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A BSTRAC T

Public service in Nigeria, whether Federal or State, is acknowledged to be so ineffective in
the State economy that some critics believe that increased financid compensation to the

workers, would not attract commensurate job performance.

This study is an attempt to assess and find out the role financia compensation plays in job
performance in the public service, with specia emphasis on the Ministry of Education and

Y outh Development, Kaduna Slate.

Two hypotheses were postulated and tested on the workers. Questionnaires were distributed
and ora interviews were administered on the members of staff in the different formations of
the Ministry, with a view to finding out the effect of financia compensation on job
performance in the Civil Service; to prove or disprove the hypotheses, and other motivating

factors.

It was observed from the questionnaires and oral interview conducted that the two hypotheses
viz:

I.  Workers are attracted into the Ministry because they were not left with other alternatives
and that they will switch over to a new job with greener pasture (higher pay) if readily
available;

ii. Job performance in the Ministry is influenced by Financial compensation; have not been

disproved.

Though the Ministry pays allowances for rent, transport, meal subsidy and utility with the

monthly basic salary, these are seen to be grossly inadequate, to match the demand and
VIl



prevailing inflationary trend in the Nations Economy. This consequently, has made most

of the Civil Servantsto Aengage in private practice for their source of livelihood.

Other motivating factors such as medical facilities, office accommodation, toilet facilities,
office furniture, pension/gratuity scheme, recreational facilities, leave alowances and

schools for children are seen to be grossy inadequate and need to be improved upon.

With improvement on the financial compensation and these various motivating factors to
match the prevailing inflationary trend in the country paragraphs 19 to 22 of section 111 of
the schedule to the Civil Service (Re-organisation) Decree NO.43 of 1988, which provides
for a new job performance scheme, the practice of target setting in the Civil Service can be

effectively implemented.
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1.0

CHAPTER ONE

INTRODUCTION:

The Civil Service is (he instrument which Government uses 1o regulale and
manage all aspects and arcas of the socicly. 1t is through it that Government
devclops and implements policies. ¢ is from Government burcaucracy that all the
other inslitutions ablain various types of approvals, licences and permils e.t.c
which are critical 1o their cxistenee and operations.  Also, Government aliocation
of resources passes through the burcaucracy of all other arcas of the sociely,
dircetly or indirectly. Therefore, afl other institutions performance have to deal

with the Civil Service at one point or the other in their existence and operations.

In fact, onc could not possibly talk of any sociely without a Government, and the
existence of a good Government pre-supposes the existence of a good and
organised Civil Service. This is quite true in view of the fact that all Government
policies and programme arg being carried oul through that very important agency —
the Civil Scrvice, Without a well organised, structured and efficient Civil Service,

there could be no good Government.

To sum it up, the critical importance of the Civil service in any socicty cannot

possibly be in doubt. In fuct the condition of a socicty reflects its Civil Servicc,

The Civil service in Nigeria is patterned after the British Government Civil Service
Structurcs, which is made up of diversely differing organisations. This diversity

stemis from the differing objectives of public scetor organisations.



There are those grganisations such as the Nationalised industrics which operate on
commercial lines and sell their products in the market places ¢.g the Nigerian
National Petroleum Corporation {(N.N.P.C), Stecl Rolling Mills c.t.e. At the other
end of the specirum of public service organisations, arc bodies like Local
Government Councils, Ministrics of Liducation, Works and Housing, Icalth,
Establishment e.t.c which exist in the main, to provide services which are not sold

in the open market.

In some public scctor organisations, notably the Nationalised industrics, Managers
operale on broadly commercial lines. In other words, the suéccss of the
organisation is measurcd o a large extent by the amount of profit the organisation
generates. Obviously, the Nationalised industrics have objectives, other than profit
maximisation ¢.g. improving the standards of scrvice, but at the end of the day
prolit or its abscnce is available as a measure of cliiciency for these types of public
scelor organisations.  ‘Their cfficiency is judged in terms of the relationship

between the inputs ¢.g. assels used, wages paid ¢.t¢, and out put i.c. profit.

The accounting records in these types of public scctor organisation try to record the
total wealth controlled by the organisations, the form in which the wealth exisls
and whether there has been an annual increase or decrease in the wealth ol the
organisalions. — s
However in the public service which is labelled “non-profit organisations’, the
profil measure is not avaitable ay a means ol measuring performance. In providing

services stich as Bducation, Health carc facilitics, Housing, roads c.it.c the

2



objeclives are not centred on generaling profits, but on improving the social
welfare of the society. This absence of profit measure can make financial control
more difficult to achicve, because the focus of conlrol tends to concentrate on the

quantity and quality of service provided.

The crux of control, thercfore is the measurement of objectives of the organisation
in order that performance can be monitored. Thus onc could argue that the absence
of the profit measure makes the measurement of job performance in public scrvice
a more subjective task, because measurement of objectives is often difficult, if not

impossible.

At the heat of the answers 1o questions concerning the performance and spending
of public scctor bodics, are certain general aim of public service. These aims
might generally be expressed as:-

(i) Providing a basic standard of ammenity e.g purity ol water, hygicnic
cnvironmental conditions, good roads, good cducation c.t.c to all citizens
irrespective of arcas and in most cases irrespective of the individual’s
ability to pay.

(ii) improving the wealth and cconomy of the country, providing job
opportunitics .

(iii)  Sccking for an improvement in the quality of lifc.

In other words public services are geared towards enhancing the individual’s day to day

cxcreise. However there is no universal acceptance as to how much or how liitle, public

service must be provided Lo achieve this enhancements lor the individual,



Statement of the Problem

The Public Service in Nigeria is generally and obviously, ineffective. This has
therclore aflecled the general patiern of performance of Nigeria and Nigerians,

Onc can comfortably say, it is not a goal-oriented public service.

Efforts made by past government to implorc workers salary only succeeded in

creating mulliplicity of salary scales in the public service.

Salary increase in Nigeria are disastrous and ave followed immediately with
inflationary  consequences  in the market place. Unforlunately, Since the
Government lacked the mcans 1o control (he situation, the privale scctor
successfully mancuvercd lo restore the differentials which had been largely
acquired through government negleet to its employec and not for economically

determined reasons productivity, scarcity or risk.

Since 1975, lack of job sceurily caused by Mass retirement and retrenchment by
the government has become a common {eature in the public serviee. The mass
retitement during Gen., Murtala./Obasanjo require (ook many peoplc unawares.
There bad not been any preparation, like (he Housing policy for the public

servants, no natural pension benelits that would guarantee regular stipend ete.

‘Though, there is monthly pension i the public service, the processes of

establishing the payment is demoralising,

i — . ________.—.ll
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All these made the workers to look for other means, like enpaging in other
businesscs  while still actlive; a mass financial and non-financial benelits,
(corruption) cven without perfonming or neglecting the stalulory funclion of their

organisations.

Objcctives of the study

It is the aim of this study to assess and find out the role financial compensation
plays in job performance in the public service most especially in the Ministry of

Education and Youth Development — Kaduna Stale.

[n as much as augumenls by some known scholars of Management o de-
emphasize financial remuncration as a motivating factor in job performance? there
is a disagrcement bearing in mind the situation in less developed countries and

Nigeria in particufar,

A lot of emphasis had been laid on money, as it is the yard stick for measuring the
status of individuatls in the socicly, irrespeclive of its source. Government waorkers

being members of the society, can not be delineated from that view point.

It is evidenl that there are officers who deliberately would wail to remain in
subordiante positions and rcfuse to accept whatever gestures by the Management
designed to further their knowledge and skills simply lor fear ol their place or
position being taken by another person. This is as a result of the monetary gains

such posilions attract. Related (o this argument is the rush to Banks and



Multinationals for cmployment, because of high {inancial remuneration inspite, of

3

their stringent work schedule and the attendant low job sceurity,

Specifically this study is aimed at the following objectives:-

1.

ldentification of the type of financial compensation available o public
servants.

An analysis of the impact of the financial compensation on work attitude
and the workers.

Examination of the views of workers in terms of the benefits they derive
from the Ministry and to find out whether it is the financial compensation
that actually molivales and retains them in working {or the Ministry or

some other factors
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HYPOTHESIS

In this study, two hypotheses are formulated and to be tested, They are:
k. Workers are attracted into the Ministry as last resorl and that they will
switch over (o a new job with higher pay, if readily available.

2. Jab performance in the Ministry is influcinced by financial compensation.

SIGNIFICANCE OF THE STUDY

A number of writers and commentators have tried to relate poor financial
compensation to poor job performance in the public service organisations. [t is
also believed that the public service being a social service provider, is not goal
oriented and motivation towards job performance is poor most employees do not
show any commitment to the organisation in which they work as they have

interests in businesses outside their place of work for extra-financial package.

The workers’ nepative attitude to work results in very low performance which may
be attributed to inadequate supervision, poor lcadership, poor reporting and
assessment, tardiness, wrong appointments based on who one knows rather than
what one knows poor [unding, indiscipline, low marale, poor wellare programme,

poor financial remunerations and the attendant [rustration.

This study would be modest contribution to motivational literate and would give an

insight on the role financial compensations play in the civil service.



1.6

1.6.1

1.6.2

1.6.3

RESEARCH METHODOLOGY

This research work will use both primary and secondary data.

The primary source of collecting data will include questionaries and interviews,
The secondary data will be the information to be obtained from the Ministry’s

Personnel Department and the Library.

SCOre
The scope of this rescarch will cover compensation and job performance in the
Ministry of Education and Youth Development, Kaduna State.

LIMITATIONS

This rescarch work is limited by time. That is there isn’t enough time to cover
other states in the federation. Financial constraint is another. Despite these
constraints, however, relevant data was collected that enclosed the rescarcher to

advance uselul recommendations

POPULATION SAMPLE

The scope of the rescarch study will cover various sections of the Ministry
headquarters and some zonal olfices and some schools in the various zones, i.c,

Zaria zone:-

Barewa College and Government Secondary School Zaria .
Anchau Zone:-
Girls Science Secondary School Soba and Government Technical School Soba.

Giwa Zone:-



Government Girls Secondary School Giwa and Government Girls Sccondary
School Samaru.

Kaduna Zone:-

Qucen Amina College Kakuri Kaduna and Government Technical College Kajuru
Zonkwa Zonc:-

Government Secondary School Fadan Kaje and Government Girls Secondary
School Zonkwa.

Kalanchan Zone:-

Government Sccondary School Kagoro and Government Secondary School
Kalanchan

Lete Zone:-

Government College Saminaka and Government Sceondary School Yarkasuwa.
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CHAPTER U
LITERATURE REVIEW
INFTRODUCTION

In the Publie service, the difficultics of micasuring performance stems from the

peculiaritics of the scetor.

Apart {rom the non quantiﬁ.ablc nalure of output in cxplicit terms, there is the
pursuance of the multiple objective. Profit making is not the sole objective for
instance, in a typical public scctor organisation the Ministry of Education and
Youth Devclopment, the sole objective is mecting the academic social, moral and

ofcourse other obligations.

Effectiveness is also very difficult to mcasure, where the tools and supplics
necessary {or performance are totally unavailable or are not available at the right
time or at the right place or perhaps in questionable gquantity and qﬁality. Again
ambiguous statements of objectives in the public scetlor could also affcet the

mcasurcment of job performance.

Even though provating performance in the public scrvice could be difficuly, it is
nol impossiblc to conceive ol certain lactors and practice, which impede or

promote job performance.



2.1

JOB PERFORMANCE

tn Nigeria, job performance is so poor in the Public Service because public
servants are poorly compensated.  Officers could be sent overseas o train as
Doctors, Lagineers and the rest. Such oflicers will prefer to remain there because
they know, they will be well compensated. This has created lack ol commitment

to the public service,

There are other cases where young graduates arc not allowed spaces in the public
scrvice, simply because the older people are very greedy and will not relinguish
their positions, consequently job performance is low because new skills have not
been injected into the public service. The same sct of people are therefore doing
the same jobs with the same skills that were aequord several decades apo. These
older oflicers refuse Lo retive simply because of the financial remunerations (cs ta

cude). cle

In another area, aflecting job perlormance is the possibility of the diversion ol
property rights by the workers. Thus argument save postulated that public scetor
ciployces and senior officers have opportunitics to a mass linancial and non-
financial benefits (corruption) cven without performing the statutory functions of
(their organisation, subject to the possibility ol being caught and  punished.

(Akinitola Bello 1984),



2.2

From the loregoing onc can say that job performance in Nigeria is so below
expectations that unless the situation is improve, the public scrvice will remain

poorly managed.

JOB PERFORMANCE AND THE CIVIL SERVICE

When job performance evaluation is thought about, il is oftcn visualised as a
formal process involving rating forms, lucc to face intervicws, slalements of
objectives and ofien heated discussions and hard feelings. HHowever, it takes little
cffort Lo realise that while employces may be formally evaluated as infrequantly as
once or twice a year, they are actually being informally evaluated almost

constantly.

Supervisors meeting informally over coffee or lunch break frequently brag about
and sharc amusing ancedotles regarding their cmployees behaviour and work
performance. As they do this, the supervisors are actually informally — evaluating
their emiployeces, ofien on the basis of a few randomly obscrved events or remarks.
Employces also informally cvaluate themselves, their supervisors and cach other,
during mectings at the coke machine, water cooler or while on break. H is during
these informally, loosely structured discussions that employces and supervisors
begin o acquire reputations. These repulations, whether factual or not often colour

the interpersonal relationships inherent in any functioning organisation.

The questions that often arise in this work arc:-

How do we appraise the performance of a civil servant?

12



Who is the best evaluator of civil servants performance — the public the

Government or the serving members of the Civil Service itself ?

From the point of view of public sector, that the civil servants in the Ministry are

cmployed 1o serve, we might measure civil service performance against

departmental objectives for which the Ministry is established.

The functions of the Ministry of Education and Youth Development of Kaduna

State are as follows;-

(a)

(b)

(d)

(¢)
(hH
(g)

(h)

(i)

)

(k)

(H

The coordination of all educational activities in the state.

To enlighten and educate all its citizen.

To give instructions to post primary and primary institution and the
curricula related to it

The admission of pupils into post primary institutions and the transfer of
students from one school to another.

The standard required for admission to coursces.

The examination of students and the classification of certificates

The fees to be charged in schools.

The procedure to be followed with regards to the establishment, merger,
discontinuance or transfer to new sites of any educational institution.

The standards to which school premises are to conform.

The records, accounts and other documents required by law (o be kept in
institutions.

The organisation ol institutions

The physical and moral welfare of students in atlendance at institutions,

13



Irom the point of view of the Ministry Authoritics we might look at the core

criteria from the Ministrys record and measure performance in terms ol quantity
and quality ol output, absence, lardiness, querics.  We may also measure
performance in terms of employee ratings, using standardised forms — Annual
Performance Lvaluation Report Forms (APLER). These forms contain a number of
performance  factors for example, punctuality, quality of work, Drive and
Determination, Reliability under pressure et.c . Each of these performance factors,
is described in terms of outstanding (A) and unsatisfactory performance (E). The
three intermediate rating (B,C,D) represent behaviour between the  extemes

(Appenolix v).

The Civil Servants might evaluate their own performance, in terms of promotion

they carn, commendations, special responsibilities.

Ordinarily, the Civil Scrvice job is not an casy one o measure. The responsibility
in the civil service is a collective one, which involves various decisions taken at
different level of authority. For example, belore funds are released for any work to
be done, the proposal has to go through the tables of many officers before the final

authority is given for its release.

Lven at this stage, there is the external Ministry which ascertains the genuineness
of the request and for what reasons the fund is released. At these stages of decision
making for the final relcase of funds, there is the tendency for lapses on the part of
one or two officers to delay in decision making. So when we (ry (o appraise

employees in the public service, — whose performance are we in effect measuring.

14



The performance of one, some, or all of the different officers involved in the

decision making.

Compensation is defined as the adequate and equitable remuneration of personnel
for their contributions to organisations objectives. Financial compensations are
normally designed to:-

- attract capable employees to the organisation,

- (o motivate them towards superior performance.

- (o retain their services over an extended period of time

Ejoilor (1991), suggested that an employee should be adequately compensated
through the following means among others:-
- Wages/salaries
- Transportation to and from work
- Housing allowance
- Medical care for the family
- Training and development
- Schools Tor ofIsprings
- Transportation of corpses of dead employces
= Publishing of one ycar remembrance in the “Daulies’
- Annual lcave grants
- Inconviniencee or disturbance allowance.
After all these allowances are paid, the management expects that an

employee performance very well. The question that now arises from these arc (wo:



L)

how effective are these suggested compensations, for the motivation of an average

public servant towards job performance?

Several reforms have been embarked upon by the Government to improve
the working conditions of the civil servant. Apart {rom other motivating factors,
greater emphasis had been laid on higher financial compensation for an increased
job performance. Have these compensation yielded any results, made an average
civil servant perform?

It is therefore intended in this study 1o relate job performance with financial
compensation, bearing in mind that there are other mojtivating factors, like
improved medical facilities, vchicle loans, schools for children, training

recreational facilities, housing loans, furniture loans ete.

FACTORS AFFECTING JOB PERFORMANCE
The link between motivation and performance at work has recorded considerable
and sustained attention in recent years from both practicing Managers and

organisational rescarchers,

Several theories of motivation have been used to explain why people behave the
way they do and how human behaviour could be used to attain a specilic goal.
These theories of motivation have been presented in the literature, but the upsurge
of theoretical interest is both a blessing and a curse. On the one land, the theories
offer a better understanding of work behaviour and an appreciation of its
complexity. On the other hand, a number of diverse theoretical orientations have

evolved. For instance, in the search for motivational models or techniques, some

16



rescarchers locused on variables such as job lactors (Hizbergy et al 1964), work
stituation (Neally 1964) needs (Maslow, 1970), beliels about onesell and espied
cquity and inequity (Festinger, 1957)  Adams, 1965). Theory X and Y (Me
Grepors).  Further more motivational practices which are based on some of these
theories have included goal setting, workers participation in decision making and
collective bargaining and incentive system. It would be ideal if we could achieve
an integration and evaluation of all motivation theories and thus a sigualrly

acceptable position on work motivation.

The difficulty of integrating theorctical orientations partaining to work motivation
not withstanding, there is a consensus of opinion that people must be attracted not

only to join work organisations but also to remain in them,

Organisation most come to grip with the motivational problems of stimulating both
decisions to participate (commitment) and the work. Inputs in the cfficieney ratio
include labour and equipment, and given that the right equipment 15 procured.
Managers often try 1o capitalize on incentives to direct the encrgies of their

cmployees towards orpanisational objectives thereby motivating them,

Inspite of the number ol motivating theories the answers to job performance in
Nigeria's Public Service seem  clusive.  Altempts to give ecmployees a
psychological pep up by training, do not appear to be achieving the desired goals.
FFor example, possibly because ol an absence of commitment or poor financial
compensation, officers sent on over seas tour or (raining, clect not (o return to

Nigeria or where training has been completed, non performance results, because

17



some ol the trained Managers or Personncls may not have been properly placed in
the job for which they were schooled. There are other instances where training
madce [or the benelit of qualificd young officers with drive and determination are
taken over by older officers about (o relire from service, simply because of the
fimancial remuncrtion (Esta code) such training attracts. Consequently, it is the
same sel of people who do the same jobs with the same skills acquired scveral
decades ago. This is o say that the work place is not being rejuvenated with  the
militancy it ought to be. Some of these old senior officers are so repugnant to
changes that when sound ideas are given by younger officers they are “Kkilled™ or

“frustrated™ with the saying “Wait for your own time or chance.

Another factor that constrains job perlormance in the public service is the view that
the financial compensation docs not provide attractive inducement Lo yield higher
job performance. [lence most public servants try Lo have registered busingsses on

their own that bring in extra financial rewards to augment that Irom the olfice,

According 1o Vroom (1964), a worker will be motivated to perform cfficiently if
he is made to have a strong belict (valenee) that a particular reward (atlractive in
size) will result (expectaney) i he performs well.  Given the inflexible wage
sttucture in the Public service, cmployees do nol see higher remuncrations
resulting from distinguished performance. The rigid wage structure would appear
1o be a disincentive to higher performance.  Another factor which probably alleets
the productivity of the public scrvice is connected with the possibility of the
diversion of property rights by the workers, This argument postulated thal public

sector cmployees and senior officers have opportunitics to a mass f{inancial and

[§3



2.4

non [inancial benefits {corruption) even without performing the statulory functions
of their organisation, subject o the probability of being caught and punished.
(Akinwla Bello 1984).  The reporls ol several commissions of inquiry into
financial mismanagement in the public service serve to support this hypothesis,
Coupled  with  the  dysfunctional  structure  of  financial compensation,  the
opportunitics lor misappropriating propetty tights on the job tend 1o yield
motivation which is not work related, that is motivation towards the maximization

ol privale benelits both within the job (corruplion) and outside the job (multiple

job holding). This situation appears to be less prevalate in the privale scetor,

perhaps because ol the more equitable [inancial compensation structure.,

What factors then can be identilied as capable ol motivating the employees ol

public setvice 1o higher performance ?

There are actually o lot of factors but for the benelit ol the aspect ol financial

compensation.

KASIIM IB2a11iM | 1BRARY |

THEORITICAL FRAMLE WORK

This chapter will deal primarily with theories which have been the subject of
cmpirical investigation in Nigeria.  Discussion here will be limited 10 content
theorics.  Content theorics scek to identily the major variable, which excrt an
influence on behaviour,  Content theories direet their atiention, e.p at classifying
the basic needs which people try to satisly. What rewards do people find most
Miractive 7 What incentives are the most effective ? or what aspeets of the job to

be performed or  the work environment lead o desired work related perlormance

%
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or oul comes 7 In short, these theories provide a fairly comprehensive appraisal of

factors which influcnce individual belaviour accurately (compbell and pritchard,

1976). They are best regarded therefore as frame works which deepens our work.

Some of the theorics might be treated in an atiempt to understand some aspects of

organisational behaviour.

Al L MASLOW HIERARCHY OIF NELKD

This theory is one of the most popular theorics of motivation in the organisational

theory and behaviour literature.

Maslows theory of motivation rests on three basic premises:-

(a)

(b)

(©)

People have needs whicl influence their behaviour

Only needs which have not been satisficd can acl ag motivators. When for
example, physiological needs such as the need for [vod are unsatisficd they
dominate the individual. Al energy 1s divecled at satisfying the unfubfitlcd
need.

An individual’s needs are arranged in a hierarchy of importance, from the
most basic nceds, such as those for food, shelter and cloth, o more
complex psychological needs such as the need for esteem,

Needs at the upper level of e hierarchy are only activated, once needs al
the lower levels have attained some minimal acceptable level of

salislaction,
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Since this study is on financial compensation and job performance, it is only
natural to apply the argument of Maslow. This is informed by the harsh economic

condition biting majority of Nigerians, pay package is becoming more than ever

belore, a question of life and death. The struggle for survival is fast assuming :

critical dimension c.g high cost of fuel, motor parts, food items to mention but ¢
few. lts safe to suppose that the vast majority of lower level workers would partly
because of their obligations to immediate family and kinsmen, be concerned with
satislying more basic needs.  This means that at work, they would be most

concerned about finameial compensation and security of employment.

The basic human needs identilied by Maslow in an increasing order ol importance

are as [ollows:-

SELIF ACTUALISATION NEEDS
ESTEEM NEEDS
—— SOCIAL NELEDS

e SAFETY NEEDS
PIHYSIOLOGICAL NIEEDS

PHYSIOLOGICAL NEEDS:-

These are basic needs for sustaining human lile itsell” e.g. food, water, clothing,
shelter, sleep and to reproduce.  According (o Maslow, until these needs are
satisfied to the degree necessary to maintain life, other needs will not motivate. In
some instances failure to satisly the physiological needs can result in death.  In
Nigeria, at work, such factors as salary level, working conditions (e.g. heat, noise,
and shilt time) and distance Trom urban residence would feature prominently in
this category. In the larger citics of Nigeria the latter consideration can be of prime

significance (o the worker who because of relatively low level ol pay, can not



afTord 1o buy his own ear or to take public transport and must therefore, cither walk

or cyele long distances to and from work.

SAKETY NEEDS

These are needs to be free from physical danger and (car of the loss ol a job,
property, lood, clothing or shelter. 1t may be regarded as a need to reduce
uncertaintics associaled with basic physiological need satisfaction. In the work
selting these needs would be reflected in the workers auitude to the possibility of

pay increasc,

SOCIAL AFFILIATION OR ACCEPTANCE NEED

The social or belonging needs reflect man’s social nature, his needs {or the
friendship and company of others, These nceds only take clfect, however, when
the physiological and safety needs have been satisficd to an aceeptable degree for

the individual. . .
v

PR .

ENTEEM NELEDS
This calegory incorporates the needs which people have for  self respeet and the
respeet for others and needs associated with feelings ol self confidence, status and

prestige, recognition,

At work such lactors as job title, the nature of the work itsell c.g highly skilled,
scientific, professional c.t.c) and the amount of autonomy, power and
responsibility associated with the job would feature prominently in this category.
Occeupational preferences provide some indication on the degree to which dilteremnt

types of work are seen as satislying estcem necds.
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In Nigeria, for example, Moryan (1965) [ound that the prestige rating attached (o
various occupations by sample of University students were very similar to weslern
rating, High ratings were given to employees such as physicians, and accountants

and the lowest ratings to manual work such as domestic service.

SELF ACCAULISATION

This i1s the highest need in the hicrachy. It is the desire to become what one is
capable of becoming, to miximize one's potential and accomplish something. Selfl
Actualization refers to the individual's needs to strive not just to be good at

something but to be as good as he is capable of being.

The Maslow hicrarchy ol needs though widely publicized and accepted by theorists
and practitioners alike 1s basically a theoritical conception issuing from an

attempted synthesis of much psychological rescarch.

Most ol the Empirical evidence pertaining (o Maslow’s theory has been gathered
(rom North American Managers (Parter and Lawler 1965).  owever, there is a
small but growing body ol literature devoted o the study ol cross-cultural
Managerial attitudes and motivation, and there is some agreement concerning the
possible effects of culture on need satisfaction and need importance.  The data
sugpests that culture in its broadest sense taken in most cases, to be defined by

national boundaries — has a significant impact upon percieved need deficiencics

among managerial personnel.
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Generadly speaking in developing countries like Nigeria, where political and socio-
ceonomic systems may be regarded as unstable and more problematic, managers
report much higher levels of need dissatisfaction than Managers in relatively

developed socicties,

2.42 HERZBERGS FACTOR THEORY
Herzbery ¢l at (1959) postulated the existance of two independent work motivators

— Extrinsic and Intwinsic factors.

While conducting a study using (200) two hundred accountants and Engineers, the
subjects were required 10 aninterview 1o deseribe in detail what was happening in
their jobs at times when they had been particularly dissatisfied, {rustrated or
unhappy and at times when everything scemed to be going on well and they were
satsfied, enthustastic or imterested in their work.  ‘The study showed that positive
rcaclioﬁ to work were associated with jobs which provided opportunity for
achievement recognition ol performance, responsibility and scope for individual
development, and interesting and challenging waork.
T——

These factors which cssentially have to do with the content of the job having the

most power 1o motivade people.

On the other hand, work situations which were regarded as most dissatislying were
characterised by deficiencies in such arcas as technical supervision, working
conditions, pay and company policy, These two patterns of response provided the

basis lor Herzbergs theory. 11 consists of two peneral propositions.
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. Individual Motivalion at work is a [unction of the intrinsic characleristics of

the job which include:-

()
(b)
()
()
(¢)
{

Achicvement
Recognition
Work itsell’
Responsibilily
Advancement

Personal development

These factors are called motivators.

2. Dissatisfaction at work is a lunction of a sct of job conditions called

hygicne factors. When (actors prevent dissatisfaction, bul they can not act

as motivators, such lactors tinclude

(a)
(b)
(©)
(d)
(©
D
®
()

Salary

Job sceurity

Working conditions

Personal lile

Relationship with superiors

Relationship with [ellow workmates and subordiantes
Company policy

Fringe benefits,

“The theory asserts, then, that no matter how highly a worker is being paid or how

good his working cavironment may be, the type of factor alonec will not he

sufficient to include high level of motivation or satis{action. By the same loken,

irrespective of how interesting or how challenging a job might be (i.c intrinsically
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motivating) there will stll be dissatisfaction il pay or working conditions are

inadequate.

The Herzberg theory has been criticized by some as being methodical, that is,
when individuals are asked to explain why they feel happy or satisfied, they are
mclined o explain in terms of their own behaviours, referring to the intrinsic
factors but when things are not going so well, individuals tend to lay the blame else
where on extrinsic factors associated with the work environment. The theory has
also been eriticized on the ground that a certain job characteristics can cause job
dissatisfaction for one person and job satislaction for another, or vice versa.
Jibowo (1977) studied the effects on job performance of motivations and hygiene
lactors among a group ol sevenly live (75) Agricultural Extension workers in
Nigeria.  Adopting basically the same method as Herzberg ct al, Jibowo found
some support for the influence of motivators on job performance. There was also
evidence 1o suggest that, hygicne factors, such as poor working conditions, fow
levels of pay and poor supervision, depresed productivity and performance in
general, thus contradicting Herzberg’s theory.  In other words, the hygience factors

pay, supervision and working conditions — acted as motivators among (he

Nigerian workers studied by Jibowo.

Despite these eriticisms and others which have been omitted, Herzbergs theory has
been extremely influential.  The theory indicates that some cmployees may have
achicved a level of social and cconomie progress, such that the higher level needs
ol Maslow (bisteem needs and self actualization) are the primary motivators.

However these employees most still satisly their lower level needs in order to
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maintain their current slate. Thus it could be seen that money might still be a
motivator for non-managenient workers (particularty those at a minimum wage
level) and for some managerial employees. The power of money as a molivalor is
expecially important in an cconomy with a high rate of inflation like in Nigeria.
Henee the study of inancial compensation and job performance in the public

sector.

COMPENSATION

What is really dilTicult for any Personncl Administration is workers compensation.
It is considered to be very complicated and crucial lo both employers and
cployces, (Hdwin Fhippo 1986).  Honestly, the lovel of wages and salaries are
very low. This has really made il difficult for the Ministry to maintain the cxisting

leachers and nobody really wants to take new appointment with the Ministry.

It is really important for the Ministry to realise the need to improve the wages and
salaries of its teachers in order for the most qualilied teachers 1o continuc Lo stay in
the profession. Infact the poor result we continue to record in our schools is the
result of the brain drain of our experienced teachers Lo other sectors of e
ccononty or orgnisations like the Banks, Customs, Immigration, NNPC and other
linancial Institutions other than [3anks,  ‘These places have so many atlractive

things to draw and maintain its work loree,

Therclore the continued probiems we are facing in the tcaching profession and

how our students sulfer neglect is as a result of the poverty situation of our
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teachers. 1l these teachers can get betler pay and incentives, the siluation can

really be improved.

BRIEEF IHSTORY OF EDUCATION IN NIGERIA
The History of Liducation in Nigeria began with Islamic Education.  Islam and
Islamic influcnces spread into Nigeria from the North-Last,  Islam was first

accepted by the Kaueru Ruler Umise Filmis who ruled in the 11"

century, lIslam
was introduced into Hausaland by traders and scholars from the 14thC. Arabic
was the language that was studied to understand the Koran. Arabic schools were

called Koranic schools. It was from Northern Nigeria that Islam spread to

Southern Nigeria.

Usman Dan Fodio, a prominent Nigerian Mushim ruler and scholar reformed
Islamic practices is Northern Nigeria, e fought a Jihad around 1804 and
ciphasized the education of women. At the primary level, the pupils were thought
to memorise the Quran. At the sceondary level they fearn the Hadith, they also
tricd W know the meaning of the chapters of the Quran. Al the post sccondary
level, they learmn Arabic grammar syntax, logic, Arithmetic, Algebra and the rest,
At the University level, students specialise in their arcas of chotee to obtain

diplomas or degrecs.,

The School Tor Arabic Studics (SAS) Kano started the Arts progrimme [or tratning
Arabic and Koranic teachers in Nigeria. After diplomas and degrees in Arabic and

Eslamice studics.
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Belore 1925 there was no clearly delined Colonial Government Policy on
Education in Africa. The business of Lducation in Nigerta was mostly in the hands
of missionarics who used schools o spread the Christian faith. AL various periods
the Colonial Government set up Commissions 10 report on how best the
cducational system could be improved. One such Commission led to the phelps
stoke educational policy ol K25. The commission recommended the central
control of Education and the cstablishment of moic teachers, technical and women
colleges. Similarly the LIl hot Commissions report Iof 1945 recommended among
other things two University Colleges for Nigeria and the Gold coast (Ghana). The
last commission sei up by the colonical Govermiment was the Ashby report of 1959
which recommended the opening of a University cach in Nsukka, Zaria and Lagos.

Ashby also recommended a National Universities Commission [or Nigeria.
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CHAPTER THREE

3.0 INTRODUCTION

BRIEF HISTORY OF MINISTRY OF EDUCATION AND YOUTH DEVELOPMENT
The ministry ol education Kaduna State came into being as a result of the 1976 states
creation. 1t was, prior to this period, the Headquarters of the former Northern Nigeria
Ministry of Lducation.  After the creation of States, the Kaduna State (the then North
central state) Ministry education was, as a result fortunate to have been blessed with a well

cstablished organisation, as well as well-laid educational policies and prolessional staff,

The Ministry of today, named Ministry of Education and Youth Development is the

biggest organisation in the State — stall-wise,

The Ministry consisted of two major bodies.  The Headquarters and the [ield
organisations.  The Headguarters deals with all educational and personnel policies and
management i the state, while the field organisation acts under the directions of the
Headquarters in supervision and co-ordination ol educational  policies and programmes in
the state.

3.1 ORGANISATIONAL STRUCTURE OF THE MINISTRY OF EDUCATION
AND YOUTH DEVELOPMENT, KADUNA STATE

The Civil Service Re-organisation (Decree No. 43) ol 1988 clearly provides the frame
work for the structural organisation of all Ministries in the Federation and States.  The
ministry ol Education is therefore organised by the Decree.  Presently, the Ministry has
five (5) Dircctors at the Headquarters, twelve (12) Directors at the Zonal Offices and four

(4) Dircctors of Parastatals,
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This pives a total number ol twenly one Dircctors, though the Direclors at the

Headguarters are considered senior Directors.

Likce all other Ministries, the Ministty of Educalion and Youth deveiopment is divided
horizontally along Departmental lines and also vertically in hierarchical order according to

ranks and positions.

3.1.1 NHONOURABLE COMMISSIONER

The Tonourable Commissioner who is the chicl exceutive and accounting officer is the
highest authority in the Ministry. He is i full controt and responsible {or men, material
and money allocation lor the execulion of the statulory responsibility of the Ministry. All
corrcspondence coming into the Ministry are directed to (the Honourable Commissioncer,

while all out going correspondence of the Ministry are signed on his behall,

Three units namely the internal Audit, legal, Press and Public Relations are directly

attuched to the Honouwrable Commissioners oflice.

L2 PERMANENT SECRETARY

The Permanent Secretary now performs the functions ol the Director General. Te 1s next
to the Honourable Commissioner.

Ihe Permanent Sceretary deputises Tor the Honourable Commissioner whenever e is
away from olfice and co-ordtmates all activities of the vartous Departments e the

Ministry



3.2 HORIZONTAL ORGANISATIONAL STRUCTURE OF THE MINISTRY.
In consonance with the Civil Service Relorms, the Ministry is organised into five (5)
Departments. These are:-

A. Administration and Finance Department:

3. Planning. Rescarch and Statistics.

(. Schools Department

D. Inspectorate Department and Higher Education.

The horizontal organisation is depicted in Appendix 1. Each Department is Headed by a

Dircctor,

33 VERTICAL STRUCTURE OF THE MINISTRY

As recommended by the Civil Serviee reforms, cach department is further broken down
into divisions, to reflect broad prolessional arcas.  Lach Division is also lTurther sub-
divided into sections to reflect specialised activities within a sub-professional arca.  The
vertical arrangement ol a typical department is illustrated in appendixse. Divisions  are
headed by Deputy Directors and every branch by Assistant Directors and sections by
Chiefs.  According o civil service reforms no  further sub-division is allowed below
sections.  The purpose of the sub-divisions is to saddle cach stratum with specilic

responsibilities to ensure effective implementation of the ministry’s statutory functions.

34  ZONAL HEADQUARTERS.

The Functions of the ministry covers the whole state. Consequently in 1980, the Ministry
established Zonal Headguarters to implement supervise, and maintain the diverse statutory
[unctions ol the ministry at the Zonal level. To date, the ministry has twelve (12) Zonal

Headquarters, Al the Zonal oflices are headed by a Zonal Direclor.
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Three out of the five(5) Departments in the Ministry Headquarters are replicated at the
Zonal level, These are:-

a. Schools Department

b, Inspectorate Department

¢. Admin. And Finance Department

3.5 PARASTATALS

The Ministry has six (6) Parastatals.

These Parastatals also implement and mamtain the diverse statutory functions ol the
ministry. The parastatals are:-

a. The Library Board

b. The Model Schools Management Board

¢. The Mass Literacy Board

d. Teachers Scervice Commission

e, Capital School Kaduna

[, Fducational Resource Centre

All these parastatals are located at Kaduna, close to the ministry Headguarters and cach is
headed by a Director, but for the Teachers Service Commissioner which is headed by an

Exccutive Sceretary, which is equivalent 1o a Director.

The Library Board tries to maintain the standard of education through the provision of

standard Books and library facilities.
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The Model Schools Management Board also trics to maintain standard by supcrvising
some selected secondary schools in the state, in which the students are given special

training and altention.

The scholarship Board on the other band provides scholarship allowances 1o students in
higher institutions in order 10 ensure that citizens of Kaduna state are cncouraged and

provided with education.

The Mass Literacy Board is established to ensure the education of illitcrates in the entire
state, while the Teachers Service Commission is in charge of rccruitment and promotion

of Teachers.,

The Capital School is primarily established to caler for the exceptionally gifled children.

It has a governing council and the Principal is equivalent to a Director.

3.0 THE GENERAL STATUTORY FUNCTION OF THE MINISTRY OF
EDUCATION AND YOUTH DEVELOPMENT

DBetow are some of the general (unctions ol the Ministry:-

a.. It provides professional standards ol education in the stale

b. Provides relresher courses and in-service training,

¢. Responsibie lor guality control and the promotion of professional compcelence in
schoals.

d. 1t ensures enhancement and improvement of the competence in Teachers, by providing
short term in-service courses, seminars, workshops and conferencecs.

v o4
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3.7

Development and the promotion of effective use of innovative low-cost, home made
materials for use in schools (primary and Post primary).
Encouragement of and participation in active research in education.
Responsible for formulation of state policies on Adult and non formal education
Maintenance of good relationships with the following bodies:-

i. UNESCO

i. NTI

. WAEC

iv. TISEP

v. NETC

SPECIFIC FUNCTIONS OF THE DEPARTMENTS

The co-ordination of educational activities are divided according to the Departments.

3.7.1 ADMIN AND FINANCE

This department is responsible for:-

d.

I'stablishment matters

Appoimtment, promotion and discipline of stall.
Stall Training and Wellare

Maintenance ol Personnel records

Iinancial Administration.

For the Department to discharge its dutics and responsibilitics, it is Turther sub-divided

into Division and cach 1s headed by a Deputy Director.

i

APPOINTMENT DIVISION

The Appointments Division is responsible for the recruitment of all cadre of staff, except

for those n GlL-07 - 10, The Division is headed by a Deputy Director.
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1. PROMOTION DIVISION
This Division is responsible for the conduct of promotion exercises for all cadre of stafl in
the Ministry. The Division is sub-divided into two branches namely - Junior and Senior

(promotion).

i, DISCIPLINE DIVISION
The Division is responsible for investigating all cases of misdemcanour by the stall of the

Ministry as well as the implementation of decisions of punishment of decided cases.

iv. TRAINING DIVISION
Fhe traming  Division is responsible for the formulation of appropriate  training
programmes, design and implementation of approved training programmes. It is also

responsible for the processing ol applications for study leave and in-service training.

v. STAFF WELFARE/PENSION DIVISION
It is responsible for stall wellare, payment ol pensions and gratuity to retired officers as

well as industral relations.

vi. FINANCE DIVISION

‘The Diviston is incharge ol Accounts scetion of the Ministry. It advises the Director on
Gnancial matters. 1 is charged with proper custody of accounting documents and records.
They make all local purchases in the Headqguarters. 1Cis responsible for advance proposals
and preparation of annual estimates of the Ministry. It is also responsible for the release of

lunds to all zones lor the institutions.,

306



372 PLANNING, RESEARCH AND STATISTIC DEPARTMENT

The functions of Planning, Rescarch and Statistics Department are as follows:-

. Development plans

2. Planning or dealing with matlers allecting gencral educational policy on physical
planning ¢.g. siting ol New schools.

3. Responsible for matlers affecting overseas technical assistance such as assistance
through the common wealth and UNESCO.,

4, Liaison with the state and federal Departments of economic planning and other
national organisations.

5. Participating in Development plans and capital estimates preparations.

6. Dealing with matters on forcign loans and external aid for education,

7. Responsible for matters pertaining to man power.

8. Representing the ministry on the fund allocation commiltee,

OPERATIONS OF PEANNING, RESEARCH AND STATISTICS DEPARTMIENT
UNDLER THE MINISTRY OF EDUCATION, KADUNA STATE

‘The Planning Rescarch and Statistics Department is organised into Divisions and cach
division is headed by a Deputy Divector. “The operational modalities and Tunctions ol all

the Divasion are as \
Lo R )
‘-_-"-h‘_‘___ ’ . I

follows:- —
1. RUESEARCH AND STATISTICS DIVISION.

The Research and Statistics Division has the following branches:-
4. Rescarch

h. Statistics and

¢. Records
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A. THE RESEARCH BRANCH
‘This branch conducts Rescarch on the following arcas;-
1. Utlisation of school lunding

Teacher wastage

. Teacher morale

iv. Drop-out - rates

v. Tracing movement of students after lcaving school

vi. Parents attitude towards schooling

vii. PParents aspirations

viit. Public Opinion on Education

ix. Arcas of inequalities in cducational opportunities

x.  Students attitudes towards schooling

xi. Efficiency and effectiveness of the learning system.

s Finance: Unit cost and rising costs,

This  branch also produces forecast on enrolment in secondary schools, Technical and
Commercial colleges. 1 also produces forecast on manpower requirement, According to
subject arcas for all post primary institutions.

It also provides forecast on building requirements ol post-primary institutions.

B. STATISTICS BRANCH

The statistics branch is charged with the responsibility ol designing Questionnaire forms
for Data collection in respect ol-

i Primary cducation

1. Post - primary education

1. Adult education
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1v. Advancement classcs

v, Other surveys & Rescarch

tt is responsible for Designing Data and processing same. (U distributes and colicets
statistical Questionnaire and forms Lo EA's and Principals. 1t is also responsible (or the
compilation and tabulation of Data and handing all questionnaires from the federal
Ministry of Education and other National and International Educational organisations. 1t

analysis survey Data and compiles survey reports

C. RECORD BRANCH

The record branch consist of (he following sections: -

Registry scctuon, Library Scction and Compuler services scetion.

i. LIBRARY SECTION

It provides specialised literature and libravy services relevant to the lunctions assigned Lo
the ministry by the government,

it. REGISTRATION SECTION

It keeps and managers all the files used within the ministry Jor the conduct of its business.
‘The liles can be centrally located at one point.

ii. COMPUTER SERVICES SECTION

It provides compuier services (o all Departments and units of the ministry. The services (o
be provided consist of personnel, financial, planning and operational matiers. 1t is also to

act as a lactory for the ministry’s Data bank.

2. PLANNING IMVISION.

The Division deals with examination matters and guidance and counselling,
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1. EXAMINATION MATTERS UNIT
This scetion is responsible for the following: -

a. Responsible for admission to post primary institutions.

—
b

Responsible Tor specilying gutdelines for the conduct of interviews and selection into

post-primary schools.

¢, responsible lor all issucs Jrom west African LExamination Council (WALEC) an other
bodies on exams, modcration and selection of cxaminers.

d. Responsible for Students - Exchange Programmes.

c. Responsible for matters pertaining to admission into federal government colleges.

. In collaboration with ERC and Inspcctlorate Departments, analyses statements ol SSCLE
results.
2. Forwarding of examination statstics w all concerned,
K’A \Tl\\
-._? IB2Ak1 Ligy,
i, GUIDANCE AND COUNCSELLING UNI'T. S T it

This unit is charged with the following responsibilitics:-

i, I is responsible for all matlers on guidance and counselling for all post -primary
institutions.

b. Implementing decisions taken to ensure the suceess of the new National policy on
Education with respect 10 continuous Asscssment.

¢.  Advising Principals and Guidance counscllors on aspects ol guidance, counselling and
continuous Assessments and mspecting of schools record systems, to ensure that they
are properly and correctly maintained.

d. Responsible {or making available information on carriers and further courscs

especially for pupils in the final classes of junior sccondary strcams.
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¢. Ascertaining  the number ol places likely to be available in the universitics,
polytechnics, colleges ol education, the Nigerian Delence Academy and other Higher
Institutions, to know the entrance requirements for these, publicise them and guide

students accordingly.

3. CAPITAL PROJECTS DIVISION

This department has three main divisions namely:-

B Quantity Survey Division

B Architecture and Building maintenance

The major responsibilities of the department include:-

i. Proposals for new construction works

ii. Proposals for the supply ol furniture and equipment for new buildings, Stall quarters,
classrooms, labs, workshops etc.

i Supply of water and eleetricity (o schools and provision of roads and drainage systems.

iv. Preparation of estimates and Torms of Tender

v. Apprasal ol Tender Boards

vi. Preparation of contract document.

vii. Preparation of certificates for interim payment and other payment

viil. Supervising and final take over of contract works.

ix. Lias with Department ol lands and surveys and ministry for local government on

matters relating to land acquisition for school use.

x.  Preparation and custody of master plans for school buildings
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3.7.3  SCIIOOLS DEPARTMENT

The schools departiment is also sub-divided into Divisions and cach Division is headed by
a Deputy Director, The following are among the Divisions:-

Post — Primary. Private schoals, Technical Commercial and vocational Education, Science
Lducation Pivision.

1L POST - PRIMARY DIVISION

This departiment is responsible for co-ordinating programmes for running of post-primary
institutions. Senior staff posting, liaison with Zonal officers.

ii. PRIVATE SCHOQLS DIVISION

This division 15 incharge ol all private schoeols in the state. It is also incharge of
registration of all private school. 1t 1s charged with closure of any private school which
does not meet the needed requirements,

. TECHNICAL, COMMERCIAL AND VOCATIONAL DIVISION

This division is responsible Tor the [ollowing:-

It is responsible or co-ordination advancement of technical, commercial and vocalional
cducation in the state,

[ presents the ministry on the joint consultative commillees on education, relerence
commiliee for Technical, commercial and vocational cducation.  The division alse co-
ordinates programmes {or technical, commercial and vocational education in the post -

primary institutions.

iv. SCIENCE EDUCATION DIVISION
This division has the following lunctions.
a. Responsibility for co-ordination of scicnee cducation programmes in the sccondary

schools.
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b. Advise on the posting of science teachers.
¢. Responsible for initiating the construction and equipping of Science laboratorics in all

post-primary schools.

3174 INSPECTORATE DEPARTMENT

The department is incharge of the tollowing:-

i Overall responsibility for quality control and the promotion of  professional
competence in post-primary institutions throughout the state.

il Co-ordination of all inspection actividies in post - primary schools in (he state.

1i1. Responsible for imtiating action on inspection reports.

iv. Responsible for recommending appointment, promolion and discipline of stalf of the
department.

v. Responsible for initiating changes in educational regulation and related matters.

vi. Representing the ministry al all mectlings (Nationa! and state) that has to do with

quality control in education.

The department has the tollowing, units:- ——
KAS., .
Liducational Service, Library and Sports. —- R : I
e ———— .

3.7.5 MIGUER EDUCATION DEPARTMENT
This department has the following Divisions:- Technological Lducation, tHigher, Teacher

Education, Planning Division and scholarship Division.

A. Technolopical Education Division
This division is responsible for:

i, Routine matiers regarding the Kaduna State polytechnic
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b.  Advisc on the posting of science teachers.
¢.  Responsible for inttiating, the construction and cquipping of Science laboratories in al

post-primary schools,

3.74  INSPECTORATE DEPARTMENT

The department is incharge of the following:-

i. Overall responsibility  for quality control and the promotion of professiona
competence in post-primary institutions throughout the state.

it. Co-ordination of all inspection activitics in post - primary schools in the state.

i1, Responsible for initiating action on inspection reports.

iv. Responsible for recommending appointment, promotion and discipline of staff of the
department,

v. Responsible for initiating changes in educational regulation and related matters.

vi. Representing the ministry at all mectings (National and state) that has to do witl
quality control in education,

The department has the Tollowing units:-

Lducational Service, Library and Sports.

3.7.5  HIGHER EDUCATION DEPARTMENT
This department has the following Divisions:- Technological Education, Higher, Teacher

liducation, Planning Division and scholarship Division,

A. Technological Education Division
This division is responsible for:

i.  Routine matters regarding the Kaduna State polytechnic
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vi.

B.

Routine matlers aflecting polytechnics, colleges of technology and (cchnofogical
universitics i Nigeria,
Representing the ministry at meetings of Governing Councils of Kaduna  State

Polytechnics,

. Representing the Ministry at mecetings of Governing Councils/Boards ol other

‘Technological institutions of Ihigher learning.
Co-ordinating the orderly distribution of Admission forms to candidates of Kaduna
state origin lor admission to slate and [ederal institutions of Higher learning,

Dealing with matlers on the establishment ol new technological institutions.

HIGHER TEACHER EDUCATION

‘This division is responsible for:-

kil.

Vi,

Routine matlers regarding the Kaduna Stale College of Education Gidan Waya,
Routine matters allecting colleges of education advanced (eacher colleges and
universitics in Nigeria,

Representing, the Ministry al micetings ol (invcrning Council/Board of College of

LEducation, Gidan Waya.,

iv. Representing the Ministry al mectings ol” Governing Councils/Boards of “Feacher

LZducation Colleges and Universitics as may be required.
Co-ordinating admissions into all federal institutions of 1igher learning lor eflective
utilisation of the state quota.

Dealing with matters on the establishment of new colleges ol education.



C.

PLANNING DIVISION

This division is concerned with:-

.

.

vi.

3.8

Al

Compiling data regarding admissions in to [ederal institutions of higher learning,
Liasing with the post - primary division (o obtain suitable candidales into foderal

institutions ol higher learning,

SCIHOLARSHIP DIVISION

L.iasing with the stale scholarship Board with a view 1o follow-up on cases ol interest
to the ministry.

Liaison with the post-primary division and PRS department of the Ministry to find out
arcas of man-powcer needs with & view to advising the scholarship Board on award of
scholarship,

Compilation of up-to-date data on all students enjoying state scholarship awards at

state and federal instiutions.

iv. Advising students prior to graduation on the best carcer to pursuc,

Liaison with Government Migistries and Agencies 1o Tind oul their arcas ol man-
power needs and advising the Board aceordingly
Dealing with any issue that might be relerred o the nunistry on federal, external, or

forcign scholarship awards.

STALFF CATEGORIES AND NOMENCLATURES.

Stalf Categories

In accordance with professionaling of the civil service, there are three new basic staff

- categories, Namely:
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ASSISTANTS
OFFICERS
DIRECTORS
i Assistants are stafl with no university degree or no professional equivalent. They are
sub-prolessionals.
il Officers are stalf with relevant university degrees or professional equivalents,
i Directors are full professionals and have assumed general management responsibilities

as heads ol branches divisions and departments.

3. NOMENCLATURES AND TITLES

Under the civil service reforms of 1988, three things now go together, as from grade level
14 to grade level 17, The three things are:

i.  The Grade level

ii.  The post

iit. 'The Sub-division,

These nomenclatures Grade levels and functional titles as approved in the civil service

reforms are graphically represented on tables below -

Table 3.1
Category Grade Level
Assistants 01-13
Lidue. Oflicers 08 - 15
Directors 16-~17

Table 3.2

Cadre Categorisation Grade level
Directors Directors 16 -17
IZduc. Officers I:duc. Officers 15.0. VIi-1 (8 - 15
Asst. Vdue. Officers Asst. Educe, Officers 07-13
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39 APPROVED SALARY STRUCTURE AND OTHER FINANCIAL
COMPENSATION

With the prevalent inflationary trend in the country the trade unions met with Government
ollicials (o make some necessary adjustments on the salary structure of the civil service.

The existing salary structure approved is attached as appeandix §),

The salary structure as shown, covers the various Grade Levels (Gl 10 - 16) the total
mionthly cmolument lor cach Grade Level are a combination ol the monthly Basic salary,

monthly rent allowance, monthly meal subsidy and utility allowance.

There arc some other free or subsidised services ollered (o the civil servants by the

Government. ‘They are as folfows:-

a. Medical Factlitics: "There is a Iree medical service lor every civil servant., Towards
(his, government has established General Hospitals, where Government employees and
the members ol their Gumily are attended 1o,

b, Public and annual Tohdays:- Fhese are payments for which no work is doace. The
monthty cniolument dues not exclude whea the eniployee s on pablic and winnaal
holidays. There is annual leave allowance which is caleubted according to the Grade
level of cach warker. 1t is the ten pereent of the total annual Basic Salary of cach
cmployee.

¢, Retirement Benelit: At the end of service a retived stafl is entitled 1o a gratuity which
is the total sum of the annual basic salary as at the time of retirement, paid in bulk -
sum. The national provident fund which is a forced savings contribution made by the

employce while in service is paid at the time of rctirement,
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Pension schemes are established for the paymient of the retired officer monthly and it

varies with the Grade level of the employee.

310 ANNUAL PERFORMANCE APPRAISAL REPORT AND PROMOTION
OF STAIK

There are many performance appraisal systems, but the most peculiar (o the tederal and
stale ministrics is the grading system.

In this system certain categories of what are established in advance and carclully defined.
There are two caleporics ol personnel ratings deseribed in terms of outstanding
performance (A) and unsalisfactory performance (12). The three intermediate personnel
ratings (B,C, 1) represent behaviouwr between these extremes s generally deseribed in (he
rules at the end of the APER FORM Appendix HI. Employee performance is compared
with these grade definitions and the person is allocated the Grade, which best describes his
or her perlormance.

The Grading system is in such a way that certain pereentages are allocaled to cach of the
ralings,

Witly the new civil service reforms which came into being i F9RE, the weighled criteria

for promotion of stafl in the civil serviee include:

Performance {(asscssed by APER) - 50%
Interview performance - 30%
Additional Qualilications & courses attended - 15%
Scniority - 5%

Al officers who fall within the field ot sclection for any promotion exercise, shall be

considered except those who are under disciplinary action. The minimum number of ycars

A

48



that an officer most spend on a post belore being considered cligibie for promotion shall

be as follows:

Orade Jevel of stall

01 - 06
07 - 14
15 -17

Number ol years in [Post

Minimum of two(2) years
Minimum of three (3) years

Mimmum of lour (4) ycars

All personnel management commiitees shall lake into account the Annual Perlormance

Livaluation Report of cach officer for three years in service.
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4.1

4,1

CHAPTER1Y
DATA PRESENTATION AND ANALYS]S

INTRODUCTION |

This chapter 1s basically meant tor (he analysis of dala coliceted (hrough the
following, mcthods:-

Questionnaires, personal observation and mitervicws,

The purpose s o enable the Rescarcher gather the necessary information about the
view ol the respondents as regards the research topic. These results would then bg

uscd as a guide for making recommendations.

The researcher tries Lo give a tabular breakdown of the Lypes of Questions in the
Questionnaire as well as the frequency of whethier the research actually satislicd

the principles ol Research process.

The statistical technigue employed are percentage and pie chart in the analysis and
presentation ol out-comes,  These techniques help the supply ol precise amd

concise inlormation to the research questions for good conclusion.

QUESTIONNAILRE ANALYSIS
This is the tabular representation ol the types of question and the purpose is {o

show the frequency distribution, relalive pereentage and degree of cach.
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TABLE 4.1

FREQUENCY DISTRIBUTION AND PERCENTAGE AND DEGREE

'Y PL TALLY FREQUENCY
() Multiple

Choice Questions il 9
(h) Close-ended

Question 11 10
(w.) Counter check

Question H 0
(uh) Open-vnded

Question | |
(c) Scale Question 1 1

27

PERCENTAGIE

31.3%
37.0%

22.2%

V&

3.7%

100%

DEGRIEEE

11988

133.20

719.92

13.32

13.32

360.00

It could be observed [rom the table that the close-end and multiple Questions are the

highest in number while the open-ended and scale Questions are one ended. The disparity

in distribution is due to the nature of information expected from the respondents as most of

them prefer short and straight answers to the Questions (see Appendix W)

Further, the tabulated data can be shown in the form ol pic chart.

The chart refers to a share of cach of the questions in the questionnaire. The whole arca of

the circle represents the total and the various shares are shown as segment ol the pice.

4.2 FINDINGS

The personal characteristics of those who answered the questionnaires are as

shown in Table 4.2, The interviewed officers are not really old.  The mean age is

about 37 years. The illiterate workers were interviewed and their opinion noted.

They are few in number.

All respondents o the questionnaires have post-

Sceondary Education. which indicates that they are literates and their opinious
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were not influenced.  Responses are as shown in the Tables and their respective

interpretations both from the Queslionnaires and the oral interviews conducted,

Numbers have been used 1o indicate answers o the questionnaires (0 cnsure

neatness of presentation.

TABLII 4.2
SOME CHARACTERISTICS OF THE RESPONDENTS

PERCENTAGIE
DISTRIBUTION
Age Less than 31 20%
301040 56%
41 1o 50 24%
Sex Male 92%
IFemale 89%
Maurital status Marricd 84%
Single 6%
Viducational Primary .
Background Sceondary -
Post Sccondary 100%

TABLIE 4.3 :
HOW LONG DO YOU INTEND WORKING TTIE MINISTRY 7

ANswers 1 11 111
Numbers of Response 12 12 26
Percentage 24% 24% 52%

SOURCE: QUESTIONNAIRIENO 6
An important rcason why 24% of the respondents would work until retirement from the
Ministry is that they have put into the service many years ranging from 9-25 ycars,

However, most of them cxpressed their willingness to leave service after a few years of
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service if the new Civil service Reform had been enacted catlier. It could be recalled that
the Civil Service Relorm Decree No 43 was cnacted in 1988, Prior o this time (he
retirement age had been pegged at 55 years while the years of serviee remained uppegged.
The enactment ol the Decrce Na 43 broupht some specifics tnto the system viz: The age
of retirement remainced at 55 years, but the period of service was pegged at 35 years. A
worker is expected to retice from servicee il he or she allains any of the above criteria. This
immediately regulariscd a funny situation whereby workers, particularly those at the upper
cchelon of the cadre, have recorded in some instances 45 ycars of service without attaining

the rctircment period of 55 years.

With the enactment of the Decree, the number of ycars 61’ scrvice for voluntary rctirement
has been put ot 10 years minimum.  The retiree will be entitfed to one year salary as
gratuity and on the attainment of 55 years, would be entitled to pension. Thus a worker
could be employed into the service at the age of 20 years and on the attainment ol 30 years
decides to withdraw his or her services, al 55 years he or she could apply for his or her
pension benefits.  Some of the respondents complained that within the period ol service
they had been in the same position {for upwards ol 4 (o 7 years. The new Civil Scrvice
Reforms has addressed this issue and the minimum number of years reguired lor the

various grade levels are as shown below:-

Grade level of stalf Number of years in Service
01-06 Minimum ol two (2) ycars
07-14 - Minimum of three (3) years
15-17 Minimum of four (4) years

ANl officers who {all within the field of sclection lor any promotion exercise shall be

considered, except those who are under disciplinary action.
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‘The other 24% who work for [ew years believe that with the New Civil Service invopue,
lhi:y cnruld work for 10 years, obtain their gratuity and look for work clsewhere or go into
businesses ol (their own. They leel that with the few years of service in the Minisiry they
must have been groomed enough o make a new carcer in some other repulable
organisations. Those with 52%, who arc undcecided are of the belief that the condition ol
service would improve with time. Some of them are embarking on part time studics and
hope with the completion of studics to cither continue with the completion of studies to
cither continue with the Mimstry or {ind a better employment elsewhere.

TABLIL: 4.4
HOW WOULD YOU RATL THE FINANCIAL COMPENSATION OF THE MINISTRY

ANSWIER l : 1
NUMBIER OF RESPONSE 2 43
PERCENTAGL 4% ' 96%

SOURCE: QUESTIONNAIRE NO 7
The financial compensation in the Civil Service have been rated as grossly in adequate as
could be shown in the above table. 96% of the respondents indicated that the

compensation is in adequate, while 4% feel it is adequate,

As can be seen i appendix V, the linancial compensation paid monthly to workers covers
the transport, meal subsidy, House rent and utility allowanees. The amount an employee

receives al the end of the month depends on s or her Grade level,

Some of the respondents who were of the view that the (inancial compensation is in-
adequate, have adduced it o the inflationary trends inherent in the country. The value of
the Naira had depreciated drastically that they needed extra financial assistanee in order o

meet with some of their basic needs.  This is the reason why most Civil Servants arc
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involved in privale businesscs, contrary, to the General order that Civil Servants should

not embark on private business,

sSome of the respondents interviewed expressed the opinton that bribery and corruplion has

been on the increase due to this inadequency of financial compensation.

“How can a man with a lairly large family manage a salary which can only purchase onc
and a hall bags of corn 77 asked one of the respondents. 11 is expected that out of this
monthly remuncration he pays his rent on two roons, takes care of the children’s school
[ees, transports his children to and from school, pay for medical expenses and feed the
family, pays for clectricity and water bills and ail other expenses, mention had not been
made of children’s elothing. e said that the [inaneial compensalion is grossly in
adequalte and needs to be further reviewed {or an average Civil Servant to [ecl a sense of

belonging in the socicty.

One of the respondents said that he had abandoned the use of his motor vehicle regularly
to work, unless it 1s absolutely necessary that he does so. His reasons arce that the high
cost ol maintenance spare parts are out of reach of an average Civil Servant, Most ol the
servicing parts have gone high, about two (thousand pereent inerease not to mention the
high cost of fucl (petrol). The pecular nature of scarcity of fuel in the state had further
detereed him from using his car. In order (0 make ends mecl, one of the respondents said
(hat he had embarked on conversion of his car lor commercial uses. e could hardly
travel oul of Zaria without having some passengers in the car to help him olTset some of

his cxpenses incurred on the maintainance of the car.
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The opinious of some of the 4% respondents who rated the financial compensation of
workers to be adequate were soughl. One of them who had the opportunity of working in
a private school was of the view (hat the Ministry afforded him the opportunity of doing
some other business and that the compensation paid is by far more than his job load in a
month. lowever, thosc of them who share this opinion are young school leavers who arc
not marricd and would not be in the position Lo appreciate the enormity of the problems
cncounted by the married workers. It could be scen {rom the above that the {inancial
compensation is scen as being grossly in adequate and it adversely affects the perlormance

of an average worker,

FABLLE 4.5
IF OFFERED A JOB WITIH A HIGHER PAY ELSEWHERE WOULD YOU LEAVE
FHE MINISTRY

ANSWERS | 1
NUMBER O RESPONSI: 42 7
PERCENTAGIE 84% 1 4%
SQURCE:: QUESTION 10.

From the table above it could be scen that 84% of the respondents would leave the
Ministry il olTered a job with higher pay elsewhere. This lends credence to the fact that
most of the workers are attracted into the Ministry because they were not left with other
alternatives and that they would swilch over to a new job with higher pay il rcadily

available.

However, some of the 14% respondents interviewed believe that an average Nigerian
would want the Ministry a t the end of the month to compensate them for low job
performed. They opined that the attitude to work in Nigeria is so poor that no matter the

number of salary reviews, an average worker cannot change. They leel that the financial



compensation 1s not the problem (o poor performance, but dedication, hardwork and
patriotism of every Nigerian worker. Some workers live above their income, they are not

disciplined as to know the limitation of their financial commitment.

TABLI 4.6
IS 1T COPRRLECT THAT MORL FINANCIAL COMPENSATION WILL MAKE
WORKLERS PERFORM JOBS MORE EFFICIENTLY ?

ANSWERS | (| )
NUMBER OF RESPONSIS 48 2
PERCENTAGE RESPONSE 6% 4%

SOURCE: QUESTION NO.11

From the above table, 96% of the respondents belicve that more financial compensation
will make workers perform their jobs more cfficiently.  This conscnsus ol opinion
supports  the hypothesis  that job  performance is  influcnced by high Financial

compensation.

The 4% respondents disagree with this opinion. They based their arguments on the tact
that there are other motivaling factors outside lnancial compensation which could
intluence (he job performance of an employee.  Such factors are  the provision of
improved medical [acilitics, adequate vehicle loans, housing loans, scheols for children
cte. Itis their belicl that when a worker is able (o have some of these motivating factors,

he or she would perform.

Some ol the 96% respondents cmphasized the fact that monetary reward s the underlying
fuctor which varifies all these motivating lactors and thus fecl convinced that job
performance is influenced by higher financial compensation.  When a worker is highly

paid he or she would be able to provide his wants and needs with case and adequate oo,
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TABLIL 4.7
WIHAT WOULD YOU WANT TO ACINEVE IN YOUR JOB ?

ANSWIERS i I} i
NUMBER OF RESPONSE 25 14 10
PERCENTAGE RESPONSIE 50% 28% 20%

SOURCE: QUESTION NO.12

‘The respondents 28% are of the behiel that higher responsibility in office is what they want
to achicve one of those inferviewed said that with higher responsibilities attached to their
oflices, the much needed linancial reward would come. The Author would understand this
to mean that the soeictal recognition that comes with enhanced responsibility.  However,
he said that an olficer feels motivated when a higher responsibility is altached o his
office. One of the respondents said that he is of the opinion that when an officer is given a
responstbility he should be allowed o perform and where there is need for correction, he
should be corrected accordingly and withy respect 1o, This forms the basis of learning for
cventual perfection and ensures for continuily of sound Icadership in the Ministry. The
Ministry has outlined the funclions of various olficers and all things heing cqual, whoever
is found on a post should be given a responsibility commensvrable with the post,

irrespective of who he or she is.

Majuority of the respondents 50% of them beheve that higher pay would make 1hem
perform better.  This in their view mcans that money varifies all aspects or spares of
living. Hardly can any onc be recognised without money. “It is money I usce to buy all the
necessities of life™, one of the respondents said. 'The rescarcher necds not emphasise that
he does not fully agree with these views. Onc of the respondents said that he could hardly
get marricd.  He had been scarching for a wile to marry. On two occasions he had lost the

opportunity simply becavse of moncy.  The socicly recognses moncy and so the
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Government should review the f(inancial compensation for workers — Civil Servants are
casily denuded as people of little means, who always look up to their paltry monthly

[inancial compensation for every little problem that comes their way.

The third group who constitute the remaining 20% ol the respondents generally would
want Lo achieve job security.
TABLI: 4.8

DO YOU THINK WORKERS IN THE MINSITRY PERFORM EFFICIENTLY
BLECAUSE OF

ANSWERS [ 1 Il 1%
NUMBIER OF RESPONSE 14 I 9 12

PERCENTAGIL: OF RESPONSE 28% 22% 18% 24%

SOURCI:: QUESTION NP.13.

Increased wages and salary is considered by 28% of the respondents as what could make
workers perform efliciently, while 24% ol the respondents believed that improved

Management style would influence workers in the Ministry to perform efficiently.

Some ol the workers who feel that improved management style would influence workers
performance believe that senior stall should be exposed to courses on management. This
courses should be specially for those senior oflicers who have not been adequately trained
to handle somie management problems that involves skills and sound knowledge o human

relations 1 an organisation.

The 22% respondents are of the view that the Government should try to increase the
existing fringe benelits and review the medical facilitics as the present system is in-

adequate. Hardly could one be administered with a recommended drug in the hospital and
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where one purchases such drugs, such amount will not refunded.  This amongst others

would go a long way towards high job performance.

1The 28% respondents believe that the present salary structure is oo poor and needed to be
reviewed upwards the inflationary trend witnessed in the country. They lelt that the Civil
Servants are so neglected that something should be done positively to alleviate their
sulfering and difficultics.  This they say. could be done by paying Civil Servants
cnhanced salaries monthly.,

TABLE 49

WHAT IN YOUR VIEW IS THE LEVEL OF WORKERS PERFORMANCE IN 11
MINISTRY 7 GIVIE REASONS

ANSWER i 1i i
NUMBLER OlF RESPONSI: 8 30 12
PERCENTAGE OF RESPONSIE 16% 060% 24%

SOURCL: QUESTIONS NO 14 AND 15.

As shown in the table above 60% of the respondents believed that the performance of the
workers s fair; 16% are of the view that the performance is satisfactory while 24%
believed that their performance is unsatisfactory. Asked to give reasons, one ol the 24%
respondents who Teel that the workers performance is not salislactory, said an average
worker would not like to work, would always want (o be coerced, controlled, directed and
threatened with punishment thereby supporting Mc Gregor’s theory X. He said that the
factors responsible may not be far from the fact that there is lack ol job challenges, very
low job satisfaction and poor salary structure. Tardiness and absentecism without geniune
reasons are what the experiences with the workers,  He said, he tried all Management
Principles in order to make some ol his workers to perlorm their jobs ellectively, but to no

avail. Sometimes a worker on collection of monthly salary will disappear for 2 {two) to 3
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(three) days without any convincing reason. With these experience, could it be said that
performance is high ? Obviously, it is not, because o worker who derives job satisfaction,
takes chaflenges in his job and with an improved salary structure would be expeeted 1o

perform satistactorily.,

The 60% respondents who are of the beliel” that workers pecformance is fair, said that
irregular and inadequate supply of malerials to work with, hampers performance and not
the workers themselves.  With the inadequate malterials the workers are scen as not
performing.  With the Nations cconomic situation, the workers have been putlting in the

best of their elford, inspite of the short coming they try (o satisly the public.

Muost of (he [0% respondents who are of the view that workers performance is
satislactory, share the vicw thal the provision ol malterial is solely the responsibility of the
Ministry. One ol the respondents said that there is no doubt, some lapscs are expericneed
e.g late coming o office, absenteesm, cle contends that the daily attendance is about 90%

average monthly. In his opinion workers perform satisfactonily.

4.3  TRAINING AND STAFF DEVELOPMENT
Training, being a pre-requiscte for enhanced job perlormance, the Rescarcher tricd
to interview some of the workers orally and through Questionnaires. Some oral
questions not posed in the Questionnaire were asked.
TABLLE 4,10

HAVE  YOU UNDER GONE ANY TRAINING/ORIENTATION  SINCL
EMPLOYLD ?

ANSWILIRS I 1
NUMBIER OF RESPONSE 30 19
PERCENTAGLE OF RESPONSILL 6% 38%
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Aboul 60% of the respondents have undergone some training in the Ministry while

38% have not,

Some ol the 00% respondents are of the view that the (raining is interesting and
motivating while somc are of the opinion that it is not interesting. Those who (clt that
the training is motivading are now more conflident to carry out their responsibilitics
cffectively without much supervision. The interesting aspeet of the training is the
exposure 1o certain techniques they hitherto have not obtaincd and now they use it in

their job. They (eIt that such training would improve their perlormance.

The respondents who did not find the training interesting said they were unduly being
cxposed 1o dilficultics. “Iow could one be sent for training without commensurale
allowance to [eed with 77, one ol the respondents asked.  Even when they incured

some expenses, it (s difficult to get relunds. e —
W s

-—

!

/
As can be seen [rom the table 38% of the respondents have not had the opportunity of
undergoing raiming. One of the respondents who has been in the service lor ten years
said, the way the training, programme is run should be revicwed, basing his argument
on the fhet that, same sel of peaple were given the opportunity o go for such training
whenever it is organised. e woundered why such poor arrangement should be the
norm in the Ministry, e stressed the need for the training of senior stadl oo, The
training should focus on the management of human resources and Human Relalions in
an organisation.  The Ministry should as a matter of fact sce to it that all officers on

managerial levels undergo these training scssions, which should be organised once or

62



twice in a year. It goes along way towards building a sound lcadership role and

conscquent followership. N helps individusls (o look beyond themselves.

4.4 WELFARLE
The Rescarcher tried to interview some of the workers who live in the staff’ quarters
otally and also through Questionnaires in order to [ind out how their wellare is token
carc of in their quarters., Some of the staff living in rented accommodation were

interviewed orally and by Questionnaires too.

FINDINGS
TABLE4.11

ANSWERS I Il
NUMBIER OF RESPONSE 33 16
PERCENTAGE OF RESPONS!: 66% 32%

SOURCE: QUESTION N 16,17 and 19.

As mentioned above the number of houses are very (ew bul it is noteworthy that these
houses arc not oceupled due Lo reasons ranging from non-maintcnance ol these
quarters,  One ol the respondents, who is an occupant of one ol these houses
complained that he bas been living in the house for the past five years bul no
matntenanice work is done. ‘The water taps in the house are tricd up. When ratn {alls

several poiats of the reof leak.



5.1

CHAPTER Y
SUMMARY
This projeet has attempled 10 study the financial compensation and  job
performance in the public service with special relerence Lo Kaduna Stale Ministry

of Lducation and Youth Development.

The project is divided into Five chaplers.

Ihe first chapter delt with the role and importance of the Civil Service o the
Government of any Nation in particular and the public in general. It attempts to
explain how cmployees job  performance is evaluated by the public, the
Government or the servicing members of the Civil Service, the definition and the
role of compensation in an organization and what should be constituted adequate
compensation, 1t also shows some of the various Civil Service Commissions
embarked upon by the Government to review the conditions and service of Civil
Servants. 1t also shows that some ol the arguments by some scholars of
management o de-emphasize financial remuncration as a motivating lactor, docs
not hold in the third world countries such as Nigeria.

e aim of the study 1s (o identity the type of financial compensations available (o
the public Servants: analyse the impact of linancial compensation on work attitude
and the behaviour of workers; examination of the views of workers in terms ol the
benelits they derive [rom the Ministry, whether it is the financial compensation
that actually motivates and retains them in working for the Ministry or some other

factors.
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Tawards the objectives, two hypothesis were postulated 1o puide the research

wark. They are:-

i Workers are attracted into the Ministry because they were not lell with any
other opportunitics or alternatives and that they will switch over 1o a new

job with higher pay il readily available,

The signilicance of this study is to coniribule o other litermurcs on

motivation and would give an in sight to the role [inancial compensation

plays in a situation of poverty like in Nigeria,

The methods used in collecting data was through Questionnaires, personal obscervation and
interviews, Questionnaires were distributed randomily amongst workers in various scetions
of the Ministry. Oral inlerview were also conducted on some oflicers and others who are
not fiterate cnough to answer the Questionnaires. Chapler two of this project is a literature
review ol some theories of motivation ol Al Maslow, Terzberg ct al, Neally, Festinger,

Adams Smith, D. Mc Gregor and Voo,

The theoretical frume work is based on the theorics of Al Maslow and [eizberg et al.
Chapter three highlights the Historical background. organisational struclures, General
statutory Tunctions and the specific funclion of various departments ol Kaduna State
Ministry of Education and Youth Development. The field Zonal headquarters, implements

and maintains the various statulory functions of the Ministry in the Stale.

The approved salary structures and other financial compensalions are shown in the
chapter. Staff categorics, nomenclature and criteria for promotion werc also treated in this

chapler.

[(%]



Chapler [our, the data Analysis and presentation is dealt with in this chapter. Qut of
cighty (80) Questionnaires distributed amongst the members of stall of the various zones

and schools and the mother Mistry in Kaduna, only {ilty (50) were returncd.

The analysis is therefore based on the information oblained from the answered
Questionnaires, oral interview conducted and personal observation, ‘The analysis shows
that the linancial compensation to the Civil Servants is prossly inadequate and necds 1o be
reviewed,  Apart froms the Gnancial compensation olher motivating [actors such us

medical care, car luans future toans should be considered:

5.2 RECOMMENDATION
It is ebserved that the Ministry las all the various compensations established in the
monthly pay packets of workers though somc are not being implemented, while
those being implemented are not enough, bearing in mind the previtling cconomic
siluation in the country. The value of the Naira is s0 worthless that most workers
salary cannotl be used o buy the basic needs or essentials of lile and be able to
N

meet up with other social needs

In view ol these Tacts therelore, 1t s reconmmended that there should be an upward
review ol the present salary structure (o meet up with the prevaling costs of Tiving,
Ihe Government should take steps o examine the salary structure in the public
sector. A commission should be set up 1o do this, The commussion should
compose of people who have wide and varied expertence in the arca ol wapge and

salary admumistration
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The mflationary trend in the country had seriously been emphasized upon by mos|
waorkers as  the militating tactor towards  ellective job  performance.  The
Government should see to it that inflation is brought down by going into the root
causes,  The Mumstey is a rellection ol the Government: il there is a sound, sineere
and God-fearmg leadership, there would equally be a sound, sincere and God-
fearing, followership.  In this regards, there should be a retraining ol the senior
officers who are paddling the boat of the Ministry in how (o think broadly and
philosophically, beyond materialism into humanism which will build the Ministry
inte an organisation worth working in is this improved salary structure, sound
leadership training which will appeal to the psyche of the officers in the Ministry
that paragraphs 19 to 22 of sccetion 111 of the schedule to the Civil service
(Reorgamisation) Decree No 43 ol 1988 can be cllcctively implemented.  These
paragraphs provide for a new performance Evaluation Scheme and the practice of

target setting in the Crvil Serviee,

It is thus:-

i The Chiel Exeeutive of the Ministry  should  institute mechanisms for
ensuring that cach Civil Servant under him 1s performance - oriented and
produces the concrete results expected of him. The fact that much of the
operations of the Civil Service is a routine daily nature. should not be taken
to mean the expected out-put of each Civil Servant is not  identifiable,
measurable and consequently amenable to target setting.

il The Ministry Efficiency scction in Consultation with the Permancnt

Sceretary and the Directors ol Departments and the Chiel” Exceutive (The
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Vi,

Commissioner) should set performance standards which cach Civil Servant
in the Ministry should aim at.
In setting performance standards, it should be noted that it is different from

functions or job deseriptions,

Thus the job of a messenger may be o dispateh fetters, but the performance
standard may be to deliver or despateh letters, not later than one hour of the
¢

letters being handed to him, again the job of an Accountant in the service
may be 1o issue funds that have been properly approved by the relevant
authoritics but the performance standard may be that the funds should be
issucd (Le pay cash or deliver cheque) within 72 hours ol the approval
being sent down to him.

Performance standards should be set in terms of time, cost, quantity and or
quality. O all these, time s the casiest (o use.  In setting performance
standards for Civil Servants, the Chiel Executive should take ito account
the relevant Government policies, the development plan, the relevant
annual budpet, the quarterly release of Tunds and the pecularities ol the
Mimstry.  From these, the performance target for cach unit ol the Minsitry
could be derived for cach stafl in the unit.

In setting this performance target, it must be ensured that the necessary
iput such as men, matertals, tme, cte are avalable to lacilitate the
realisation of the targets. Those whose duty is to procure and provide these
imputs will themselves have their performance — targets based on such duty.
Where unusual and non-routine tasks ol assignments are given, clear

perlonmance tagels should be indicated, and records should be kept ol
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viii.

actual achicvement. It should be the duty of the officer assigning the
unusual task o prepare and send up such records to the chicf for nceessary
action.

In case ol routine daily jobs, the Chiel  Lxcculive should designate
Supervisors whose duty is o under-take surprise checks and achievement
auditing on sclected stadl, Based on such visit surprisc cheeks should
record, cach month, at least two assessments of targel achicvement for cach
ol those being supervised.

livery stall should have records of target achicvement kept on him on a
continuous basis. A stall who observes that such records are not being kept
on him should call the attention of his ilead of unit o the omission and
ensure that appropriate action is taken.

The annual performance evaluation of cach stafl should focus principally
on an aggregation ol his target achicvements during the relevant year.
Where Chiel Exceutive finds it difficult to set performance largets i
respeet ol certain jobs, he should mvite the services of outside consullants
(o design such tarpets.

Many Civil Serviee operations  involve  application  processing c.g.
processing,  apphication  lorms  for  contract — registration,  approvals,
concessions or the other. The Chicel Exccutive of the Ministry should
stipalate  time-targets within which the processing of cach type of
application will be completed — that is decision laken and conveyed (o the
applicant.  Based on such overall time targets, the Chicl” Exceutive should
stipufate the specilic time-tarpets for cach officer who is involved in the

chain ol processing an application.  Members of the public should be
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informed (through advertisements and notes allached to application forms)
of the overall time targets for completing the process.  Conscquently
members of the public should be discouraged from visiting the relevant
olfices to “push’ their application,

OlfGcial meetings within the Ministry should be business fike, properly
programmed so that Civil Servants can have reasonable lime to perfonu

their dutics.
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CONCLUSION

Kaduna Slate Ministry ol Education and Youth Development, as could be seen
from ihie foregoing, is a highly organsicd Ministry, which performs its duties and
functions that span the length and breath of Kaduna State. 1t had heen obscrved
that job perlonmance in the Civil Scivice is dependent not only on the Guancial
compensation but other incentives; cilective supervision ol workers could also

yicld Ingh job perlormance, e
Br :

C— X
- r——

From the analysis ol the data collected on the respondents, it could be deduced that
with the preseat inflationary trend in the country, most Civil Servants cannot cope
with their monthly remuncration.  Hence their resort to private business or private

practice (PI’) as means of supporting their monthly remuncrations.

There is an icrcase of bribery and corruption as some Civil servants now demand
aopenly Tor gratification belore any work 15 done.  This bigh inflation and its
consequent elffeet on the monthly remunerations of workers, leaves no one in doubl
that joh performance would be very low as workers look else whiere [or their

souree of livelihood.

Other factors 1hat could influcnce an cmployee o ofler a very high job
perforimance according o the respondents are introduction of vehicie loans medical
care, enouph  ollice accommodation with good [urniture and toilet [acilities.
Others are enhanced meal subsidy, gratuity/pension, scheme and lcave allowance

provision of school [or children of stalf.
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Those staff members leaving in the stafl quarters emphasized the need for the
provision and maintance ol the [acilitics c.g water supply. supply ol clectricily
bulbs, patching of leaking rools, cte in the quarters.  Tramning and recogmsing the
need for improved allowances and their timely payment is seen as another

motivating lactor.

It 15 10 be noted that two hypotheses postulated for this study on Kaduna State

Ministry ol Education & Youth Development ¢.g.

l. That workers are attracted into the Ministry because they are not left with
other alternative and that they will switeh over to a new job with higher pay
i readily available and that.

Job performance in the Ministry is influenced by financial compensation,
have not been disapproved. The present inflationary trend experienced in
the country would make a  worker 1o look for a job with higher
compensation celsewhere it is observed that the Ministry has some/all of
these various compensations established in the monthly pay packets ol
workers, they are not cnough, bearing in mind the prevailing cconomic
condition of the country. The value of the Naira is so worthless that most
workers salary cannot be used to buy the basic and essential needs of lile.
The need for constant upward reviews of this salary structure is emphasized

as most workers complain of the biting elleet of inflation on their salary.

In view ol the above and in the alternative, Government should try o bring inflation down

to a minimum that could make an average Civil Servant have a sense of value for his



monihly il or allermatively subsidize the purchasing of cssential commodities for

workoers.,

Pay should be related Lo the productivity of the worker in order 1o serve the motivational
putpose it is mesnt o seeve and this should be done along with built-uz tncentives, Nis an
indisputable facl that o well designed Gnancial pay and ineenlive can acl as a molivalor
because the cmployee sees his merit pay or incrcase as a measurc of achicvemcent and

recogitidion.
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APPENDIX 11
CONFIDENTIAL
ANNUAL PERFROMANCE EVALUATION REPORT

PART ONE
PERSONAL RECORDS OF EMPLOYEE
(T he campleted by Officers in Grade Levels (03 and above)

Pernod of Report from o - - To
Full name of Officer

Date of birth
Ministry/Department (Indicate Section/Division)

4. Qualifications held (Degree, Diploma, Cerlificale, etc) (underline those

acquired during pertod of report)

Date of first appointment into the service

5.

6. Present substantive rank N

7. Date appointed to substantive rank

8. Acting appointment held during period of report: indicate the portion (to the
nearest month) of the period spent in grade

9. Courses undertaken during period of report

10.  Tolal number of days absent on sick leave during period of report

11. PRESENT JOB
Job Description:

(a.) State below in order of importance the main duties performed during period of

report.

b |



In assessing performance you have already considered some of all of the

following aspects, would you now comment on and assess the aspects seperately.

Each aspect is

described i terms of Qutstanding (A)

and unsatisfactory

performance (E). The three immediate ratings (B<C<D) represent behaiviour

between these extremes.

Rating ‘A’ or ‘E should be given if you believe il is a generally true statement that

could be supported, if necessary, by specific occurences.

If you feel an aspect of performance not in the list calls for special comment, mention

it at the end.

Foresight

Anticipates problems and

develops solution in advance

Penetration

problem

Gets straight to the roots ofa | | |

" Judgement

Lxpression on paper

Oral expression

His decisions or proposals are

consislently sotind

"Always cogent, clear and well-

sel out

"Puts his points across
convincingly and concisely

Grapples with problems after
they arise

Seldom sees below the

surface of a probiem

“Poor perception of relative
morils or poer {easibility in

most sifualions

Ambigous, clumsy and

abscure

| Finds difficully in' expressing

himsalf
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“Mumerical ability (f |

applicable)

Relations with

colleagues

‘Relations with the public

. Aécép{énce" G
responsibility

Roliabilily under
pressure

Drive and Determinalion

Apb'}ic'él'idh of
professionalitechnical

knowledge {(if applicable)

Management of staff (i "
apphicable)

["Accurale in the use and

interpretation of figures

“Appreciative of other people’s
feelings; tactfut and
undersianding of personal
problems eamns great respect

“Exceptionally effective in
dealing with pecple of all types

Seeks and accopls e
responsibility at alt times

. Ferforms compe\enuyuhder -

pressure

“Wholehearled application lo
tasks; determined Lo carry lask
through to the end

Highly proficient in the practical
application of
professionaf/technical

knowladyge

give of their best

e g A k. § T e

8

Organises and inspired staffto | |

Kay, ;

Gets contuseu wiu nyuiwe

Ignores or belittles other
people’

Tactless and cannot deal with
the public

A\_.:bi‘dgmr-cs'bdlmibiliiy; will pass

it on when possible

‘Easily thrown ¢ff balance; nol
reliable even under normal

circumstances

Lacks delermination; easily
Lautked by minor setbacks

‘Deficient in applying
professionalftechnical

knawledge o practicai issues

“tnefficient in the use of siaff,

engenders low morale

S,
Ex\_\fﬁ IM g o~




[ Sutput of work Gets a great deal done within a Sioppish in output
set of time frame

T Maintains consistently low
work ig virtually error proof standards of work, source of

“Quality of work Maintains very high standards, |

constant complaint.

“Punctuality | Regularly punctual at work "No regard for punctuality

Indicate overall performance of duties by ticking the appropriate box below. (This
assessmen! should reflect the performance actually achieved in the cwrcumslances

which prevailed).

Quistanding Exceptionally elfective 1 E_l
Very Good More than generally effective but

Not positively cutstanding 2 :l
Good Generally effective 3 ]
Fair performs duties moderately well and

Without serious shortcomings 4
Unsatisfactory Definitely ineffective and not up to the

Duties 5

84



I certify that | have seen the contents of this report and that my superior has

discussed them with me. | have the following comment to add:

Signature of Officer reported an . : Grade level

Job hible

15.

16.

— o date
PART THREE
Training Needs
(In completing this section you should take account of any views expressed
by the person reported on)
(@) If, as a result of the assessments made earlier in the report, you
consider that performances or potential could be improved by training,

please specify the needs.

(b) If they cannot be met by training on the job, please suggest, if possible,

in which way they might be met.

Next job al the same level
(In completing this section you should take account of any views expressed
by the person reported on )

Should he be considered during the next year for:

(a) A different job in the same rank YES/NO
(b) Transfer to a job at similar level in another occupational group or cadre
YES/NO

if you have answered YES to either question, say which kind of job and give

your reasons below:



17.  Promolabilily

(a) Normal Promaotion Well fitted for promation

He is present

{Grade)

)
)
)
or filted )
)
)
)

not fitted

Comment on your recommendation

(b)  Special promolion (i.e. selection for raining grades, grade skipping or
promotion into another occupational group or cadre

He should be specially considered for promotionto.....................ci

Give reasons for your recommendation;

18. Long term potential

KASHIM 18, T—————
At present, he seems : —\'”MﬂEERARY [

Unlikely to progress further

Or to have potential to rise about one grade but probably no further

Qr to have potential to rise two or three grades

Or to have exceptional potential

LX)



19.  General Remarks
Please provide any additional relevant information here, drawing attention to

any particular strengths or weakness.

He has served under me forthe past..........coooviiiiin e years
signature ... Rank..........cooccoov i Date.........................
Name in blocks lellers. ... ...



PART FOUR
20. Countersigning Officer's Report
You should confirm that you agree with the reporting officer’'s assessment, or
indicate in the foregoing section any disagreements which may remain after
discussing them with him. You should also indicate how frequently you have seen
the work of the person reported on. Add any further relevant comment, including
whether any of the assessments in the report have been brought to the attention of

the person reported on.

Signature ..., Rank.........cccooeinians Date....................

N e =R sl 1o = 1 (=] £ T TN



APPENDIX 1V

Department of Business Administration
Faculty of Administration,
Ahmadu Bello University
Kongo Campus
Zaria
Dear Sir,

QUESTIONNAIRE ON FINANCIAL COMPENSATION AND JOB PERFORMANCE
IN KADUNA STATE MINISTRY OF EDUCATION

The purpose of this questionnaire/interview is to undertake a study on financial
compensation and job performance in the Public Service; could you please give
answers to the questions and at the same time supply information and record where

necessary.

The exercise is purely academic your answers will be treated with strictest
confidence and no other reason apart from those connected with this research will

ever have access to them.

.............................................

H.H. SOBA (MRS.)
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10.

QUESTIONNAIRE TO EMPLOYERS OF
KADUNA STATE MINISTRY OF EDUCATION

Age:

Sex:

Marital status:

Number of Children

Educational background

(i)  Primary i
(i)  Secondary E

(ii.) Post secondary D
How long do you intend working with the Ministry?
(i.) Few years z__;
(ii.) Until retirement /____/
(iii.) Undecided /7

How would you rate the financial compensation of the Ministry?

(i.)  Adequate D

i) In-Adequate 2/

What impact does it have on the level of your performance?
(i) High performance / ___/

(i.)  Low performance E

Does this affect the level of your performance?

(i)  Yes / /
(i) No v A

If you are offered a job with higher pay elsewhere, would you leave the

ministry?
87



11.

12.

13.

14.

15.

16.

17.

iy Yes / /
@) No L7

is it correct that more financial compensation wifl make workers perform their

jobs more efficiently?

iy True L/
Gi) False
What would you want to achieve in your job?

()  Higher pay YA
(i)  Security D

(i.) Responsibility [/
do you think workers in the ministry perform efficiently because of;
(i.)  High Wages and Salary E

(i.)  Fringe benefits and allowance E _KA&H e

(i)  Job itself L/ ST bBRag
(v.) Management style D

What in your view is the level of workers performance in the Ministry?

(i.) Satisfactory D

(i) Fair L/

(.}  Not satisfactory D

What reason could you give to the above

Do you live in the government quarters

Yes Zj
Nn LS

if yes, how do you find the facilities provided in the quarters
88



18.

19.

20.

21.

22.

23.

i) Poor S/
iy Fax S

(ii.) Goad D

How often are these facilities maintained?

(i.) Not maintained D

(i) Notregularly maintained 2/

(i)  Regularly maintained E

If no, why are you living in the government quarters?

(i) Dearth of government guarters D
(i)  For maintenance of government quarters ~ /  /

Have you undergone any training/orientation since being employed?

i) Yes 4
iy N 2/

If yes, how do you find the training?

(i)  Notinteresting P
(i)  Interesting and motivating D

If not interesting, could it be associated with

(i.) Lack of training facilities D
(i)  Very poor allowance D’
(.)  Non payments of allowance /_j/
How do you find the weather conditions?

(i) Fair YA

(i) Good 7 /
iy Hash 2/
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24,

25.

26.

27.

If C above, could the harsh weather condition effect the level of performance
of workers?

i) Yes /7

iy No 7

If yes above, what in your view could motivate workers to perform better in
their jobs in this circumstance?

(i)  Extra allowance peculiar to the workers in the state. /7

(i)  Supply of air conditioners, heaters, warm for the two extreme

conditions. 473719

ADEQUATE INADEQUATE

(i)  Vehicle loans a4

(i)  Medical facilities

What do you think of the following factors?

L7
(ii.) Office accommodation E
(iv.) Toilet facilities E
(v.) Gratuity/Pension Scheme | D
(vi.) Working hours E
(vii.) Recreation facilities /S 7 S 7
(vii.) Meal subsidy A A 4
(ix) Leave allowance ;S 7 S/
{x.}  Schools for children D

Please rank the following factors in order of importance (most important factor
should be ranked in ascending order).

(i} Vehicle lcans

(i.y  Transportation allowance

9



(iii.)
(iv.)

(vi.)
(vii.)
(viii.)
(ix.)
(x)

Housing allowance

Provision of accommadation
Transportation

Medical facilities

Pension and retirement benefits
Training

Meal subsidy

Schooi for children
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