has been succinctly seen as “human resources or human capital…and the 

most important resources of an enterprise” (Onah, 2015:107). It presupposes therefore 

that there must be manpower planning and development which involves an analysis of 

its supply, demand, surplus, shortage, utilisation and evaluation in every organisation 

if the enterprise must survive and thrive. Here,the need for training and development 

is emphasized owing to the fact that; it enables employees particularly the younger 

ones, opportunity to have control over their future career thereby giving them greater 

job satisfaction and more career options. The study further reveals that a well-trained 

and developed employee will be more pliable, versatile and can easily adopt to new 

jobs for which he has been trained. Training and development would increase and 

improve service delivery in the Bayelsa State civil Service. Employee development 

boost workers morale and motivates them to higher performance. It also helps the 

quality of staff members needed to achieve organisational goals. Increased staff skill 

through training and development results in efficient and execution of task assigned to 

them. Thus, the relevance of personnel development in the civil service particularly in 

Bayelsa State can hardly be overstressed.  

 

Conclusion and Recommendations 

Human resources which include all the experiences, skills, abilities, judgement, 

knowledge, contacts, risk-taking and wisdom of individuals and associates in an 

organisation need to be planned for, incrementally. It is seen as the most important out 

of all the resources needed for the production of goods and services which serve as the 

tool for rapid socio-economic development of any nation. However, for this to be 

achieved, there must be adequate skilled and well-motivated workforce operating 

within a sound human resources management programme if development of all sectors 

of the economy is to take place. This is why the incremental approach to human 

resource development is strongly recommended for bureaucracies like the civil 
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service, particularly in Bayelsa State, so that the piecemeal nature of the model allows 

for adjustments during implementation because incremental decisions or processes are 

not fundamentally rigid decisions. Its in-built flexibility makes it more responsive than 

radical comprehensive decisions that are opposed to the gradualism of bureaucracies. 

We will at this juncture, recommend that for the civil service in Bayelsa State to be 

efficient and effective in service delivery, the existing employees of the service should 

be trained and developed by adopting the incremental model. This is because it is cost 

effective, easier to implement and more reliable than any other model. 
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