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ABSTRACT

JORK: WHaT 1T MEANS TO THE aHMaDU, BELLO UNIVERSIY
STAFF, THEIR ALTITULES aND JOBD SAT1SFACTIO.L

The primary purpose of this study was fourfold:
(i) to find out what work means to some staff
members of the ahmadu Bello University,
Zariag
(ii} the study was also designed to find out
ttieir attitudes to work;
(iii) whether they were satisfied or not with
their work; und
(iv) the study also intended to determinc the
variables which influence job satisfaction

or dissatisfnction.,.

To direct the collection of data,.the followin;;

hypotheses were formulated as a guide to the study;

(i) There are no significant differences in ti.c
meanings the senior, intermediate and
jJunior staff of the shmadu Belle Universit;,
Zaria attach to work.

(ii) There are no significant differences in
the attitudes of senior, intermcdiate onc

Junior staff of the shmadu Bello University,

Zaria to work,

vii



(iii)

(iv)

(v)

(vi)

{vii)

Frecedure

The senior, intermediate and junior staff
of the ahmadu pello University, Zaria are
satisfied with their work.

There are no significant differences ix

L1
;é

factors that are responsible for either
the job satisfaction or dissatisfaction
of the genior, intermediate and junior

staff of the ahmadu ipello University, Ze=inm,

That the occupational categories of the
respondents have no significant differei.ess

on their job satisfactions or dissatisizotions.
That the ecducational catdgeries of the
respondents have not created any siguifieant
differences on their attitudes to work.

That there are no significant differencen

in the factora that are responsible for

the job satisfaction o¥ dissatisfaction

among the selected :s¥aflf morbare of the Shmadu

Belle University, Zaris,

Data were+*cellected from the senior, intermediets

end junior staff in the Kashim Ibrahim Library,

Zpgistry uwepartment, gstate und works pJepartment,

slck~Bay Mhain Canmpus, ana the Faculty of Lducation

in the main campus of the fhpmadu Bello University

viii
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samaru, Zaria. There were one hundred and seventy-
g8ix (176) senior staff; ninety-nine (99) intermediats
gtaff and one-hundred and twenty=-nine (129) junier
staff who participated in the study. There were
cltegether four-hundred andhfour (4¢L) respondents
randomly selected from those departments and faculty.
The data for the study were collected through a

questionnaire. The study was carried out during

the period July 1985 to September 1985,

The Findings

Based on the data and within the limitations
of the study, the following specific findings were
ostablished:

(i) The work characteristic of most important
to the selected sample was "Increase
knowledge and skill®", For instance this
item had a.total of five-hundred and
twenty-two (522) computated responses

with an item score of 1.253 (Table %4.9).

(ii) The item "opportunity to help other pesplah
was ranked as the second most important |
work characteristic by the respondents,
This item had a total of three~hundred
and ninety-nine (399) computated responses
with an item score of .989 (Tgble.ko9).
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(iii)

(iv)

(v)

(vi)

(vii)

The work characteristic of third most
important was "personal interest in work',
For instance this item had a total of t.o-
hundred and fifty-nine (259) computated
responses with an item score of .642

(Table 4.9).

The data in Table %4.10 surprisingly revealad
that the item "making a lot of money" was
the work characteristic of "least concern

to the respondents. For instance this iten
had a tetal of five-hundred and ninetye
eight (598) computated responses with an
item score of 1,480,

Table 4,11 shows that about 55 percent ¢~ the
respondents (223) had planned and prepcred
for their present jobs whereas about 45
percent of the respondents (181) did not

plan and prepare for their present jobs,

About 91 percent of the respondents (365)
had good attitudes to work.

About 95 percent of the respondents (3863)
were satisfied with their present jobs,
about 46 percent of the respondents (190)
were satisfied with their departmental
promotions; about %43 percent of the
respondents (214) were satisfied with theixr

salariesa



It was concluded (base on the data) thét career
education should start at the primary school level
showing relationship between schcol subjects and
the world of work} definite criteria to be establighad
by the university administration and strickly follewad
in proﬁzting staff; eﬁplbyées of the university who
are promoted should be written why they are prometody
gimilarly employees whoe are not promoted should bae
vritten why they are not promoted; there is the
need for the university adamiinistration to eétabliah
a twb-way communication structure between it and
the rest of the gtaff of the university; there is
z1s0o the need for in-service training facilities to
be improved for the semi~skilled workers, fellowshins
érogram for staff development and finally adequate
funds be made available to the university to buy
Iﬁéierials, equipments and books to improve its
services. In view of the limited nature and scope
orf fhié research study, the findings c¢an not be
.géneralized:to include the entire staff of the
Ahmadu Bello University, Zaria, as such the followilng

suggestions have been made for further research:

(i) A nation-wide survey of what work means to
individual workers, the study of various
occupations, job attitudes, job charactarisiics

and job satisfactions be carried out by ™

xi



individuals, ministries, universities gaad

research units in the country;

(ii) the work values of Nigerian workers anc
how they affect choices of efcupationsj
(iii) the effects that lower socis-=economic
roles have in the development of work habitn
in Nigeriaj; and
(iv) Changing workers attitudes towards the

organization and work.
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CHAPTER UNE

INTROUDUCTION

Many opinions have been expressed as to what
work is. These opinions date back to early existence
of man., Posner et,sal/in Connellan (1978, 6-7) have |
provided some interesting observations on the role of
work in society. They suggest the following stages
that indicate the evolution of the role of work in
different scocieties. Primitive culture for example
atill makes little distinction between work time and
free time. The culture made no difference betwoen
work and play. Much time wasg spent providing for
the basic needs of people. Aancient civilizations
guch as the Egyptians, the Romans and the Greeks
balieved work to be a curse. Work was fegar&e& aﬂl
manual labsr to be performed by slaves.

Individuals who were fortunate not to be slavos
wore expected to study the scicences, liberal arts,
and physical culture, The distinction between work
and non-work began to emerge during these ancient
civilizations, Early christianity placed a positive

value on work not only as a wmeans of gaining wealth



Jut also as a way of avoiding idleness which was
cnought to be responsible for evil thoughts. The eaxrl
christians directed their energies toward the
organization of the church and viewed this direction
of energies as an instrument of purification and
attainment. Medieval christianity suggested that woxrl:
was good because¢ it was painful, humiliating and g
remedy for temptations of the flesh. 4s long as worl:
confirmed to the plan orgenized by God, it became the
duty of all. During this period, however, work wos
siven a moral goal because the church could not apllow
work to become an end in itseclf.

The sixteenth century revolution gave work an
intrinsic value. Martiu Lut! . r maintained that work
was the base of socicty and made no distinction
botween religious and other types of work as long as
they were done in obedience to God (Posner egral/in
Connellan 1978, 7). Work was no longer regarded gs
only punishment for sins, but more importantly as n
God=given opportunity for people to be creative and
astablish a new way of lifc¢. The Great Depression
of 1930's made work not to be a measure of ones plety,
but also a mark of cleverness, skill and creativity.
The twentieth century america further separated the

concept of work from religious doctrines and accorded



verk special status (Fosner et:alsin Comnellan 1978,

6}e The importance of wurk was dramatized during

the development of the laler rmovement., For instanoo
having a job during the days of the Great uvepression

in smoerica becaﬁe a mijor obsession. It was generally
felt that the work an individual did not only comntributed
to the lives of other people but made vne a bettexr
person simply by virtue of working.

Peters and Himson (1971, 5) summarized the
importance of work to man by saying "He who works ig
goods He is industrious, provident, a contributor,

a wage carner. He who does not work is dmprovident,
shiftless, dindolent and a hindrance rather than an
agset to society". 5o asuch has been said about the
values people from different cultures attach to worlks
Unfortunately these values have started changinge
fFcr example,; work is no longer an essential part of
gome peoplets lives. People now attach more and moxe
weight to living a full life including, in additiom
to employment, good family relationships, mecaningful
friends, opportunities to persuc personal interests oo
to engage in leisure activities. Frcedman (1979, 12§)
gupports this notion by citing Japan as a country
where there is a decline in work ethics. He stateas

"even in Japan, with its pronounced |

work ethics there has becn a decline

in work c¢thics. For example in 1955
work was the most important factor in



life for 65 percent of the Japanecse

population sampleds In 1969 work

was the most important factor in

life to only 4% percent of the

population sampledt®.
gibson et al- (1979, 71) saw attitudes as determinautc
of behavier , since they are linked with porception,
personality, learning and motivation. From this one
can say that an attitude is a mental state of readiness
organized through experiencce, exerting a specifice
influence upon a person's rusgponse to people, objeehs
and situations with which it is related. sttitudes
are learned from family, peer groups, sociefy,
previcus job experiences, the culture, mores and
language of g society, Through job eXxperiences
individuals legarn attitudes. They develop attitudes
about such factors as pay equity, leader capabilitioes,
job design, work group affiliation, and other
organizationally relevant factors. These atfitudes
provide the emotional basis of employeet!s interperasonnl
relations and identificatiom with others (Gibson ot =l
1979, 71). )

Blair et al”’ {1968, 202) found that attitudes

can affect school work and learning. According to
them if a child has positivé attitudes about teachar
and likes school work, it is almost inevitable that

he will expericnce aome success and may achieve more

nearly up to his capacity. Conversely, negative



attitudes toward schuovl an¢ teachers usually signifly
that his interests and cvnergies are aimed elsewharg

and that he will fight attempt to make him learne

T influence which attitudes have upon behavior is
seen in both scriptural and classical literaturcs

For example,; "as he thinketh in his heart, so is he',
two make our fortunes and we call them fates" (Westlalze
1972, 87). When a person expresses an opinion, he ig
ravealing an attitude by verbalizing it.

There are two types of attitudes, Ffavorable aﬁd
unfavorable attitudes. 1In any set up we try to
cneourage the expression of positive or favorable
attitudes. Negative attitudes are those emotional
feelingas that may affcect the realistic perception of
n cause of a problem. When workers are employed thay
Join their organizations with e@ither of those attitulos.
it is the responsibility of the organization to
identify negative attitudes und to scek ways to
eliminate those attitudes in the worker. Gibson et al”
(1979, 73) on changing the attitudes of people towards
chjects, people, or situatiocns suggested threc things
(a) that there must be trust in the sender and messape
itself. If employees do not trust the leader they
will not accept the message neither a change in |
attitude. (b} similarly if the message is not

convincing, there will be no pressure t¢ changee



(¢) it also depends on the individual's commitment to

~n attitude. According tu them attitudes that have beon
publicly expressed arc more difficult to change because
the person has shown commitment and to change woull be
Lo admit a mistaké.

One might ask, why do employees perform differontly
gven if they possess the same skill, do the same Job,
and earn the same salary? Many factors have been found
tc be responsible for such differences. Asmong scnwe
of these factors are the feelings of the employee about
the work, the types of attitudes already formed by tho
omployee, the amount of change the organization can do
to negative attitudes, of employees, the types of
leadership in the org ..lz«tion, and the type of
motivation the employer uses for the group and even
the individual members. All these and many more are
related to the type of satisfacticn an employee can
derive from his organization.,

Job satisfaction has received a host of definditiorn
from different writers. Job satisfaction according to
Katz and Kahn (in Houghton et' al®1975, 223) "Is the
affective feeling states which people experience in
the course of their employment". Job satisfaction
according to this definition has been of interest to
people because of two main reasons (a) it's intrinsic

value - many people share the humanistic position that



people who engnge in sone work should enjoy their woriz,
Sccondly, Jjob satisfaction is directly related to tho
continuance and regularity of employee participation

in organizational activities. Metzner and Mauer in
“oughton et:.al.(1975, 223); saw Jjéb satisfa¢tion to monm
the probability that a person would continue in his
organization despite a variety of inducements to lagvo,
wWestlake (1972, 152) sees job satisfaction to be
rolated to the feelings of individual worth. Accoxding
t0 her individual's fcoelings about his work can

affcect his feelings about his home, family, and his
future. For example, a man who is criticized by his
bo&s may have a quarrel with his wife when he retuvns
home. This 1is simply explaining the escape mechanism
of displacement. This is a displacement of feeling
from a situation in which he cannot express to anothor
situation in which he can.

On the other hand, pecople who take pride in thedx
work and whose occupational identity is important to
them quite often extond that pride to include the
appearance of their homes. Positive feclings about
work has been found to be correlated with a positive
optimistic outlook on life (Gibson et. al- 1979,

Wostlake 1972; Sell and Shipley 1979). 4as Westlake
(1972, 152) puts it “a person can be comfortable |

about the future if he trusts itv, But when work



exporience ﬁﬁlds no promise of further growth and
dovelopment a man will invest the major part of hinm
onergies elsewhere. Gibson et al (1979, 397) call this
ann indication of job dissagtisfaction and such a
foevling could be reflected in the empaoyeets attituwles
and performances According to them employees with
this type of feelings may be involved in such acts as
abscenteeism, drug addictien, indifference to
orfanizational properties. The empluyees may show
aggression to the leadership and worst of all they
oy leave the services of the organization,

1ol Background of the Study

Many rescarch studics have been conducted in
other countries about peoplets attitudes, job
Batisfaction and job dissatisfaction. Blalr st al
{1968, 202) sce attitudes as being acquired through
axperiences which have a pronounced alffective
(feeling) component. According to them attitudes
ore transmitted through the process of imitation,
but many have origins early in life. Lee (in Cole ann
1968, 251) made intensive studies of wvalue in some
cultures and emphasizes gsubjective aatisfaction as
a universal criterion of value. He statess

",.. we perceive value when cour
activity is permeated with satisfac-—
tion, when we find meaning in our
life, when we feel good, when we

act not cut of calculating choico,
and not for extraneous purpose but



rather bec~use this is the only

way that wey. as ourselves deeply

want to acth,

- When people are cngaged in any activity they <o

3¢ Because of the enjoyment they derive by so deoinge
70 be satisfied with the work we do is the main thiag
thet people look fur when they take up jobs. But pooplo
differ in their value of what work aspect satisfies
thems 1t is important that the Ahmadu Bello Undiversity
Zaria knows the expectations and ambitions of its
cmpleyces. By so doing the Ahma&u Bello University,
Zaria, may identify and probably meets the diversifying
needs, ambitious and expectations of its employees.
Hence, this study is concerned.with identifying the
various meanings the slimadu Gelloe University, Zaria
staff attach to work, the¢ir attitudes to work and Jjob
gatisfaction or job dissatisfaction.

1«2 Statement of the Froblem

The problem of this study was to investigate tho
meanings workers attach tu the work they do, their
attitudes to work and whether they are satisfied ox
dissatisfied with their work. Sometimes people
angage in activities that arc not meaningful to their
lives. If employees are engaged in work that is not
moaningful to them they may not put up their best.
Therefore if employees have the feelings that their

- work has no meaning to them, they will invest their
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energies elsewhere instead of getting work done,
This would be rerlflected in their attitudes to
their work., Consequently it will affect their
behavier on the joba. Weisgs and hahu (in Peters
and Hansan 1971: 461) found that a vast majority
of workers in America view work as imposed, not
anjoyed, and negative rather than freely chosen,
productive and positive. Crow and Crow (1960:
335) are of the opinion that if youth are guided
during their formative years towards the
development of habits of trustworthiness, industry,
refponsibility and social usefulness, they are
likely to go to their jol¥ with hehavier patterns

which will be powerful aids to success.

To understand en individual's emotional
rosponses,; one must understand his frame of
roference. Both the feelings a person has and
the way he expresses and controls them depend on
his basic assumptions about what is true, what
is right and what is possible (Coleman 1960;: 327),
According to Coleman (1960: 95 - 96) once
attitudes are formed especially the earlicst ones,
loarned irrationally and often with a high degree

of emotional involvements, they serve as reference
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points for evaluating new experiences and guiding
response patterns; and with time and repeated
reinforcements.they become increasingly resistant

to change.

One can Jjudge the adegquacy of any value by
the amount of satisfaction that one can derive
from living by it. It must give meaning to onc's
life and a sense that one is fulfilling the
purposes of one's existence (Westlake 1972: 152).
Cantril (in “oleman 196 0: 309) goes as far as to
suggest that "thc ultimate criterion against which
+0 judge the rightness or wrongness of any action
is5 whether or not an individual himself senses that
it will contribute in the long rum to the |
possgibillity of his experiencing grcater satisfaetion
in living®". Sell and Shipley (1979: 7) saw job
satlsfaction to be a c¢onscious perscnal reaction
of an individual. That a person ongaged in doing
a particular job should be able to state whether
Oor not or how far he finds it satisfying.
Satisfaction, then could be viewed as a process
of compromise between what is wanted and what can

realistically be achievad,

In trying to categorize the tvpes of

gsatisfaction peoplec dorive from their work Mirvis
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and Berg (1972: 224) suggestoed the following

types of satisfaction;

(a)

(v)

{c)

General satisfaction if it gives an
overall indicatur of emrloyee satisfaoticn
with work, |

Specific satisfaction which they associcho
to related hygiene factors such as

pay and beunafits, coworkers and clients,
supervision, change for personal growth
and development on the work.

Internal-work mativation - this is tha
degree to which the gmployee is self~
motivated to perform effectively on the

joba

The work that people perform can alsov be an

important factor in the effectivness of the

employees.

Gibson et, al:.{(1979: 279) recougnize

8ix job characteristics which can contribute tco

the effectiveness of an employee. They are

aummarized as follows:

{a)

Skill varic¢ty - this is simply the
variety of activities in carrying out
the work and thce extent to which

differernt skills and talents are used.



(b)

(c)

(d)

(e)

(f)

13

Task-identity - the extent to which
employees de an entire or whole picce

of work and can clearly identify with
the results on the job.

Task significance - is the impact of tho
Job on the lives of workers or other
people either inside or outside the
organizations.

Autonomy - is the extent to which
employees have & major say in scheduling
their work, selecting the equipment thosr
will use and deciding on procedures to
be followed,

Feedbacl is the degree to which employces
receive information as they are working,
which reveals how well they are
performing on the job.

Friendship opportunities is the degrec
to which a job allows employees to

talk with one another on the job and

to establish informal relationships with
other employces at work. These findinga
suggest thuat job characteristics are
good indicators of the degree to which

a job motivates and satisfies employeco
to perform effoectively and to come to

work regularly.
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Freight in Gibsbn et-él-(1979: 121) has uscd
behavieoyr modifications in thosc jobs where
optimal performance gains could potentially occuxr.
Managers in that company were urged to use pruaisc
and recognition twice a week. The performance
standards rose between 30 - 40 percent befcre the
program was introduced to 90 - 95 percent after
the program was initiated., The researchers
concluded that positive reinforcements can be
successful where work can be measured and quanti-
fiable standards set. As plausible as behavior
modification may séem, it has been critized by
many people. These critics hold the opinion that
behavior modification is & threat to the individunl.
Sacondly, since only the managers can manipulatc
the reinforcers it was thought unethical. For
example, Deci (in Gibson et:al,1979: 126) atates
that it follows that there are many important
motivators of human behavior which ar¢e not underxr
the control of managers, and thereforey cannot
be contingently administered in a systemm, The
theme of Deci's recommendation is to develop
reinforcement programs in which individuals can

be motivated by the job itself.



The problems in this study may be stated as
follows:
.Ii.' whdt does work mcan to the staff of the
Ahmadu Bello University, Zaria?

2a What are the attitudes of the staff of
the Ahmadu Bello Univeraity, Zaria to wori?

3. Are the staff of the Ahmadu Bello Universihy
Zaria satisfied with the work they are
doing?

4. What factors may be associated with job
satisfaction or job dissatisfaction amcng
the staff of the Ahmadu Bello University
Zaria? |

. %4 . Do the staff of the Ahmadﬁ Beilo-
University, Zaria differ in their job
satisfaction or job dissatisfaction?

6« What other factors are related to job
satisfaction or job dissatisfaction among
the staff of the ashmadu Bello Universitr,'

Zaria?

1e) Purpose of the Study

The main purpose of this study is to find ocut
what work means to the ahmadu Bello University
staff; their attitudes to work and their job

satisfaction or dissatisfaction,
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Four sub-purposes are raised hereg

(i)

(ii)

(iid)

(iv)

to identify the various meanings the
various catugories of staff of the Ahmadu
Bello University, Zaria attach to worky
to investigate their attitudes to workg
to find cvut the factors that are
responsible for job satisfaction among
the staff of the Ahmadu Bello University
Zariag and

finally to investigate and identify

the factors that are responsible for

job dissatisfactiun among the staff of

the Ahmadu Bello University, Zaria.

t.4 Hypotheses tc ke Tested

This research study will attempt to test the

following hypotheses;:

(i)

(i1)

(1id)

There are no significant differences in
the meanings attached tu work by the
Senior, Intermcdiate and Junior Staff

of the phmadu Bello University, Zaria.
There are no significant differences iz
the attitudes of the Senior, Intermediate
and Junior Staff of the Ahmadu Bellc
University, Zaria.

The Senioury, intermediate and Junior

Staff of the ihmadu Bellou University,

Zaria are satisfie¢d with their jobs.
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{iv) There afe no signifiéant differences in
the factors that are responsible for
either the job satisfaction or jéb
dissatisfaction of the Senior,
Intermediate and Junior . staff of the

- Ahmadu Bello University, Zaria,

{v) That the occupational categories of
respondents have no significant differencos
on their job satisfactions or dissatis-
factions.

(vi) That the educatiomal qualifications of
respondents have not created any
significant differences on thecir attitudesz
to work, .

(vii) That there are no significant differenccs
in the factors that are responsible for
Job satisfaction or job dissatjsfaction

among Ahmadu Hello University staff.

185 Basic assumptions

This study was based on the following

assumptions:

1. That, the Senior, Intermediate and. Junis:>

Staff of the Ahmadu Bello University,
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Zaria hove established opinions about

what work means to them.
That as a resulit of participating in
work situctions the Senior, Intermedirte
and Junior staff of the Ahmadu Hello
University, Zaria have formulated cerxtoio:
attitudes towards work,
That, the Seniocr, Intermediate and Jurioo
staff of the iLhmadu Jello University,
Zaria have opinions about whether they
ara satisfied or dissatisfied with theixr
jobs,
That, the Senior,_Intermediate apd Junior
staff of the Ahmadu gello University,
Zaria can identify the factors that arg
rasponsible for either their job
gatisfactions or job dissatisfactions,

if

That, the knowledge of the attitudes

of employees to work, and ap underst.n.... .
of the factors responsible for job
satisfaction and job satisfaction are
identified, the xhmadu Bello University,
Zaria may be able to improve the work
setting to increase the job satisfaction

of its Senior, Intermediate and Junior

staff members,
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146 The Significance of the Study

Work as a concept seems to be important to
three categories of people in any society. First,
work is very important to the employee because
dt is both a way of earning a living and a
situation in which an enployee spends much of hig/
her life, Secoeondly, work is important to an
employer because it i3 a method of getting work
done so as to enhance the amount of profit an
employer can make, and because it is a major item
of cost to the ¢mployver. Thirdly, work is
important to the society because jobs are the
aontext in which large numbers of people live
together, interact with each other and from whigh
gocial and political attitudes emerge. No wonder
each organization, institution or any undertaking
Is conscious of the type of workers it has and

how it can improve the performances of these workoers.

The Ahmadu Bello Univéréity, Zaria, 1ike all
other organizations in Nigeria ewbarks on trainiig
of its staff in order to improve their skills anc
efficiency, A4s a result of such training a large
nunber of staff have improved on their personal
effectiveness. This is a welcome venture, but
the university needs to be aware of some of the

things that make the most qualified person use
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his or her skills to the naximum. It must not be
argued, however, thut adequate training is the
pre=requisite to naximun performance on the job.
This study is going to help the ihmadu Bello
University, Zaria to understand its workers,

wvhat work means to thewm, their attitudes to work

and how satisfied or dissatisfied they are in

their work. The study will also help the univercil)

to know how it could help the workers improve upon

their performances and how to reduce dissatisfactionr

among its workers. By getting the workers discucs

what work means to them and how they feel about
their jobs, the university might be in a better
position to help 1its workers improve upon their

p-rformance.

1.7 Scope and pDelimitations of the Study

This research study is confined to Ahmadu

Sello University, Zaria. The opinions of the

Senior, Intermediatce and Junior staff members will

be sampled, Only Kashim Ibrahim Library, The
Aegistry Departnent, The Estate and Works Departoo
The Sick-Bay Main Canpus Samaru and the Faculty
of Education will be used as the research

sarameters.
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The study does not attempt to measure the
performance of the workers and does not intend
to find out the leadership styles being used
in the areas in which the opinions of employees
are being sampled. This research is limited in
scope because it is designed primarily to yield
dmportant information in the meanings to work, oxn
attitudes towards work and job satisfaction. Also,
only the opinions of six hundred employees in :
thie university are sampled due to lack of time
and insufficient financial support to widen the
scope of the research, With these limitations ixn
mind, the findings cannot be generalized. Howevei,
the conclusions rcached will apply essentially to

the population used for the satudy.

1)3, Definition of Terns

In order to provide for more understanding
in reading this project some terms as used here
are being defined as follows: |

Attitudes -~ 4 wny of thinking, feeling and
bahaving towards people, objects and situation

in which a person interact with.



Job Satisfuciion = 4 feeling of contention
by the employee thut his job is meeting his
agpirations, ambitions, beliefs, values and his

porsonality as a whole.

Job Dissatisfaction ~ XIs a foeling of lapscs
hetween the expectations of an employee and what

the employer can offer in his job.

Employee -~ A person who works for an

organization or another person.

Employer - ain organization or a person who
gots services from individuals and who pays

compensation for these services in cash or kinde

Job Characteristics - Are the necessary
gondjitions which must be met €0 enable a successiul

task completion by the cmployees.

Iﬁtrinsic Value - jin intrinsic value is an
internal feeling of an cmployee about a job.
For cxample a feeling by the employee that he
should work hard. These values are internally

motivated by the enployee.

Extrinsiec Values - Are values that the employer
provides as incentives to stoetivate employees to
work harder. For example pay benefits, promotions,

rensions and gratuity and loans.



Chapter 2

REVIEV OF RELATEU LITEXATURE

This chapter is subdivided into five
sections. The first section considers the
various meanings of work. The second section
deals with the theories of Career Development,
The third section focuses on the attitudes of
ligerians and Africans to work. The fourth
section reflects the attitudes of people in
other countries to work. The last .
section concentrates on the faccors that are
responsible for job satisfaction and job

uissatisfaction. aud their implications.

2.1 Meanings attached to Work

Different meanings have been given to the
term "work". For instance the Greeks used to
think of work am curse; the Romans thought
much of work as Vulgar; whereas the Hebrews
thought work was a form of drudgery (Peters and
Hansen, 1966: 1). These feelings about work
might be related to what was written in the
Holy Bible about Adam (Genesis 3 verses 17 - 19).
In these verses God cursed the soil and

promised Adam hard labor before he could sustain



himself, These uunpleasant feelings about work
have given way to more pleasant feelings as
expressed by these authers, For example Carp
(1972: 205) sees work as an activity in its own
right, as a system of obtaining a variety of
rewards to fill more or less essential necdasy
and as a basis for esfablishing major parameters
of one's style of life including the status and
a number of roles played. According to him worlk
nmust appear to be crucial in determining an
individual's adjustment. Fetcher in Odejide
(1982: 208) in support of the above notion saw
work not as mere drudgery but a delight, an
honour in itself, rather than a means of gaining
one's livelihood, Odejide (1982:; 208) writing
with the Nigerian feeling about what work should
be states "The main motivation for work is to
gain a living and acquire prestige, no wonder
then the prefe?enée for middle class jobs and
the over-emphasis on formal education", Morse
gnd Weiss in Maisamari (1983; 17) accepted that
making a living is one of the things that make
Americans involve in work, but emphasized that
some have enough to make a living but still

teke up jobs to contribute to the society.



ol : o S

- + [
- !

Denga (19?5:.1 énd 1982: 50) emphasizes
the importance of work to a person when he says
WA person's social status, income, style of life,
his choice of fricnds, his mental and physical
health are influenccd by the type of job he doegh,
Work, according to Mills (1978: 257) means
different things to an employee, an employer anc
the Bociety. According to him work te an employea
is both a way of earning a living and a situation
in which a person spends much of his or her 1ife.
To an employer work is a method of getting work
done, major item of cost and a means of making
profit, To the society as a whole, jobs are the
context in which large numbers of people live
together, interact with each other and from

which social and nnoliticni attitudes emerge.

Westlake (1972: 148) summarized the function

of work as follows;

{a) It provides those who engage in it
with economic rewards. VWhen we engage
in work, we get paid and the money we
receive helps us to buy goods and
services, This shows that when we get
paid we use this money to buy articles
such as food, clothes, shelter and otherxr

luxuries, For example we can make othar

.
. P
i
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people io wor’s Lfor us and then we uge

this money to compensate for their lzbor.

(b) In most industrialized socictics, a
man's job is not only a means of earning
a living, but is also a “ay of establishing
himaelf as an adult. Work enables a
man to judge his adequacy, worth and
contribution as an adult. The idea of
establishing oneself early in an
occupational role is =0 important that
there is a vital need to give emphasis
to vocational guidance in primary and

post~-primary institutions,

(c) In addition to the importance of a
man's job for his identity and for the
experience of being needed, work is
important simply because much of onels
life is devoted to it. For example,
in Nigeria some workers spend at lcast
two=thirds of their waking hours atlﬁork
(others often spend many more hours),
It Bhould be noted that most peeple
start working before getting married
and continue many years after they have
had many children. The reotiring age foxy

Nigerian workers is sixty-five yearsa.
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{e)
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Moast of thesc workers start working as early

as-twenty-five years of age.

Work creates épportuni£iés.for pesple to
establish relationships with others,. From
such relationships peocople derive status,
prestige and affection, They may become
members in clubs and various organizations

and may also get support during emergencies.

A8 individuals work they may be able to
separate themseclves tomporarily from personal
and family problems. When they return from
work they may be more psychologically
refreshed and better able to deal and cope
with their personal problemsa. This is true
for some people who may go to work partially

to avoid home and family pressures.,

Another consideration is g persons
relationship to the organization in which

he works. PFPeople who dontt work.may deﬁend
on their mneighbors for help in time of
difficulties such as when their homes are
destroyed by firé'br:any othef“calémity

that may befall them. These needs can now
be met by the organization, so that a workexr
ﬁgf.nét\have to depend on the charity of hls

neighbors during any calamity. Thie is
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evident in fringe benefits, such as
yearly bonuses, salary advance, car
loans, housing loans, gratuity and
pension after retirement. JIsaacson
(1979: 8) states.éﬁat work provides a
person and often the family as well wizilh
statusd, recognition, affiliation and
similar psychological and sociologicanl
products essential for participation in

a complex society.

The various ways which people describe the
function of work secm to be related to the type
of profession they belong. Isaacson (1979: 9)
cited some ¢xamples of what people in different
profession thini. is the function of work.
WAccording to Freud, work provides us with a
sense of reality; Elton Mayo, work is a bind to
community; to Marx, its function is primarily
economic; theologians are interested in work'ls
moral dimensions; sociologists see work aﬁ a
determinant of status, and some contemporary
- eritics say that it is simply the besat way of
filling uwp a lot of time". The ¢ounselors look
at work as the means for self-realization and
Self-actualization, 3Scientists may look at work
as the means of expending energy so as to get

some way of earning a livinge If we look closely
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at work we shall conclude that it influences and
48 influenced by other basic institutions such
as the family, the community and achools within

the community.

Ysaacson (1979: 8) cited the following
significant quotations made by prominent
personalities about work. "I look on that man
as happy, when therc is question of success looks
into his work for a reply" - Emerson. '“Gvery
child should be taught that useful work is worship
and that intelligoent labor is the highest form
of prayer" « Ingersoll. YHard work is the best
investment a man can make" - Schwab., "It is work
which gives flavor to life" - Amiel. Emphasizing
the profound importancce of work to human nature,
Isaancson (1979: 9) states "much depends on how
we define work, what we conceive work to be,
what we want work to be, and whether we succesg-
Tully uncover its meaning and purpose%®. In
Nigeria much depends on how individuals define
"work"™, what we conceive work to be, what we want
work to be, and whether we can successfully

uncover its meaning and purpose,

In summary, at the beginning of time many -~
people had unpleasant feelings about work. Work

was regarded as a curse from God and was meant
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to be done by slaves. I1In wany advanced countrics
these unpleasant feeclings have now changed.

People in advanced countries regard work as n
means of earning a living, establishing themselvos
as adults, as a menns of sclf-identity, and as

a way of establishing relationships with other
peoples Work helps to separate people temporarily
from personal and fanily pfoblema. The various
ways people describe thc function of work seem

to be related to the type of profession they
belong. The meanings individuals attach to work
can influcence their attitudes towards work and

what should be the purpuse ©I worke.

2.2 Theorioes of Career Development

In Nigeria touday, nany individuals have.ébﬁa
kind of freedom of choice relative to their
careers. This frecedom has influenced the
relationship between people and the work they 46.
It is unlike before when major thoices and
decisions about careers were often made for
children by significant adults such as parenfé,
teachera, headmasters, uncles, aunts, etc. Up to.
today, parents, teachers and relatives still -
play some prominent roles in the ecareer choice#.
of students.. Hoppock's theory of career *~

development gives a vivid explanation as to how
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adequate carccr planning may be responsible for
job satisfaction of individuals. According te
Xsaacson (1979: 33-39) Hoppock postulated ten
things that are necessary for carecr development.
. Some of these postulates are summarized as
follows: .
~{(a) That individuvals chooseo occupationé
that meet both their physiological and

psychological needs, These needs are

security, income and friendship.

(b} That the nceds of the individuals may bo
perceived clearly or vaguely depending
on the persont's self-understanding anc

"(e) That adoguatc knowledge of individuals
capabilities, interests and aptitude
coupled with sound knowledge of the
work demand will provide bhetter choideb

for individuals,

(d) That when individuals are able to form
philosophies of what thé? want out Of
life and then match thesec to'contemplatod
occupations there is the poséibilityl

that they can succeed on these occupatiors.
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(f)

“(g)

{(h)
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That job satisfaction depends upon the
extent to which the job that an
individual holds meets the necds he

feels it should meet.

That a job is satisfying if it meets
the needs of individuals today, or in

the futurc or helps them to get the jobs

~ they want,

That individuals may change their Joba.

if that change will better meet their

needs,

That if the needs of the individuals
change even if the organization still
offers what they used to get satisfied
with, they may change. For example
individuals may find jobs that demand
extensive journeys satisf{ying if they
are bachelors. When they got marricd

agd ;établish homes, eoextensive journeys
may not be satisfying to them. They uay
seek different positions that will permit

them to be home more of the time.



Holland's Theory cof Vocctional Choice

Heolland assumes that each person holds a
stereotypical view ol various vocations. These
stercotypes have psychological and socioclogical
relevance for the individual aﬁd ﬁany of them
have demonstrable validity. Holland says that
members of g vocation have similar personalities
and therefore they will respond to manf
gituations and problems in similar ways.

Finally, he assumes that vocntional satisfaction,
stebility and achievement depend on the oxtent
to which the individual's personality and work
environment are compatible (Isaacson 1979: 38).

Holland classified individuals into six -
personality types and similarly classified work
environments into six categorics. Isaacson
-(1979: 38 - 42) described the six personality
types and the six work envircnments as followss

(i) The realistic person deals with

environment in an objective, concrete

and physically manipulative manner,

The work environments that suit the
realistic pcrscn are those which involvo
concretey physical tasks requiring
mechanical skill, persistence and

Physical envircnment. The realistic
person will prefer agricultural, technical,

skilled trade and engineering vacationg.
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(ii)} The investigntive person deals with
envirocnment by the use of intelligenceo,
manipulating ideas, words and symbols,
The investigative environment requires
the use of abstract and ~reative
abilities. An investigative person
will work better as a scientist, a
mathematician and as a research
engincera.

artistic
{(iii) The ; person deals with environment

by cré;ting art forms and preoducts,

The artigtic envircnment demands the
creative and interpretive use of |

artistic formS:. An artistic person

prefers wusicsl, artistic, literary

and dramatic vocations.

(iv) The scecial person handles environment
by uwsing skills in handling and dealirg
with others. The socianl envircnment
demands ability to interpret and modify
human bcechavioer and an interest in
qaring for and dealing with cothers.
The social person will prefer
educaticnal, therapeutic and religious
vocatiunsfl

(v) The enterprising person copes with

environment by chcices expressing
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adventurcus, dominant, enthusiastic

and impulsive qualities, The enterprising
envircnment requires verbal skill in
directing crpersuading other people.

The enterprising person prefers sales,
supervisory, athletics, dramatics, public
speaking and leadership vocations,

(vi) The CUnventionalﬂzgfson deals with the
environment by choosing goals and
activities that carry social approval,
The conventional environment involves
systematic, concrete, routine processing
of verbal and mathematical information,

A conventional person prefers clerical and
computational tasks, identifies with business
and puts a high value on ceconcmic matters,

Holland suggests that cach model environment

is scught by the individual whose personality

type is similar tc those controlling the
environment, "It is assumed that an individual
Wwill be comfortable and happy in a compatible
environment. A congruent perscn = environmont
match presumably results in a more stable
vocational choice, a higher vocational achievemont,
higher academic achicevement, better main-

tenance of personal stability and greater job

satisfaction (Isaacson 1979; 41).,
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Gingberg aond gssociates! Theory

Ginzgberg and his associates councluded that
four wvariables bear on vocational choice = a
reality factor, the cducational process, emotional
factors and pexsounal velues.s The reality factor,
they said, includes the person!s response to
environmental pressurces that lead to making
vocational decisions. The gquality and quantity
of egducation available to the individual eitherx
limits or opens the range of choices one can mako.
Emotional factors inclwie the personality aspects
that bear on vocational cheices Personal values
influence the naeture «f choices made by the
individual..

Ginzberg and associ~tes pictured the
vacational choice process as covering three
principal periods, which they called fantasy,
tentative and realistic periods,

(i) Fantasy period - at the beginning a
child may make vocational choices that
are arbitrary and lack rational or
realistic basiz, but reflect idealized
choices drawn from influences within
the child's envirounment.

{ii) Tentative period -~ the tentative peridd
begins when the child begins to recognize
that therc are certain activities he/sho

does well in the®s The child finally fits



(iid)

ideas of interest, ability and values as
things most importént.to a caréer cheicos
Having experienced the environment the
child may chouvse things he/she likes

and dislikes. The choice of an
occupation now will reflect only things
the child likes.

The realistic periocd -~ the realistic
period includes the exploration stage

in which the individual is actively E
involved in implementing tentative choicas,
During crystallizatiqe?%ixes himself to
a fairly clear vocational pattern. The

child reaches the specification period

when o pattern has clearly focused on g

particuiar.positiﬂn or occupation,

Ginzberg and his associates have modified

the three major components of vocational choice

to include these ideas:

(i)

(ii)

(diid)

that the occupational decision-making
process oxtends from pre-puberty to the
carly twentics;

that many ¢f the decisions have an
aspect of irreversibility; |

that the choice process always ends in

compremise; and
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(iv) that the possibility of marriage and
its e¢ffect on o woman's career has a
heavy impact on the career planning of

all women (Isaacson 1979: 48).

Super's Theory of Vocational Development

Super in Isaacson (1979: 49) suggested threc
propositions for vocational development to
include the fellowings:

(i) that vocational development is an
ongoing, continuous generally irreversiblc
processs

(ii) that vocational development is urderly,
pattern~d and predictable process;

(iii) that vocational development is a
dynamic process. He identifies life
stages as growth, exploration,

establishment, maintenance and declince

The growth stage consists «f a period when
primary emphasis is on physical and psychologicnl
growth where attitules anl behavior mechanisms
are formed, The ex;loratory stage beygins with
the individual's awareness that an occupation
will be an aspect ¢f life, The establishment
stage relates tc the carly encounters within
the work experience. Juring the maintenance

statc, the individual attenpts to continue or
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ennhance the occupational situation. The decline
stage includes the pree-retirement period Jduring
which the individual's emphasis in work is
focussed on keepring thoe job and meeting the
required standards <f output. The period
terminates with the individualt®s withdrawal from
the world of work.

Super views vccationsl development as
consisting of an interaction between the
individual - behavior, attitudes, ambiticns,
and values - and the socinl factors that
surrcund him/her. That this dynamic interaction
produces a series of compromises as the
individual matches what he/shec would like againgt
the realities anw attempis tc identify what is
attainable. On job satisfaction Super made two
propositions as follcows:

(i) Work satisfactions depend upon the -
extent to which the individual can
find adequate vutlets in his job for
his abilities, interests, values and
personelity traits,

(ii) The degree of satisfaction the individual
attains from his work is relatod to
the degrec tou which he has Leen able
to implement his self-concept in his

work.
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Relation of Carcoer Theorics tu Career Planning

Since most students in scheoola, as well as
out-ofwgchool youth in the adolescent fears,
are embroiled in carcer planning it has special
importance to teachers ano counselors. Most
théorieé emphasize that career development is a
longerange, gradual process involving the
acquisition ¢f self-understanding and of knowledgo
of the world of work, It is a kmown fact that
there cccurs in the life of egach youth certain
crucial points invclving key decisions that will
later have great influence on his personality.
"Helping to identy these important points in
sufficient time s¢ that careful planning by
student, school and purent can be accomplished
is one cf the significant responsibilities of
teachers, counseling and others who work with
youth. There 1is thc need for this assistance
i€ the 6-3u3ud educational system in operation
in Nigeria is to make an impact on the lives

of youths in cvur schuols.

In summat'y, many theorists on Career .
Development have expressed the need for job
satisfaction of each individual. If individuals
are to find their jobs interesting and satisfying

there must be adequate carcer planning right -
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from the primary school up to the university. Carcoer
plonning should be the [riviledge and responsibility

of the individual students. Thrcough career planning
students should be alile to see the relationship belwcoi
themselves and the work they intend to do in the futuzo,.
Honce, job satisfaction is dependent on harmonious

relationships between a worker and his work environmont.

2.3 Attitudes of Nigerians and other Africong ..
towards work

Onyemelukwe (1973: 114) interviewed 850 managors
including employees in many organizations in thig
country and the workers interviewed felt that monagencont
had respomsibility for fhoir total welfare which oxtondod
even to their families. This shows that managers nxro
oxpected tou assist and show sympathy with the difiiculties
facing workers, whether such difficulties arise in orxr
out of work. Management often prefers to draw a liato
between a worker's private life and his life at worlke
According to Onyemelukwe (1973: 114) this differcnce in
pereception of organizational responsibility leaves tho
worker'®# needs unattended tove In the same research
Onyemelukwe (1973: 116) found that the african
worker has a feeling that he is a hired person
deing scmecne elset!s work, but not an integral
part of the organization. Thisg attitude stemmed
from the concept of African employment. In the
ifricean context a hired person was given food and

drink and was treated as a guest., This attitude



is usually taken tﬁ work by the African worker.
cnyemelukwe (1973: 116) found also that the
African worker feels he is employed for the
benefit of the employer and that the employer
should show gratitude. Unfortunately for the
Africaﬁ worker, this notion is in conflict with

that of management,

Certain characteristics of the African
worker according to Onyemelukwe (1973: 120) are

summarized as follows:

(i) that an African worker works best when

his competitive spirit is aroused;

(ii) that the African worker feels more
invelved if hé takes part in the plannine
of the work he is to doi and

(iii) 1lastly, thuat he wants to be given a

chance to exercise initiative.

According to Onyemolukwe if the employer providas
such opportunities for workers, he will attract
their "loyalty and dedicationV (Onyemelukwe 1973
120), Duku (198%4: 10) opined that most Nigerians
(top executive inclusive) would prefer to get
their monthly salaries without actually working
for it. He cited the cnthusiasm with which
Migerian workers welcome public holidays and the

anxiety following the last hour before the close
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of each day's work as examples to support his
¢laim. Supporting Dukut's statement Areme (1954
15) writes "Nigerian worker demonsirates the worgt
work attitude in the whole world ana lacking in
commitment and a sense¢ of duty". She attributc:
Nigerian's poor attitudes to work to the way the
colonial masters handled them, According to her
they gave Nigerians the impression that civil
service work was no one's father's work and should
not be accorded any commitment or devotion,

Arene (1984: 15) however, made a distinction
between the private and public scctorss. She
praised the average Nigerian privatce interprenuor
for being the most creative, the most resourceful
in the whole world, tireless in overcoming
cbstacles and succecding ander what others often

might thought impossible conditions,

In a study conductcd in Ghana involving
factory workers, Peil (1972: 90) asserted that
Ghanaian workers consciously conserve their
anergy on their regular jobs so that they can
work on their farms or at other enterprises in
the evenings. Talking about punctuality to
work, Peil (1972: 90) said "most workers see no
reason to worry about fifteen to twenty minutes
delay in starting work", She attributed lack of

punctuality to work to poor clocks or watches,
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inadequatc transjportation and becausc a fes
workers who have beuvn farmers find it diffaicult

to adjust to rigorous time keeping. Secondly,
coming late to work by Ghananian workers doesontt
bother them becnuse they were the Cirst generation
in Ghana to take up industrial work. That the
same thing occurred to British workers during

the nineteenth century industrial revolution.

Kilby (1961: 279) studied private firms,
government departments and public corporations

in Nigeria and made the following:

(i) that the African worker does not possess
any inherent incapacities or attitudoes
which are detrimental to efficient
production:

(ii). that the african worker is well suited
to repetitious operations that go on in

modern production;

(iii) that the African worker's willingness
to work considerably exceeds that of

laborers in develaped economics;

(iv) that certain aspects of machine technolo;y
is not suited to the African enviromnnmeni-l
background so. tha ifrican worker finds

it difficult o adjusti and
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(v) that lack of coutput of the African
worker was associated to the work
procesgs, oupervision and production
control, planning and coordinations,
provision of incentives to labor and

maintenance of plant equipment.

Asiwe (1985: 12) emphasized that the Nigerian
worker directs his leyalty to his family rather
than the organization because the organization
does not provide for the periods of uncertainty
such as retrenchment. He describes a Nigerian

worker as lazy, lacking initiative and direction.

In a study of attitudes of Nigerian workers
among Universal Textile Workers in Kano, Bamro
(1979: 39) found that 64 percent of the workers
saw work as a means of livelihood, and 19 percent
regarded work as pastime. Glass in Koripamo
(1979: 53) surveyed the attitudes of African
workers in South Africa and compared them with
those of American operators. He concluded that
there were no specific cultural traits in pAfrican
workers which prevented them from acquiring
attitudes that were favorable to the industrial
work situation. 1In the same research Glass
in Koripamo (1979: 52) tried to measure the

degree of industrial commitment among African
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workers. She considered variables such as the
length of time the worker had spent in industri-l
work, skill level, attitudes to work and position.
Along a seven point continum ranging from highly
committed to totally uncommitted, Glass showed
that majority of African workers wese as committoc
as workers in any industrial society. Using
acceptance of an industrial way of life as an
indication of commitment, Gutland in Koripamo
(1979: 64) holds the view that lack of commitment
of the African worker is as a result of the
general insecurity which the colonial economic

development generates.

On the prob.cm of commitment among factory
workers in Zarina, Wecks in Koripamo (1979: 65)
observes that all the workers in the factory
were able to distinguish the status hierarchy
within the factory. They also realized that
educational certificuation was the criterion for
acquiring better paying jobs and opportunities
for advancement. As a result, workers engage in
a numba:;fxdaptive strategies which include
saving enough money to establish as private
businessmen. Oloko (1972: 206) on his part sces

management nationality as inflencing the commit-—

ment of workers to industrial employment. He



L

tries to.show in ~ stﬁdy of Nigérian industrial
workers that as a result of their common culturcl
origins and expocricnces with their workers,
NMigerian managers should find it easier to predict
Nigerian workers attitudes than European

managers. He attributes this advantage to

racial factor uand its concomitants.

In summary, the African worker and his
organization have conflicts in determining the
organizational role. The Aifrican worker has o
belief that his welfare nnd that of his extended
family should be cared for by the organization
employing his services, while management often
prefers to draw a line between a worker's private
life and his lifc¢ At work. This is one of the
sources of conflict between the African worker
and his organization. Some studies supported
the view that the African worker has equal chance
to succeed in his work Kilby 1961, Yesufu 1962,
Glass 1962. Others term the african worker as
lazy and lacking initiative and direction, Arene
198%, Duku 1984, ifrican workers are to some
extent committed to their work but still associzts
more with their fimilies since that is the way
of getting support in time of emergencics such

as retrenchmente Ubeku (198%: 15) is of the
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opinion thuat irrespective of the position of thsa
Migerian worker, his immediate preblem is how
to be able to look after himself and his family.

2.4 Attitudes of Feople in other
Couniries to Work

Feople in other nations have made great
contributions as te how attitudes are formed and
changed and how people react to their work. On
attitude formation uid change Travers (1973:
349-360) scems to emphasize on attitude change
rather than attitude formation. He thinks that
serious probleiis in 21l societies have been
attributed to the fact that attitudes are formed
that run counter to the development of the
country, For example in Nigeria our attitudes
towards corruption, honesty, hardwork and
dedication have plunged us into a situation
that calls for immediate solution s0 as to haveo
disciplined citizens. Many methods have been
used in changing attitudes. Unfortunately, the
nature of attitude is szuch that a condition that
will produce effective change in one attitude
will not produce effective change in another.
Travers (1973: 360) suggested five things that
can help attitude change. They a;e as fTollows;

(i) pecople must consider the source from

which the change in attitude is comingt
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(ii) the creditability of the source of
change is equally important, the
competence ol the source and the
truﬁfwo;thinéés of the source is
important in determining whether the
message will or will not change the

attitudes;

(iii) attractiveness of the message. If the
source of the change is similar to the
receiver of the message attitude may
change; and

(iv) the power of the source of the change
in attitudes, The more powerful the
source of change in attitude, the mora

likely the change in attitude,

For example in MNigeria the Federal Goveranment iz
a more powerful source of change than o Local
Government Council. One thing that scems
important though not mentioned by Travers is the
amount of commitment a person has made to the
attitudes already formed. Gibson et a2l. (1979:
73) emphasized the importance of commitment to
an-attitude by an emplioyee to be an important
factor in attitude change, According to them
attitudes that have been publicly expressed are

more difficult to change because the person has
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a mistake.

In summing up the importance of attitudes,
Oppenheim (1978: 106) states "It would be
possible to argue persuasively that in the {inszl
analysis every thing in life depends on people's
attitudes, Attitudes are so important in fields
like politics, marriage, religion, food habits,
social change, education, fashion, childrearing,
racial pre judice and communication”. Tannenbauwn
{(1973: 52) found that a member’'s attitudes of
suppert for the organization and its policies
are likely to chanpe as his pesition in the
hierarchy changes, Lieberman in Tannenbaum
(1973; 52) investigated this concept with
workers in an appliance manufacturing industry,
At the initial stage guestionnaires were given
to workers who had little support for the
organiZational peliciess. A yesar later the
same questionnaires were administered to the
seme workers who had been promoted foremen.

The data from the same questionnaire indicated
that those promoted as foremen have greater
agreement with the organization and suppert the
organization's policies. Some vears later

Lieberman administered the questionnaire during
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econonic recession. A% a result of the econonic
recession eight of the foremen had been deiioted
to worker status. e found out that the demoted
Toremen (now at worker status) had regained
their original attitudes of disagreing with

organizational policies.,

Manley (1975: 58) in his twenty years as
a trade unionist in Jamaica found workers
attitudes toward werk to be piven little
seriousness, According to him lunch periods in
Jamaican factories used to run to two houra or
more and that workers hpd elastic views of rest
meriods. With respect to justice, Manley (197%5:
60) said that workers usually have the notion
that justice was irrelevont to their survival.
They ﬁended te see every disciplinary issue as.
a matter of uppression of the employees. Jorkexs
viewed discipline not as the pre-condition of
afficiéncy and success or as an extension of
azch man'!s responsibility to the society, but
rzther as the "arbitrary, whimsical and unnecegsn™y
imposition of the employer., He gave an example
of how workers describe aisciplinary requirements

as "the wishes of the slave masterh (Lanley.

1975: 61).,
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2.5 Factors thut are responsible for job
Satisfaction or Jjob dissatisfaction and
their implications

In a study of jobL satisfaﬁtion and ﬁerformanaé
of teachers in rlateau State, Ezenne (1979: 43)
gtated that justice in the distribution of rewardcs
is the principal ingrediants of job satisfactiorn,.
He saw job satisfaction to mean different things
to different people. As a result of this what
may satisfy one person may not satisfy another
person gince individuals differ in needs, Peills
study (1977: 81) in Ghanaian factories revealed
that the owners of factories were not b;thered a.20un
workers satisfaction because workers could easily
be replaced. In the sarne study, Peil (1972: 82)
asked workers what occupational advice they coula
give to a young man starting a job. The responsec
showed that those who were satisfied with their
Jjobs recommended their jobs to other people,
vwhereas those who were not satisfied did not
recommend their jobs to other people. She found
that even those who indicated that they were
gatisfied with their jobs were only happy with
their jobs because it provided them with daily
bread, but not that their jobs were.satisfying.
Feople were bound to be happy or else they stay ©

without jobs. Peil (1972: 80) also found out thet
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low point of work satisfaction is often found in
large-scale factories where there is mass
production of goods. She attributed this low
point of work satisfaction to the fact that in
such factories each man does a very small task
ever and over, with no control over the work
process; no sense of participation in the creation
+f the final product and continual pressure to

produce,

In anothef study, Damro (1979: 39) investigated
the attitudes of workers in the Universal Textiles
Limited, Kano and found that seventy percent (70%}
of the workers indicated that they were not
gsatisfied with their work because of poor salary.
Duku (1984: 14) expressed an opinion that the
amount of pay a person receives in Nigeria is
not the motivation fer job satisfaction. Pedil in
Koripamo (1979; 58) found that workers in Ghana
weore unreasonably satisfied with their jobas
because of the big competition that was going on
among those who had finished from schools. This
eould apply to Nigeria in view of the on-going
retrenchment of workers., It is likely that mere
workers may be satisfied with the conditions
available in their jobs even if those conditions

are not favorable to them. Arene (1984: 17) saw
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Nigerian workers to be primarily motivated Ly
gelfish values of material gains, self-enrichment
at all costs, acquisition of personal power and
manipulation of others. Duku (1984; 1%) shares
the same opinion when he states;

Nigerian workers perceive work

as an unpleasant endeavour. They

work not because they really love

what they are doing, but because

they are motivated to work

because of the monetary rewards

that accompany the work. It is

not uncommon therefore to find

the Nigerian workers very indelent

onnce not under close supervision,
Ode jide (1982: 209) is of the opinion that job
satisfaction can be achieved if the organization
enables each worker to feel that he belongs,
that he has a contribution to make to society and

that he will be respected by others, no matter

how high or low his job is.

Sell and Shipley (1979: 11) are of the
opinion that before we talk about job satisfactioxn
we must think through an individual's age,
marital status, personality, home and family
background and finally the job before the
assessment of satisfaction, Projections from
age differences have suggested some changes in
Jjob satisfaction. Troll (1975: 121) found that

75 percent of workers under 21 years old say that
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are satisfied with their jobs, and 84 percent in
their 20's say they are, but over 90 percent

wet”
over 30 years old say theybare*gatisfied with
their jobs. Hurlock, Crites in Tﬁ‘ll (1975: 121)
generally felt that in the beginning of a personics
work history, just having a job can be satisfying,
even if the job is not entirely to one's liking.
Differences in job satisfaction base on age has

been attributed partly to shifts in educational

expectations and values.

Discrepancy models of job satisfaction have
been preposed by 1 number of psychologists,
Morse, 19533 Schaffer, 19533 Rosen and Rosen 19553
Roée and Zander, 1957; rorter, 1962; Katzell,
1964 and Lecke, 1969 in Houghton et al. (1975:176) .
They all supperted the notion that satisfaction
is a function of the difference between a personto
preferences and his actual experience., The less
the discrepancy between preferences and experiencer
the greater the satisfaction. In another study
conducted in the United State of America, Sell
and Shipley (1979: 125) found that professional
pilots were satisfied with their jobs because
tliey had the opportunities to de a difficult job

well, they exercised skill and knowledge, and
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had high measure of independence to make decisiong
on the job. Gibson et al. (1979; 281) saw job
gatisfaction to depend on the levels of intrinsic
and extrinsic outcomes und how the job holder
views those outcomes, the involvemeht of fhe
worker in the job, and the perceived equity of the
outcome in terms of what the job holder considers
as fair reward. Accerding to them, if the
outcomes are perceived ito be unfair in relation
te those of others in similar jobs requiring
gimilar effort, the job houlder will experience
dissatisfaction and may seek means to restore

the equity either by sceeking greater réward, or

by reducing effort.
A

In summary, the chapter takes off with a
consiﬂeration of the meanings peéple attach to
work. It appears that the occupations of
individuals influence them to see "work"™ in
different perspectives. It reviews several
studies which show that the attitudes of Nigerian
and African workers to civil éervice work is
negative, but they have positive attitudes to
work if they are working for themselves in their
private businesses, that adequate career planning

for students from primary school up to the university



is essential for job satisfaction they will
experience later when they start working; that
Nigerian and African workers will fi.d their jobso
satisfying if their needs and the needs of their
oxtended families are catered for by the
organization; that Nigerian and African workers
may be satisfied with their jobs if they have

no alternative job elsewhere and that Nigerian
and African workers can be satisfied with their
joba if there is 4 sense of participation in
the production of the final product, The next
chapter discusses the methodology and procedure’

A .
used for the study.



Chapter 3

RESEARCH VESIGN ANV PROCEDURE

3.1 Introduction

Data for this stud? were obtained by employing
& sample research method. The opinions of senior,
intermediate and junior staff of the ahmadu Bello
University, Zaria, were sampled as to what w.r%
maans to them, their attitudes towards the worku
trey are doing and the satisfaction or dissatisfac~
tion they derive from their jobs, The three
categories of staff of the Ahmadu Belle University
Zaria were chosen for this research because the
writer wanted to see the different meanings they
attach to work and the wvarying attitudes they
hhgve towards their work and their job satisfaction
or dissatisfaction. These people having worked
for some times are in good position to say what
they feel about their jobs. Secondly, the writer
considers this time most appropriate to carry out
this research study because of the on-going
retrenchment of workers by the ahmadu Bello
Unlversity, daria. With these reasons, the writer

falt that the sample selected for the study is in

Z‘- ﬂ . *".
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a better position to;
(i} state what work means to them;
{(ii)} state their attitudes towards work;
(iii) state whether their jobs are satisfying
te them or not;
(iv) indicate the possible causes of job
satigfaction or dissatisfaction; and
{v) provide possible suggestions as to how
the Ahmadu Bello University, Zaria,
could help its employees to find their
Jobs satisfying. The study made use of
descriptive survey method, in which the

data collected were interpreted.

3.2 Sample

The sample comprises of senior, intermediate
end junior staff of the Ahmadu Bello University,
Zaria., BSpecifically the sample was drawn from
Kashim Ibrahim Library, The Registry bepartment,
The Estate and works bLepartment, The Sick-Bay
Main Campus, Samaru, Zaria and the Faculty of

Zducation.

34241 Belection of Departments and Faculty

There are nine (9) faculties in the Ahmadu
Bello University, Zaria, Out of this number the

Faculty of Education, the Registry Department,



60

the Kashim Ibrahinm Library, the Estate and Works
Department and the Sick-Bay Main Campus Samaru,

Zaria were selected for the study,

3.2.2 Selection of Sample Respondents

Senior, intermediate and Jjunior staff were
rendomly selected from Lhashim lbrahim Library,
The Registry Department, the Estate and Works
Department, the Sick-Bay Main Campus Samaru,
Zaria and the PFaculty of Education in the Ahmadu
Bello University, Zaria. A simple random sampling
was used in both the Departments and the Faculty.
At the time of fhis study these Departments and ‘
Faculty have the following number of staff under
their employment:

1. Kashim Ibrahim Library 269

2. The Registry Department 315

3. - The Estate and Works pept. 484

4k, . The Sick=Bay Main Campus 194
'S5. - Faculty of Education 187

Total = . 1,&42 ’

The writer selected the following number of stafﬁh
»

-F

in each Department and Faculty to be given a EJ:
A

questionnaire ecach. : K
i« Kashim Ibrahim Library 100 = \‘m

2 The Registry Department 100
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3. The Estate and works lDepartment 120

L., The Sick-=Bay Main Campus 100
5. Faculty of ¥ducation 100
520

4L total of five-hundred and twenty (520) questiommnadra:

ware given to the four departments and the faculty,.

QuestionvValid %

Department or Faculty Return Ques

ed
ia Kashim Ibrahim iLibrary 79 75 75
e The Registry Department . 80 vk 77
Ja Estate and Works Department 103 99 82.5
L, The Sick-Bay Main Campus 73 70 70,0
Se Faculty of Education 86 83 83.0
Total = ko1 404

Cut of the total of (520) five-hundred and twenty
questionnaires distributed, four-hundred and twenty-
ene (421) were returned. Four-hundred and four
(404) questiomnnaires were found valid. On the

wihole n total of four-hundred and four (404)

rembers of staff of the Ahmadu Hello Univeraity,

Zaria, were included in this study.

3a3.1 Research Instrument

A questionnaire method was used for data
gollection. The questionnaire format was used e

in order to obtain the respondents' own ideas on
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the research topic and to gather a wide variety

of opinions as to what "work" means to them, their
varying attitudes to work and the satisfaction
t2ey derive from their jobs. One set of questionnszizre
was constructed for all the respondents, The title
of the questionnaire was "wWerk: What it means to
the Ahmadu Bello University staff, their attitudes
to work and job satisfaction" (see appendix B for
specimen questionnaire). This questionnaire is

a modification of Centers' ten hypothotical “jabse.
In Centers' analysis these ten jobs are &esignated
as exemplifying leadership, interesting experience,
esteem, power, security self-expression, profit,
fame, social service and independencé (Peters and
Hansen 1966; 27). From replies to these questionsg
Centers in (Peters and Hansen 1966; 27) concludes
that “there are distinct differences in the desires
or value preferences of the various occupational
étrata“- It is the hope of the writer that after
the responses are tabulated and comparisons made

e can be able to make cptegorical statements

aobout the staff of the Ahmadu Bello University,

Cariaes.
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.3e3.2 Construction of the Questionnaire

"A twenty-one item guestionmaire was
- poenstructed to seek the opinions of staff concerning
vhat work means to them, their attitudes to work
and their job satisfaction or dissatisfaction,
In addition they were asked to indicate three
aspects of a job that are most important to them,
what aspects of their work satisfy them and what
aspects frustrate them. The qQuestions were
constructed in such a way that it would be simple
for the respondent to fill and also easy to
analyse. 1In enlisting co-operation for the survey
etudy, the respondents were given assurance that
all findings will be reported without mentioning the
name of anyone who participated in the research.
Isa supﬁorting the amonymity of respondents
Cppenheim (1966: 37) states "this is often crucial
in obtaining frank and revealing responses',
Each section of the questionnaire carried a
detailed instruction to guide the respondents in
responding to the guestions. Three types of
guestiong were asked., They were those requiring
respeondents to:

(i) select from among the best alternativesy

(ii) select and rank their responses among
certain itemsj; and

(iii) give free expression of opinions,
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By doing these the writer has an added advantage

of both closed und open questions.

writing on the type of questions that should
ho used in sampling respondents' mind Oppenheim
{1966; L5 - 50) is of the opinion that questions
ghould sample the respondents!' universe 5@ that
na should be able fﬂ?utline its salient features,
general direction and the presence and absence of
gpecific items. He cmphasized three t%}ngs that
can improve responses. They are the céntent of
the questions should be right; the wording must be
suitable an& lastly the response categories must
help the respondent without biasing the answers

(Cppenheim (1966: 51).

Questions in seven areas were included in the
twenty—bne item questionnaire. The questionnaire
asked the respondents to;

(i) provide their personal information

(guestions 1 =« 8) ; .
{(ii) select three most important aspects of
a job out of thirteen aspects of a job
(Question.9)j |
(1ii) select three characteristics 4f a job
that are of greatest concern and three

characteristics of least concern to

respondents (Question 10"« 11);
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(iv) show how they chosé the work tﬁey are

now doing {(question 12) ;
{v) express their attitudes towards work and

to show how satisfied or dissatisfied
they are with their jebs (Quéstions 13‘;8);

(vi) state two factors of satisfaction or
dissatisfaction with their jobs
(Questions 19 - 20); and

(vii) make possible suggestions that will help
the university improve their welfare

and that of other wurkers (Question 21).

L

3.3.3 Validation of the Guestionnaire

The draft questionnaire was submitted to
each of the following staff of the Faculty of
Education, Ahmadu Bello University, Zaria, bra.
eJs Shuaibu, Dr. S.XK. Fianu, Mr.‘Johh Adeogun
and Dr. Okatahi. Each of them criticized and
made valuable suggestions. a8 a result of their
advice some items were dropped aﬁd somé rephrased,
After this, the writer still gave the draft
questionnaire to Dr, Abbas Ahuwan of the Department
of Industrial vesign Ahmadu Bello University,
Dr. James Zasha and Mr. lichael Tungalergo
Department of Socioclogy, Dr. J.A. Ola&ipo and
Mre L. Fulkerson, Computer Centre, Ahmadu Bello

University, Zaria. Each ane of them made valuablo
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suggestions which improved the draft questionnaira.

lfone of these people was used in the final study.

Before the questionnaires were administered
thoy were pretested on a small group of staff of
the Institute of administration, Ahmadu Bello
University, Longe Campus, Zaria. Senior,
Intermediate and junior staff were involved in
the pilot study. This was followed by personal
interviews with some of the junior staff members.
Through this pretesting the actual wording of the
gquestions were improved and difficulty in
understanding or knowing what the writer wants
were identified. The writer is of the opinion
that having subjected the questionnaire to the

above tests, the gquestionnaire can now be accepted

as valid and reliable. None of those who participated

in the pilot study was used in the final study.

3.3.%4 Limitations of the Questionnaire

A questionnaire has the advantage of
observihg the data beyond the physical reach
f the observer. Despite the advantages of
questionnaire method in gathering information,
the writer is aware of some of its limitationse.
Some of the limitations the writer thinks can
interfere with the results of this data could be

loss of information due to lack of relevance of



the questions. Also many open questions du. to
the freedon tﬁey give the respondent may produce

a good deal of information that is not really
relevant to the problem of the rcsearcher. Loss

f information cian also occur in the use of clgsed
gquestions. The alternatives thesc type of
questions offer may bias the reasponses. Sohetimea
conflicting information is usually obtained,
The difficulty of validating attitudinal
ﬁeasures because of their abstract and indirect
nlature and because of the absence of suitable
oriteria pauses a s8erious limitation for this

reséarch study (Oppenheim 1966: 151).

In view of these limitations the wrifer
econducted an oral interview with the idfferent
categories of workers - senior, infermeﬁiate and
Junior staff of the Ahmadu Bello University, Zaris.
The main aim of such interviews was te find out |
whether information supplied is genuine of notl

and also to cross check and supplement the

information contained in the questionnaire.

3.4 Administration of the Questionnaire

Before administering the questionnaires
the writer presented a letter of request to each

of the heads of departments and the Dean of the
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Faculty soliciting pérmiééion to conduct the
survey (see Appendix C). After each hecad of
department oand the Dean of the Faculty has approved
that the research should be conducted, the
questionnaires wefe administered. The writer
administered the questionnaires personally to the
respondents. The writer visited those departments
and the faculty several times in order to colliect

completed guestiommaires.

3.5 Analysis of Data

After all the questionnaires had been
collected, the writer checked through all of
them if they had been completed according to the
instruction. A few that were wrongly completed
ware re jected. Four-hundred and four (40#4)
questionnaires were completed according to the
instruction. All the data obtained were assembled,
coded, tabulated and analysed item after item.
The analysed data was then summed up using a
point of reference in each case to form the
bases of the tables presented and analysed in
qhapter four of this research work, The following
statistical methods were used in analysing the
datq&

(i} frequencies and percentages were used

for ranked items (Questions 12 and 13).

. -
i f



(ii)
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The chi-square was used to measure
varianbles and secondly, to determine

if the frequencies or proportions
cbserved in the sample would also hold
in the population. Palumbe (1977: 332)

suggests this formula for the chi~square

2 k

= 2
. (Of - E¢)

' i-1 Ei

where Qc is the observed cumulagtive

frequency, Ec¢ is the expected cumulative

frequency,
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PRESENTATIUN OF THE FINLDINGS

4,1 JIntroduction
In this chapter the results of the study are
' yrepgrted. The groups were made ip of the senipr,

intermediate and junior staff of the ahmadu Belle

':i University, Zaria. The groups were randomly

" melected from the Kashim Ibrahim Library,
Ragistry Department, Estate and workslnepaftment(
"Bick-Bay Main Campus, Samaru and the Faculty of
Zducation. The respondents anéweréd-quéstions on
work characteristics, their atfitudeﬁ-tﬂ work and
Job satisfaction or dissatisfaction.- Similarly

<" pespondents ranked work characteristics that are

- most important and least impettant to them.-.

The results of the study were analyzed using
"two statistical methods.  The firat was the
simple frequencies and percentages. These were
to show the number of times certain phenomena
sccurred in the groups of respondents. The

- Chi-square test of significance was used to

L determﬁne_the ﬁignificgnce differences within

70
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the specific demographic categories. The
desepiption of the tables are as follows;
i) Tables 443 to 247 present the demographioc
data of the respondeatsy
(ii) TabLles 4.8 1o 4410 present the respenses
;“; of the r?Sp;ndents ranking work .
| characteristics;
(iii) Table A.11 presents data about how
.vreépon&ants had chosen their worksy
-(iv) Tables 4.12 and 4.13 present data about
the attitudes of respondents to werki

{(v) Table 4,14 presaents data about the job

satisfaction Jf the respondents;

{¥i) Table 4.15 préaents data as to how much
-2f the time respondents were satisfied
with their work;’ C |

‘Gfii) Table .16 presents data about the
satisfaction of respondents withl
departmental promotions; ‘

(viii) Table 4.17 presents data about the

epinions the fespondents gave about

Pheir salaries;

(ix), Table 4,18 presents data showing two

ma jor reasons respondents gave for being

satisfied with their jobs;
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{x) Table 4.19 presents data showing two major
rea%ons regpondents gave for being .
dissatisfied with their jobs; and

(xi) Table 4.20 presents data on the suggestions
respondents made to the university I
administration that might improve their

welfare and that of other workers.

Table 4.1: Distribﬁfion'of Respondents According

to Department/Faculty and Sexe .

———

| . MALE FEMALE  TOTAL
DEPANTMENT/FACULTY N % N % N %

Kashim Ibrahim Library 51 12.6 2% 5.9 75 18.5
The Registry Department 55 13.6 22 5.4 77 19.0

The Estate and .Werks
Department v . 87 21.5 13 l’“. 99 2'[1'-5

-

The Sick-Bay Main Campus 43 10.6 27 6.7 70 17.3

Faculty of Education 69 17.1 14 3.5 83 20.%

Total 305 75.5 99 24.5 404 100

Table 4.1 shows that about seventy-six percent
of the respondents (305) in the study were males,
while about twenty-five percent (99) of the
respondents were females. The Estate and Works
Department has the highest number of malg respondents

» of about twenty-two percent of the respondents,
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T™is large number of male respondents in the
Department may be due to the nature of its job,
Qost of which demands manual labor. The Sick-Bey
has the highest percentage of female respondents
(about seven percent) but has the lowest percentage
of male respondents (about eleven percent), This

+an also be asseciated to the nature 6f the work

in the Sick~Bay which tends to attract more femaleSa.

Age Range of the Kespondents
. | The age range of the reispondents has been found
in some studies to be a factdfdgsrjob satisfaction, -’
For example Troll (1975: 121} made some projections
which proved that age differenceu were ;elated to.l
Job satisfaction. Probably the age range of thae
respondents in this study may influence the ‘

respondents! ideas about work and may even influence

their attitudes to work and job satisfaction.

i
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Table 4.2: The Age ilange of Respondents.

AGE RANGE - N %
15.20 vears . 3 W 7h
21 ~ 25 years - | =5 13.60
26 ?_30 years ) 104 25 .74
31 ~ 35 years | _:P!ioj 25.50
36 ~ 40 years - ‘ L 82 20.30
L1 -« 45 years &M  17 . k.20
46 ~ 50 years : L 12 2.99
51 ~ 55 years e 4 1.00
56 ~ 60 years ST 1 .50
Did not indicate T g 544
Tetal B T hob 100

- The data in Table %.2 shows that about twemby-
six percent of the respondents (10%4) in the study
' viere between the ages of twenty-six and thirty
yvears. About twenty-six percent of the respondents
(103) were between the ages of thirty-one and
thirty-five years. In other words, about fifty=
two percent of the respondents (207) were between
the ages of twenty—éix-and thirty~five years.

Only two reSpondeﬁts (less than one percent of the
respondents) were between the ages of fifty-six to
sixty years, Twenty-two réspondents (about six

1

percent) did not indicate their ages,
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Description of Respondents Accoarding to Hank

The rank or title of the individual within
an organization is important. The ranks
individuals hold within the organization give
them the rights to the pay they receive, the
prestige and any prerequisites that may be
asseciated with the rank. The ranks individuals
held are determined by their educational
gqualifications, the amount ef training they have
acquired and years of working experience. The
ranks of individuals are impertant because they
place individuals on certain decision-making roles
(Schafer 1973; 107). Wwithin an organization,
peeple work together but are rewarded differently;
For example, people at the higher levels of the
hierarchy are not only paid more salary, but are
given certain privileges® such as freedem to
decide the movements of other workers. They have
more security, and they have the ability to cheesa
and manipulate the job content. The self-
interest of members within an erganization can be
met depending partly on where they are in the
organizational hierarchys. A member's attitudes
«f suppert for the organizatien and its policies
are likely to change as his poéition in the

hierarchy changes (Lieberman in Tahnenbaum 1973: 52},

Rl
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Table 4.3 below shows the distribution of respendents

accérding to department and faculty and their ranic.

Table 4.3: Distribution of Kkespondents According

to Department/Faculty and their various

- -

Hanks.
SENICK INT. JUNIOR mpep
DEFAKTMENT/FACULTY STAFF STAFF  STAFF Tb1A§
N N % N % N s

B s

Kashim Ibrahim lLibrary 26 6.4 18 4,5
The Registry Department 37 9.2 20 5.0

The Estate and Works
Dopartment 34 8.4 29 7.2

The Sick-Bay Main Campus 34 8.4 12 3.0

31 7.7 75 18.56
20 5.0 77 19,006

36 8.9 99 24,5
24 5.9 70 17.32

Faculty of Education 45 11.4 20. 5.0 18 4.5 8% 20,5k
Total 176 43.6 99 24.5 12931.9 4% 100
Kax
Sen. = Senior Staff

Int. = Intermediate Staff

Jun-. Junior Staff

]

Table 4.3 shows that about 44 percent (176)

of the respondents were senior staff.

The high

rate of response by the senior staff may partly

be attributed to their sense of responsibility

and comitment to their work. It may also be

explained that the senior staff in the

study knew

the value of research and that might have been the



reason they were willing to participate in the
study. Lastly, it could have been that by virtue
of their positions they were motivated to contribule
to the study. One hundred and twenty-nine (129)
junier staff (about 32 percent of the respondents)
participated in the study. Only ninety-nine (99)
intermediate staff (about 25 percent in the group)
participated in the study. The low rates of
response by both the junior and intermediate staff
may partly be related to their educatienal back-
grounds .

Description of Respondents According to Marital
Status

Asiwe (1985: 14) is of the opinien that the
Nigerian worker directs his loyalty to his family
rather than the organization he is working for.
Similarly, Dyer in (Isaacson 1979: 121) studied
the reciprocating influence between family attitudoes
and the father's job satisfaction. He hypothesized
that the father's job satisfaction is influenced
by the feelings of his wife and the children
toward the job and alse that family members gain
satisfaction about the father's jeb accerding te
their perceptions of his work. With these feelings

being expressed about the relationship between the
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worker and his or her marital status, the writer
is keenly interested in finding out the number of
respondents that are married, single or divorced.
Table 4.4 below shows the distribution of respondeats

according to Department/Faculty and marital status.

Table 4.4: Distribution of Respondents According

to Department/Faculty and Marital Statug.

gigstggﬂNT/ ?gﬁ“' SINGLE DIVORCED  TOTAL

| iooox B % ¥ X %

Kashim Ibrahim

Library 66 16-3 9 2.2 0 8] ?5 18.6
The Registry

Department 61 15.1 14 3.5 2 0.5 77 19.1
The Estate and

Works Department 82 20.3 17 4.2 0 0 99 24.5
The Sick-Bay Main

Campus 60 14.9 10 2.5 O 0 70 17.3

Faculty of Education 71 17.6 11 2.7 1 ..25 83 20.5

Total 340 84.2 61 15.1 3 .74 4o4h 102
_. 1

— i ——

Table 4.4 above shows the distribution of
respondents according to Departments/Faculty and
their marital status. The table shows that 84
percent (340) of the respondents were married.
The Estate and VWorks Department has the highest
number of married people. For instance 82

respondents (20 percent) from the Estate and Works
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Department were married. Sixty-one respondents

in the sample were singlie. This represents fifteon
percent of the total respondents and less than

one percent of the respondents were divorcees at

the time this research study was going one

DQSCrlptlon of Respondents According to Departmen@/
Faculty and Years of lWorking Experience "7 )

Generally speaking, tho2e¢ workers who are
trained, experienced and productive may find some
aspects of their work satisfying. Onyemelukwe
{1973: 116) found out that the African worker
expects his promotion to be based on age and years
of working experience, but most organizations base
promotions on merit. The years of working experienaca
of the respondents may influence what individuals
perceive work to mean to them, their attitudes to
work and job satisfaction or dissatisfaction.

Table 4.5 below shews the distribution of respondents
according to their bDepartment/Faculty and years ’f_

working experience.
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of frecdom and the probability of significance wca
e3112, therefore their choices of this item were not

iInfluenced by their occupational categories.

The same data were crosstubulated with the
educational categories of the resyohdents. The
result produced raw-chi-square of 18.10245 with 1A
degrees of freedom and the probability of significanoca
was .2022, therefore the egducational categories of
the respondents did not affect their choices of tiidg
item, The responses of the respondents to the
item "Personal interest in work" were crosstabulsated
with their sex, . The result had a raw chi-square
of 1.19290C with 2 degreus of freedom and the
probability of significance was .5508, therefore
their sex did not produce significant differencoasg
in their choices of thias item. The same data were
crosstabulated with the occupational categories of ths
reospondents. The raw chi-square was 30.32311 with
46 degrees of freedom and the probability of
significance was ,0164, therefore the occupationgl
categories of the respondents did not create

differences in their choices of this itoem.

The same dota were crosstabulated with the
aducntional categories of the respsndents. 7The

rosult produced a raw chi-square of 13.25719 with



Table 4.5; Distribution of kespondents According

to their Dlepartments/Faculty and Years

of Working Experience.

ey ol

IEARS OF K.l KEGIS® psTaTL SICK-  FAC OF gonuy

BXPERILNCE N % N % N % N % N % N *:’f'__

Under 1 yr. 1 .25 1 .25 1 .25 % 1.00 1 .25 8 1.98
1 - 5 yrs. 19 4.7 30 7.4 23 6.7 17 4.2 22 5.4 11127.47
6 - 10 yrs 36 8.9 26 6.4 38 9.4 28 6.9 37 9.2 165 40,84
14 - 15 yrs 13 3.2 11 2.7 18 4.5 13 3.2 11 2.7 66 15.34
16 - 20 yrs % 1.0 6 1.5 11 2.7 5 142 & 1.00 30 7.%2
21 - 25 yrs 2 .50 3 .7% 6 1.5 3 .74 3 .74 17 h.21
26 - 30 yrs O 0O 0 o 0 0 O 4] 0 0 ] 0
Over 30 yrs 0 O 0 O 2 .50 O O 5 1.2 7 1.73
Tetal 75 18.5€ 77 19.1 99 24.5 70 17.3 83 20,5 Lok 100

Key

Yrs. = Years

KeI.L. = Kashim Ibrahim Library

Fﬂ.c,- of Educ. =

Faculty of Education.

A close laek at Table 4,5 shows that sne-

hundred and sixty-~five (165) respondents representing

azbout 41 percent had worked for ten years.

Those

who had worked for five years were one hundred and

eleven (111}, which represents about 28 percent

of the respondents.

The Estate and works Departmont
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had the highest number of experienced workers.
For example two respondents from the Department
had worked for over thirty years. The Faculty of
Tducation had the second highest number of
oxperienced workers, For instance thirty-seven
(37) respondents in the Faculty had worked for ten
years. The table further shows that none of the
rospondents ;n the group had worked between twenty-
six and thirty years, but that only seven (7)
respondents (approximately 2 percent) in the

group had worked for over thirty years. On the
whole about eighty-five percent of the respondents
in the sample (342} had between one to fifteen
vears of working experience,.

Description of Respondents According to their
Yducational Categories

Education and work are interrelated. This
is because every profession requires a thorough
grounding in certain knowledge. For example the
classroom teacher requires adequate knowledge on
how learning takes place. In order for an
individual to beconie an effective class room
teacher an individual needs an understanding of
tie students such as what the students are like,
vhat background they have, their interests, what

motivates them, what they wunt to accompliéh and
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how they learn (Isaaés;n 19?9:.ji3. It islan
established fact that different kinds of work
require varying degrees and types of educational
preparation. Knowledge and skills in different
subjects relate to performance in different work
roles and job satisfactions depend upon the extent
to which an individual can find adequate outlets
in his job for his abilities, interests, values
and personality traits (Isaacson 1979: 5%). Table
4,6 below shows the distribution of respondents
according to their Department/Faculty and
Sducational Categories.

Table 4%.6; Distribution of Reépondenté According

to their pepartment/Faculty and
Educational Categories. '

- REGIS~ ... o SICK- FAC, UF
ToUt 9 * mery T

car. N % N % N "% N % N %

-.'G.P"E._ls 3-7 8 1-9 30 7.4 18 4-5 18 4.5 89‘ 22-03
CsF.F.E26 6.4 28 6.2 34 8.4 22 5.4 25 6.2 132 32,067
C.P. 13 3.2 26 6.4 25 6.2 26 6.4 15 3.7 105 25,98

cCalle )

' (BAiMAt )
Fhev.) 21 5.2 18 4,5 10 2.5 4 1.0 25 6.2 78 1¢.30
Total 75 18.5677 194 99 24.5 70 17.3 83 20.5 404 100

Kex:
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CaFP+Es = Completed Frimary Education
CoFeP.E. = Completed Fost krimary Education
"CaFe = Completed Polytechnic

"CoeUs = Completed University

Bels

1

Bachelor's DLegree

MeAe

i}

Mhawter's Degree

Th.B. = Boctar of Philosophy.

Table Q.g.shows the nunber of.respondm‘i
according to their uepartments/Faculty and their
educational categories. One hundred and thirtye-
two (132) respondents (about 33 percent in the
group) completed post-primary edpgation. About
twenty-4ix percent of the respendents {(105)
Buccessfully completed their training in the
Polytechnics. The respondenta jin the group had
ordinary and Higher National Digloma qualificationﬂ;
About twenty-one percent (B0) respondents were
Ordinary Natiocnal Diploma holders, whereas abqn%
five pepcent (25 respondents) were Higher National
Diplema holders. About twenty- percent of the
respondents in the study (28) © . graduates ef
the university.

Dascription of Respondents According to their
Occupational Categorios e

Occupational prestige is gengrally recognized

as an important feature of any occupation. _Caplow

in Isaacson (1979: 137 - 138) has proposcd eight
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dtems as elements in occupational prestige,.

fLiccording to him these elements are; extent of

responsibility in the work, nature of the work,

anount of formal education requircd, length of

training, authority, social class attributes ol thwc

occupation, income, both amount and certainty and

behavior control.

Two reasons Seem to support the

dmportance of occupational prestige and they arog

(1} the considerable
cf prestige geg

. occupations; 4
(ii) the impact thaﬁ

on young pceeple
COnsideriﬁg and
(Isaacson 1979;
S8hows the distribution of

their Departments/Faculty

tion in the amount

allyy piven te various
such prestige valuaes have
and their parents in
evaluating occupations
137)« Table 4.7 below

respondents according to

and occupational categordles.



Table 4,71 Distribution of Respondents pccording

to their Departments/Faculty and

OQccupational Categories.

T DEPARTMENT /FACULTY

SoCUP- KoT.La REGIS-  ESTATE SICK- FiG OF TowAL

Noo% Ny on % on DAYy PP N g
T &R 8 1.98 - - - =~ -39 9.6 47 14.63
Admin.19 4.7 46 11.4 11 2Q7 b 499 19 4.7 99 24,50
Libe 32 749 =~ = = = = = 2 .50 34 8,42
Techs - = - ~ 40 9.9 1% 3.7 2 .50 56 14.20
Cl. 16 3.9 28 6.9 15 3.7 611.518 4.5 83 20,5
SeSeWe = ~ 3 74 6 1.5 9 2.2 3 74 21 5.68
EngeWe - = -~ = 27 6,68 ~ - - 27 6,68
MaFPs - - - - - ~ 37 9.2 =~ - 37 9.2
Total 75 18456 77 19.1 99 24.5 70 17.3 83 20 404 100

Key
T & R = Teaching and Research
Admin.= Administration
Libe. = Librarianship
Tech = Technician
€Cl. = Clerical Staff

SeSeWe Semi=-Skilled Worker

Eng.Ws = Enginecring work

MeP+ = Medical Personnel

Table 4,7 above shows the occupational

categories of the respondents, About twenty-five

percent of the reépondents in the group (99) wero

Anvolved in administration. About twenty-one
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percent (83 respondonts) were the clericel staff,
There were 56 technicians in the sample which
represents about fiftcen percent of the total
respondents. The respondents who were involved

in teaching and research were 47 (about twelve
percent) of the total respondents. The medical
personnel were 37 {(about ten percent) of the total
respondentas In this case nursing sisters, nursing
superintcendents, staff nurses, health inspectors,
medical doctors and sanitary inspectors have beon

collectively called medical personnel.

" 43 Important Work Characteristics

Working by both men and women is so common
that the question "why do peoplc work?', is seldom
askod. People arc nore likely to wonder why
people ¢limb mountains, go to the moon, or commit
suicide than to question the motivational basis
of the decierion to work. TIf asked directly why
they work, most individuals would probably give
answers such as; "They werk because thereg is work
to be done, because they like work, or bgcause
they nced to earn a livingv. All these answers
contoin a grain of truth, but their apparcnt
gimplicity makes work look easy, though it is an

extromely complex and basic problem to nmen and

women {Kaéi 1984 1)



work ﬁé;ﬁé differénf ihingélfo diffefént
people. The literature revioewod indicates that
meanings pecple attach to Ywork'" may be related to
. the type of vccupations they are involved in,
Question Number 9 in the quostionnaire asked
fr03p0ndonts the most important, Qéeénd ﬁééﬁ :

important and third most important characteristics

v of worke. They were asked to circle three out of EA

thirteen work characteristiés'and to indiéate
.their order as follows:
1 = most important characteristic of works;
2 = second most important characteristic of ﬁﬁéﬁf.
3 = third most important characteristic of works
h'T%e question aimed at reviewing what respondoents Bce

. as the most important, second most important and

" . third most important characteristics of work,

'j'The thirteen characteristics of work given in the

}_qpestionnaire are as follows:

Increase knowledge and skill

Interésting work. | |

Upportunity to help other people

High salary or income on the job

Opportunity to be independent

Fricndly and nice co=-workelrs

Avoiding a job that takes too much out of you.
Chance to exercise leadership

Making a lot of moncy
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Personal interest in work
Opportunity for rapid advancement
High prestige and social status

Variety in work assignments.

The responses to this guestion are summarized
in Table 4.8. Tablc 4.8 shows the ranking by
respondents ¢f the three most important charace

teristics of work,
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Interpretation

The data on this table have been computated

as Ffollows:

{i)

(ii)

(iii)

All the items that have been ranked as
1 are multiplicd by three. For examplce
if 5 respondents ruanked an item as 1 it

will be 3 x 5 = 15.

All the items that have been ranked as
sgcond most important are multiplied DY
two. For example if 5 respondents rankecd
an itelm as the second most important it

Similarly, all the items that have been
ranked as the third most important are
multiplied by one. For example if 5
respandents ranked an item as the third
moat important it will be 1 x 5 = S5e
Therefére the responses are showing
guality not number of respondents. To
find the numwber of respondents the
computated responses should be divided

by 3, 2, 1 as the case may be,

Table 4.8 above shews that "increase knowledge

and skill"has a fotal of 522 computated responseas,

with an item score of 1,252 thus ranking the first
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item among the thirteen work characteristics presentod
in the questionnairee. "Opportunity to help other
peeple™ has a total of 399 computated responses with
nﬁ item score of .989 thus ranking the second iten
among the thirteen work chdaracteristica prescnted

in the questionnaire. "Personal interest in work!

was ranked as the most important work characteristie
with 120 responses, second most important charactexristics
82 responses, the third most impertant work
characterisgtics with 57 responses. The total
computated responses was 259 with an item score of
042 thus ranking the third most important work
charancteristic among the thirteen work characteristics

presented in the questionnaire.

The three most important work characteristico
were crosstabulated in order to see if differences
tould be traced to demographic factors, "Increase
mowledge and skill" was crosstabulated with the
sex of the respondents. The result produced raw
chi=square of 4.71934 with 2 degrees of freedom
and the probability of significance was .0945,
therefore the sex of the respondents did not crecte
any difference in the choice of that item. The
same data were crosstabulated with the occupational
categories of the respondents. The result produced

raw chi-square of 23.45887 with 12 degree¢s of frecdom
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ond the probability of significance was .0240,
therefore their choices of this item were not’
influenced by their occupatiocnal categories. The
same data were crosstabulated with the educationgl
categories of the respondents. The result produssd
raw chi-square of 30.65191 with 14 degrees of
freedom and the probability of significance was
.0062, therefore the educational categories of the
respondents did not show any signitficant difference

in their choice of thig item.

"opportunity to help other people" was
orosstabulated with the marital status of the
respondents. The result produced raw~chi~square

;of 6.40641 with & degrees of freedom and the -
.proﬁability of significance was «1708, therefore
the marital status of the respondents did not
affect their choices of this item. The same data
were crossStabulated with the sexes of the respondents.
The result produced raw chi-square of 4.16304 with
2 degrees of freedom and the probability of
slgnificance was .1247, therefore the sexes of

the respondents did not either influence or
inhibit their choices of this item. The same

dnta were crosstabulated with the occupational
sategories of the respondents. The result

produced raw chi-square of 18.21946 with 16 degrees

Yem TV 4 e
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and the pgobability of significance was ,0240, -
therefore their choices of this item were not:
influenced by their occcupational categories. The
gsame dnta were crosstabulated with the educationcl
categories of the respondents. The result produdad
raw chi-sgquare of 30.65191 with 14 degrees of
frecedom and the probability of significance was
0062, therefore the educational categories of tha
respondents did not show any sighificant differensca

in their choice of this item.

"Opportunity to help other people™ wns
orosstabulated with the marital status of the
regpondents. The result produced raw-chi-~sguare

;of 6.40641 with 4 degrees of freedom and the

. probability of significance was 1708, therefore
the marital status of the respondents did not
affect their choices of this item. The same data
were crosstabulated with the sexes of the respondents.
The result produced raw chi-square of %4.163031 with
£ degrees of freedom and the probability of
slgnificance was »1247, therefore the sexes ef
the respondents did not either influence or
inhibit their choices of this item. The same
data were crosstabulated with the occupational
categories of the respondents. The result

produced raw chi~square of 18.21946 with 16 degrees
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14 degreeé of frecdom and the probability of
significance was ,5064, therefore the educational
categories of the respondents did not have

significant differences in their choices of this

itemes The same data were crosstabulated with the
marital status of the respondents, The result
produced raw chi~sqguare of 6.07757 with 4 degrees of
freedom and the probability of significance was

¢1934, therefore the marital status of the reSpondénts
did not show significant differences in their

choices of this item., JIn conclusion it can be said
that the ranking of the most important, second most
important and third most important work characteristics
by the respondents were not influenced by their sex ”
marital status, educational categories and

occupational categories.

The respondents were asked in gquestion number
10 to rank the three work characteristics that are
of greatest, second greatest and third greatest or
least concern to them. Respondents were to rank
them as in question number 9. The guestion provided
each respondent with thirteen characteristics
associated with work and work settings. This
question is aimed at verifying the consistency of
the respondents! choices of work characteristics.

Table 4,9 below shows their computated responses.
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Table %493 Work Char-ctz=istics that are of Greatest, Second Greatest and Third Greatest er

Least Concex: tc the Respondents.

R R = — s A

G. CON. SECON. G. THIRD &. % ITEM

WORK CH:RACTEKRISTICS e % cR R X% -meg. TOTAL gcope RANK
Increasse lkaowledge anc gziil 216 17.8 78 6.4 36 2.9 364 330 «817 2
Interesting work 21 1.7 18 1.4 18 1.4 «075 57 +135 8
Oppertuniiy to help othexr noople 444 36.6 152 12.5 35 2.8 641 631 1,561 1
High salary or income o t:a job 63 5.2 56 4,6 14 1.1 «156 133 + 329 l
opportunity to be indec-cmdent 21 1.7 18 1.4 14 1.1 074 53 «131 10
Friendly znd nice co=workexrs 27 2.2 26 2.1 48 3.9 «173 101 250 6
Avoiding a job that tzles to much out
Chance to exercise lerdexrship 18 1.4 20 1.6 16 1.3 .079 54 «133 9
Making 2lot of money 12 'S 14 1e1 3«24 .035 29 +072 13
Personacl interest in work 24 1.9 64 5¢2 38 3.1 <193 126 <343 5
Oppertunity fer rapid acv-=cement 96 7.9 9% 7.7 43 3.5 .302 233 577 3
High prestige and soci-1 status 15 1.2 24 1.9 10 .82 067 49 <122 11
Variety i~ work assignments 18 1.4 34 2.8 29 2.4 «129 81 201 7
Key: Ge Zons = Greatest Concern Third Ge. = Third Greatest Conaern

Seca. Con. = Second Ireatest Concern Freq. = Frequency

Ceite = Computated responses.
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Table 4.9 shows the computated responses of
three work characterigtics that were of greatest,
gacond greatest and third greatest concern to the

rospondents. VOppertunity to help other people'

- has a total of six-~hundred and thirty-one (631)

computated responses with 1.561 item score and thus
rznking the most pepular work characteristic among
the thirteen work characteristic.presented in the -
questionnaire. '"Increase #nowledgé'and skill" has

a total of three~hundred and thirty computated
responses {(330) with an item score of .817 and thus
ranking as the second most popular of the thirfeen
work characterigstics presented in the questionnaiirge.
ppportunity for rapid advancement™ has a total of

two~hundred and thirty=-three (233) computated

. resSponses with an item score of .577. Opportunity

for rapid advancement was the third most popular
among the thirteen work characteristica presented in

the gquestionnaire.

.- When the occupational categories of the
réspondents were considered it was revealed that
"Increase knowledge and skill® was chosen as the
most important, second most important and third

mostl}mportant by thirty-six (36) technicians out

v, Of fifty-six (56) technicians who participated in

R
LA



the study. This represents about 9 percent of the
respondents (404). Twenty-five (25) librarians
choge "Increase knwoeldge and skill as the most,
gecond most and third most impmrtant work characs
teristic. This represents about 74 percent of the
librarians (34) who participated in this research.
About 50 percent of the clerical staff (41) ranked
"Increase knowledge and skill as the most important,
second most important and third most important
characteristic of work. About 58 percent of the
administrators (57) wheo participated in this study

vhoBe "Increase knowledge and skill as an importont

work characteristic.

"Opportunity to help :gther people" was
considered an important work characteristic by ébouﬁ
72 percent of those whe were invelved in teaching
and researchs; about 70 percent of the medicnl
personnel considered "opportunity to help othex
people™ as an important work characteristicj aboud
61 percent of the adminiﬁtrafcrs considered thig
ltem as an impwrtant work characteristici about 54
percent of the clerical staff considered the same
item; and lastly about 53 percent of the technicgl
staff considered this item as an importamt work

charccteristic,
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Table 4.10 above presents a very surprising eaad
controversial data of what the regﬁﬁndents felt wexa
the work chgracteristics of least concern to them,
The data surprisingly revealed that "making a lot of
aoney" was the work characteristic of "least coneccxa®
€0 the respondents, The literature reviewed earliaew
in this study -~ Peil, 19723 Onyemelukwe, 1973;
Asiwe, 1984; Areme, 1985 - show that the Nigerian
or African worker values money more than anything
alse in his work. Real 1life situntions shows thot
many full~time workers now also engage in part~tine

aemployment just to make the ends meet.

It scems unrealistic to see that "making a lot
of money" was considered by the respondents as tha
loast work characteristic of concern to them. This
item has a total of 598 computated responses with
an item score o0f1.480. Thus it was considered the
laast concern among the thirteen work characteristio
presented in the guestionnaire, "Avoiding a ,job
which takes too much out of you" has a total of 556
computated responses with 1.401 item score, thus
it became the second leaast work characteristic
oonsidered by the respondents. The item '"chance to
exercise leadership has a total of 254 computates
responsges with ,629 item score. It is the third

least considered work characteristic by the respondants,.
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Hypothesis 1 states that there are no

significant differences in the meanings the senior,

intermediate and junior staff attach to work. Iw

order to establish a basic for accepting or rejecting

this hypothesis the most favored items were

crosstnbulated with the demographic data of the

respondents and the results are as follows:

(1)

(ii)

(iii)

"Increase knowledge and skill' was crosstobula-
ted with the ranks of the reépondents. e
raw chi-square was 3.7852 with 4 degrees of
freedom and the praobability of significance
was 4382, .therefore rull hypothesis is
accepted because it is not significant at

.05 level,

The‘item "makiqg a let of money" was
crogstaﬁulated with the rankas of the
respondents. The result produced raw
chi-aéuare of 9.35223 with 4 degrees of
freedom and the probability of significanoce
was 0529, therefore null hypothsais is

re jected because it is signilficant at .05

level.

The item "making a lot of money" was
crosstabulated with the occupational

categories of the respondents. The raw

_ehi~square was 11.60650 with 16 degrees

N
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of freedom and the probability of
significance was .7706, therefore null
hypothesis is accepted because it is not

significant at .05 level.

{(iv) The item "“making a lot of money" was
crosstabulated with the sex of the
respondénts- The raw chi-square was « 28501
with 2 degr;ea of freedom and the probghi~
lity of significance was .9116, therefore

null hypothesis is accepted becpuse it iz -

not significant at .05 level.

(v) The item "making a let of money was
crosstabulated with the educational
' categories of the yespendents. The result
produced raw chi~square of 9.77298 with 14
degrees of freedom and the probability of
significance was 7786, hence null
hypothesis is accepted because it is not

significant at .05 level.

(vi) The ditem "avoiding a job which takes tao
much out of you" is one of the items of
least concern to the respondents. The
responses of the group to thisx item were
crosstabulated with their ranks. The
result produced raw chi-sguare of 1.52245

with 4 degrees of freedom and the probgbildty



of significance was 8227, therefore null
hypothesis is accepted pecause 1t is not
significant at »05 levele From these repults
one could infer that the seXy marital stotus,
educational categories and the occupation:l
categories of the respondents did not

create significunt differences in the

meanings senior, intermediate and junior

staff gave tO the thirteen work charactaristics

presented in the questionnuire.

L, 3 occupational Choice and Job gatisfaction

work is a primary source of life satisfaction
and occupations provide different eutlets for
jndividuals to meet their needs. Vocational decisions,
1ike ether 1ife decisions are sometimes ratienal cxd
1rrational. if a rational decision is to be made
facts about the individual and the job must be medo
available to the jndividual involved in making a
vocationnl decision. Having considered the demancs
of the job, an individual would have to match these
demands to his interests, values, aptitudes and
abilities- 1f this is done properly the jindividuak
is most likely to be satisfied with his work and

may continue in that work.



104

In question number 12, the respondents were
asked to indicate how they chose the work they were
doing now. This question was to find out if
respondents have been able to match their abilities,
interests, aptitudes and values to the demands of
the jobs they were doing. Table 4.11 shows the
responses of senior, intermediate and junior staff

on how they chose their present jobs.

Table 4.11: How Respondents chose their present jobs,

HOW RESFPONDENTS SeSe IS5, JeSe TOTAL
CHOSE their jobs N % N % N % N %

I planned and
prepared for it

myself 136 33.6 48 11.8 39 9.6 223 5541

My parents help-
ed me got this
Jjob 2 W49 3 W7% 10 2.4 15 3.7

A friend or rela-
tion helped me
got this job 8 1.9 23 5.6 40 9.9 71 17.8

I got this job by
lack, I was not
prepared for it 14 3.4 21 5.1 37 9.1 72 17.8

My teacher helped

me got this job 9 2.2 = ~ 1 «2h 10 2.4

Any other (I was

qualified) 7 17 4 «99 2 « 49 13 3.2

pid not respond - - - - - - - -
Total 176 43.6 99 24.5 129 31.9 404 100

Table 4,11 shows that 55 percent of the
respondents (223) planned and prepared for their

present jobs themselves. About 18 percent of the
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respondents (71) got their present jobs by luck.
About 18 percent of the respondents got their jobas
through the help of a friend or a relation. About &
percent of the respondents (15) got their present
jobs through the help of their parents. On the whole
about 45 percent of the respondents (181) did not
plan and prepare for their present jobs. Even though
a large number of the respondents had planned and
prepared for their present jobs, a certain proportion
8till had depended on relations or friends for tha
choices of their careers. This supports the notion
that parents, teachers, uncles, friends and the
society as a whole still play prominent roles in ths

career planning of individuals.

L.h attitudes to Work

It is an accepted fact that attitudes are
determinants of behavior, since they are linked wiith
perception, perscnality, learning and motivation,
Attitudes define one's predispeositions toward
given aspects of the world. Employees usually
formulate attitudes about their work, leaders,
promotion policy, housing and other organizationclly
relevant factors. The attitudes so formed provide
the emotional basis for employees' interpersenal
relations and identifications with others in the

organization. Attitudes usually take a pattern and
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resemble very closcly a person's personality. The
attitudes that people have formed can be enduring
depending upon the amount ¢f commitment people have
made, Yet like each of the psycholegical variables,
attitudes are subjoct to change (Gibson et, al. 197G:
71)

Question number 13 reads as follows: "How do
you always feel if you go late to work?", This
question is aimed at revealing the varying attitudes
workers have towards their work. Table 4.12 shows
the responses of senior, intermediate and junior
staff to the question,

Table 4.12: How Senior, Intermediate and Junior

staff felt about Going Late to Work.

SeS. T.5. JaSoe TOTAL

CATEGORIES N % N % N % N %

It does not

bother me at all 4 ..%9 1 .24 1 .2k 6 1.4

Many people come

late so do T 1 W74 2 W49 7 173 12 249

I always feel bad

about it 157 38.8 9k 23,3 11428.2 365 90.3

1 fecel happy
because the number
of hours are

reduced - - - - 1 <24 1 <4v
I feel nothing

about it 3 .74 2 .49 b .99 Q@ 22
any other (I never

went late to work) 6 1.4 - - - - 6 1.4
Pid not respond 3 «7h - - 2 W49 5 1.2

Total 176 43.6 99 24.5 129 31.9 404 10C
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Table 4,12 shows how respondents felt about
zoing late to work. An sverwhélming majority of
the respondents in the study indicated that they
would always feel bad if they went late to work.
Zf the respondents have said the truth about what
they indicated, it can be concluded thuat rost of ti.z
respondents had good attitudes towards their worl.
Lbout 91 percent of the respondents (365) indicatad
this attitude. Two percent {(9) of the respondente
gnid they would feel nothing if they went late to
work. Twelve (12) respondents, about 3 percent i
tae group indicated that going late to work was
avery worker'sa problem, so if they went late to
work, they were merely hehaving as other workers.
5ix respondents {(about 2 percent) said that they
naver went late to work. The worst attitude to
work was expressed by six respondents (about 2
percent) who indicated that going late to work did
not bother them at all. One respondent (less thex
‘sme percent) saw going late to work as a chance to
" yreduce the number of hours he/she ¢ould have spent
11 the job. On the whole about 9 percent of the
-respondents {39) indicated negative attitudes to

work,
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Hypothesis 2 states that there are no significant
differences in the attitudes of senior, intermediate
and junior staff to work. The data in table ha12
were crosstabulated with the ranks of the respondents
and this result was obtained, The raw chi-square
wasa 12.13006 with 10 degrees of freedom and the
probability of significance was .2764, therefore null
hypothesis is accepted because it is not significant
at .05 level. It can be inferred from this result
that there are no significant differences in the
attitudes of senior, intermediate and junior starff

to work.

Hypothesis 5 states that the occupational
categories of respondents have no significant
differences on their attitudes to work. To test
this hypothesis the responses of the respondents
were crosstabulated with their variocus occupational
categories, The raw éhi-sguare was 65.2942 with
56 degress of freedom and the probability of
" significance was 20001, therefore null hypothesis

is accepted at .05 level of significance.

In question number i%, the respondents were
reguested to compare the system of promotion in the
Ahmadu Bello University, Zaria, with those of other

universities in Nigeria. This question was asked
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to find out if the respondents have feelings of

distributive justice concerning an important issua

such as promotion. Secondly, this question was

asked in ‘order to find out if there is denial of

waat respondents feel to be "fair" and "just!

troatment concerning their promotions. This feellng

is inevitably associated with lower levels of

aatisfaction (Houghton et al. 1975: 221). Table Lai3

shows how senior, intermediate and junior staff

compared the system of promotion in the Ahmadu Bello

University with those of other universities in

Nigeriae

Table 4.13: How Senior, Intermediate and Junior

Staff Compared the system of promotion in

the Ahmadu Jello University with thosa of

other universities in Nigeria.

Se S. Ia

N % N

S« J. S, TOTAL
% N % N %

Le+BeUe has a better

system of promnotion 8 1.9 3
than other universities :
in Nigeria.

Gther universities have
better systems of promo- :
tion than the A.B.U. 18 4.4 10

LeB.U. and other univer-
sities in Nigeria have
the same system of _
promotion 15 8.6 11

Il

L L ]

-74 10 2.4 21 5.2

2,4 10 2.4 38 9.4

2.7 15 3.7 61 15.1

I do not know 115 28.4 75 18.5 94 23.2 284 70.2

okt At

Total 176 43.% 99 24.5 129 31.9 404 100
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Table 4.13 shu#s that 70 percent of the
respondents (284) did not know whether it was the
ihmadu Bello University, Zaria that had a better
system of promotion or other universities in
Ildgerin. About 10 percent of the respﬁﬂdents {(38)
indicated that other univerwsities in Nigeria had
better systems of promotion than the Ahmadu Bello
University. Fifteen percent of the respondents,
however felt that the sAhmadu Bello University,
Zaria and other universities in Nigeria have the
game system of promotion. Twenty-one (21)
raspondents which represents 5 percent indicated
that the jhmadu Bello University, Zaria has a
better system of promotion than other universitics

in Nigeriaa

Hypothesis 6 states that the educational
cntegories of the respondents have no significant
differenccs on their attitudes to work. The data
in Table 4.13 were crosstabulated with the
aducational categories of the respondents. This
produced a raw chi-square of 49,93688 with 24
degrees of freedom and the probability of
significance was ,0066, therefore null hypothesie
is accepted because it iy not significant at .05
level, It can be inferrod from the data that the
educational categories of the réspondents did not
have a significant influence on their attitudes

to work,
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4,5 Job satisfaction

Job satisfaction depends on the levels of
intrinsic and extrinsic outcomes and how the job
holder views those out comes, For some people,
responsiblc and challenging work may have ncutral
or even negative outcomes, For other people, such
work outcomes may have high positive values,
Another important individual difference that may
affect job satisfaction is job involvement. People
differ in the extent:

(i) that work is a central life interest;

(ii) they actively participate in work;

(iii) they perceive as central to self-esteem, and

(iv) they perceive as consistant with self-

concept.

Gibson etsal. (1979; 282) are of the opinion that
"those differences alone would account for the
different levels of job satisfaction among
individual employees who may be performing
essentially the same tasks'". Other sources of job
satisfaction are salaries, pay equity, promotions,
housing schemes, gratuity and pension and fringe

benefits.

In question number 15, the respondents were
asked to show how satisfied they were with their

present jobs.
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Table 4,.1% shows responses to the question.

Table 4.14: Job Satisfaction of the uespondents by

theixr Ranks

- Rt A

CATEGORIES Ns. s.% NI.S;{J NJ. ;g N’I“GT;S.L

I like it very much 8% 21. 45 11.1 60 14.8 190 47.00
T like it 86 21.2 51 12.6 56 13.8 193 47.8
I really do not care 3 .74 1 qu 11 2.7 15 3.7
I do ®ot like it 2 W49 2 49 1 .24 5 1.2
T hate it - - - - 1 .24 1 .2k

Total 176 43.6 99 24.5 129 31.9 404 400

Tabie 4,14 reveals that 47 percent (190) of tae
ragpondents indicated that they liked their jobs vory
much. About 48 percent of the respondents (193) showad
that they liked their jobs. The table also shows
that about 4 percent of the respondents (15) seid
that they really did not care. Five respondents or
about 2 percent of the respondents indicated that
they did not like their present jobs. Less than ona
percent of the respondents (}) said that they hatad
their present jobs. On the whole Table 4,14 showse
that most scnior, intermediate and junior staff in

the group were satisfied with their present jobsa.



‘‘‘‘‘‘

113

Hypothesis 4 states that there are no significcnd
differences in the factors that are responsible fTox
oither the job satisfactions or dissatisfactions of
the senior, intermediate and junior staff. The
data in Table 4.1% were crosstabulated with the restoo
of the respondentss, The result produced raw chi=~
square of 12.24182 with 8 degrees of freedom ard
the probability of significance was ,1407, therefore
null hypothesis is accepted because there are no
such differcnces at .05 level. The data on Table
he1t were crosstabulated with the occupatiocnal
categories of the respondents. The result produead
raw chi-square of 66,2094 with & degrees 9f freedon
and the probability of significance was .4001,
therefore the occupational categories of the
raspondents did not influence their satisfactions

with their present jobs.

The data in Table 4.14 were crosstabulated
with the educational categories of the respondentas.
The result produced raw chi=sguare of 7.46050 with
b degrees of freedom and the probability of
gignificance was .1135, therefore the educational.
oategories of the respondents did not show any
significant difference in the satisfactions they

have with their present jobs., The data ia Tablec
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4 .14 werc crogstabulated with the years of working
expericnce of the respondents. The result produced
raw chi=square of 6.19899 with 6 degrees of frcedom
and the probability of significance was .4013,
.therefore the years of working experience of the
regpondents did not affect their satisfactions with

their present jobs.

In question number 16, the respondents were
asked to show how much of the time they were satisficd

with their present jobs,

Table 4.15; Degreoe of job satisfaction of the

Respondents by Hank

C ATEGORIT S5 Ta5s JoS» TOTAL
D 55
A N % N % N % No%

All the time 48 11.8 29 7.1 46 11.3 123 30.4

Most of the
time 80 19.8 48 11.8 42 10.3 170 42.07

A good deal
of the time 35 8.6 12 2.9 22 5.4 69 17.07

About half of
the time 6 1ekt 1 «24 - - 7 1.7

pccassionally 6 1.4 7 1.7 15 3.7 28 6.9
Seldom 1 02!* 2 049 Il: 099 7 1-7

Total 176 43.6 99 24,5 129 131.9 404 100




L M5
Table 4.15 shows that about 31 pérééﬁf of the
raspondents (123) were satisfied with their jobs cll
the, time., About 43 percent of the respondents (170)
were satisfied with their present jobs most of the
time. About 18 percent of the respondents (69)
indicated that they were satisfied with their presant
jobs a good deal of the time. Less than 2 percent
of the respondents {(7) indicated that they were szldom
Agtigfied with their present jobse. On the basis of
the data in Table 4.15 it could be said that most
of the staff members who participated in the study

wore satisfied with their present jobs.

Hypothesis 3 states that the geniér, intermeéiata
and junior staff were satisfied with their present
Jobs. In order to find cut whether the demographic
factors of the respondents might have influenced
their job satisfactions, it was necessary to cross-
tabulate the data in Table 4.15 with the ranks, sex
and the educational categories of the respondents-.
The data in Table 4.15 were crosstabulated with the
ranks of the responaents. The result produced
raw chi-square of 17.12385 with 10 degrees of freadon
and the probability of significance was .0717,
therefore the ranks of the regpondents did not show

gignificant differences in the satisfaction they
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derive from their present jobs, The data in Table
4,15 were crosstabulated with the sex of the
respondents. The result produced raw chi-square

of 1.92744 with 3 degrees of freecdom and the
probability of significance was .5876, therefore

the sex of the respondents did not influencé how
much of the time they were satisfied or dissatisfied

with their present jobs.

The data in Table 4.1% were crosstabulated with
the educational categories of the respondents. The
result produced raw chi~square of 8.68793 with 13
degrees of freedom and the probability of significanco
was +7293, therefore the educational catecgories of
the respondents did not create significance differences
on how much of the timo they werc satisfied with
their present jobs. Hypothesis which states that
the senior, intermediate and junior staff were
satisfied with their present jobs is accepted, The

data in Table %4.15 confirmed this,

In question number 17, the respondents were
requested to show how satisfied they were with their
departmental promotions. If the promotions of
employees in any organization is to be based on perfoc. -

mance (hard work) thore should be a sound evalustion.
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lLccording to Gibson et.al. (1979: 393) the

werformance criteria used must be relevant,

reliable and practical as well as able to discriidnalas
h between good iand bad performers. Table %.16 shows
the responses of the senior, intermediaée and jundomx

staff who participated in the study.

Table 4.16: Job Satisfaction of the Hespondents

with their Departmental Ppromotions,

)

CATEGCIZ LS 5.8 Tas. J.S8 TCRLL
N __% N % N N .. % ..

18 4.4 14 3.4 25 6.2 57 1%.4

-3

H H H W ¥

like it very much
like it 73 18.0 35 8.6 25' 6.2 133 3%.9
really do not care 28 6.9 11 2.7 20 4.9 56 414.6
do not like it 51 12.6 32 7.9 49 12.1 132 32,6
hate it 6 1.t 7 1.7 io 2.4 23 L.69

Total 176 43.6 99 24.5 129 31.9 404 100

Table 4.16 shows that 14 percent of the
raspondents (57) liked their departmental promotions
very much, while about 33 percent of the respondenta
(133) Just liked it. About 15 percent of the
respondents (59) in the study said that they
roally did not c¢are about their departmental

promotions. About 33 percent of the respondentc
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(132) did not like their departmental promofions.
ibout 6 percent of the respondents (23) indicated
that they hated their departmental promotions.
Altogether about 53 percent of the respondents (214%]

wore not satisfied with their departmental promotiocns,

Hypothesis 7 states that there are no
gignificant differences in the factors that are
responsible for either job satisfaction or dissatisw
faction among those who participated in the study.
In order to establish a basis for accepting or
rejecfing this hypothesis, the data in Table %.16
wore crosstabulated with the ranks, sex, educational

categories and the marital status of the respondenta:

(i) The data in Table 4.16 were ecrosstabulated
with the ranks of the respondents. The
result produced raw chi-square of 21,10687
with 8 degrees of freedom and the
probability of significance was ,0069,
therefore null hypothesis is accepted

because it is not significant at .05 levsl.

(ii} The responses of the respondents to
satisfaction with departmental promotions
were crosstabulated with the sex of the
respondents. The raw chi-square was

5.10516 with 4 degrees of freedom and
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the probability of significance was ,2279,
thercfore the sex of the respondentis did
not create any difference_in_the type of
satisfaction respondents had with their
departmental promotions.

(iii) The data in Table %4.16 were crosstabulated
with the educational categoriés of' the
respondents. The raw chi-square was
1207212 with 16 degrees of freedom and the
probability of significance.waa « 7360,
therefore the educational categories of
the respondents did not affect their
patterns of satisfaction witﬁ departmental

promotions .

(iv) The data in Table 4,16 were crosstabulated
with the marital status of the respondents,
The raw chi-square was 1.74722 with 4
degrees of freedom and the probability of
significance was ,.7821, égérefore the
marital status of the respondents did not
] have any effect on their satisfaction with

departmental promotions.,

In question number 18, the respondents! opinions
ahout tho salaries they were veceiving in the

mmiversity was pought. This was to fimd out if their
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job satisfactions or dissatisfactions were related
to their salaries. Table %4.17 shows the responses
of the senior, intermediate and Junior staff about
the salaries they were receiving in the university.

Table %.17: kespondents Opinions About their

{i.

Salaries,

bt .2

CLTEGURIES NS.S%_ ;.s% ;.s% y Tﬁigiu
It is very good 20 4.9 10 2.4 13 3.2 43 10.5
It is good 100 24.7 32 7.9 39 9.6 171 &,
I am just managing

with it 43 10.6 532 12.8 74 18.3 169 41,8
It is not good 7 1.7 2 .49 - - G 2.2
I do not know | 6 1.4 3 W74 3 .7h 42 2.9

‘Total 176 43.6 99 24.5 129 31.9 404 100

LR S}

The data in Table 4.17 show that about 11
porcent of the respondents (43) felt that their
palaries were very goocd. One hundred and seventy-
onte respondents (171) which represents about 43
percent of the respondents said that their salaries
wore good. About 43 percent of the respondents
(169) indicated that they were just Ranaging with
their salaries. Nine respondents (9) (about 3

percent) said that their salaries were not good.
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On the whole about 47 percent of the respondents

(192) were not satisfied with their salaries.

Question number 19 reads:; "If you are
satisfied with your present work, write two major
satisfactions you derive from it", This question
was asked to find out some of the sources of job
satisfaction of the respondents other than their
salaries, promotions, working conditions and pay
equitye. The responses to this questions were
clustered into economic rewards, prompt and regular
payment, challenging work, opportunity to contribute
to national development, acquisition of knowledge
and skill, promotion, opportunity to know people and
satisfaction because of feedback from people. Table
%.18 presents the responses of the respondents to

this questione.
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Table %.18; Two Major Reasons Respondents Gave fox

Being Satisfied with their present Jobs.

e el o

S¢S 1.5. J.5.

CLTEGOKIRS , TODLYL
N N % N % N % N %

Teonomic Rewards

(salary) . 30 74 30 7.4 HO 949 100 24.7

Frompt and regular . T
payment of salary 20 4.9 15 3.7 15 3.7 50 12.33

Challenging work 40 9.9 4 ,99 - - 44 40.%
Cppertunity to

contribute to

“liational develo-

ment 15 3.7 2 .49 - - 17 %.1

- ACquisition of
knowledge and skill 16 3.9 5 1.2 12 2.9 33 8.14

Fromotion (advance-

ment) 5 1.2 2 .49 3 .7 10 gk

Interaction with. . .

colleagues 11 2.7 6 1.4 10 2.4 27 6.5

Cpportunity to

know people 8 1.9 5 1.2 20 4.9 133 8.4

Appreciation by

other people 2 <49 3 W74 5 1.2 10 2.4
Total 147 36.3 72 17.61105 25.9 32& 79.99

Table 4.18 shows that about 25 percent of the
respondents (100) were satisfied with their
-present jobs because of the economic rewards the
Jobs offer them. Twelve (12) percent of the
respondents (50) indicated that they were satisfied
with their jobs because of prompt and regular

payment of their salaries. about 11 percent of
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the resPonﬁeﬁis (4&) wéée satisfied with their jobs
becausc their jobs were challenging to thems The

data in Table 4.18 also shows that about 37 percent

of the staff (147) were satisfied with their jobs;j
about 18 percent of the intermediate staff (72) were
gatisfiecd with their jobs and lastly about 26 percent
of the junior staff (105) were satisfied with their
jobs. On the whole about 80 percent of the respondents
(324) were satisficd with their jobs because of the

nine reasons they gave in Table 4.18 (Table 4.18).

Question number 20 reads; "If you are not
satisficd with your work, what aspects mage_you
unhappy?". This question was asked to find out if
the respondents have other factors that are responsible
for their dissatisfactions other than salary,
promotion or working conditions. The responscs to
this question showed that even the satisfied respondents
still had things that made them feel unhappy with
their present jobsa. Table 4.19 prosents the distribu-
tion of the dissatisficd respondents and the reasons
they gave for being dissatisfied with their present

Jobse



Table 4.19: Two Mhajor Reasons Respondents Gave fox

Being Dissatisfied with their Preseut

Jobs e
CLTEGORTES | SeSe LB Je8.  TOTLL
N % N % N % N_ %
Irregular promotion 15 3.7 9 2.2 16 3.9 40 9.9

ghowing sectionalism

Lack of appreciation
for work done 5 1.2 10 2.4 2 .49 17 4,.»

Lack of materials and
aguipment to use 3 .74 2 49 - . 5 1.2

Ldministration not
listening to staff

problems & .99 5 1.2 7 1.7 16 3.9

Toao much emphazis on

paper qualifications - - 3 .74 15 3.7 18 L.k

The lazy attitudes of

some workers 3 .74 3 W74 2 49 B 1,9

Lack of respect for

junior staff - - - - 5 1.2 5 1.2

The routine nature of

ny work . - = - = 5 1.2 5 1.2

Lack of chance to

sontribute . 2 .49 2 49 - o 4 .99

Lack of regards for

honest workers ? 1.7 2 A9 -~ - 9 2.2
Total 39 9.7 368.7552 12.6812735.49

Table 4.19 shows that about 10 percent of tho
respondents (40) showed that they were dissatisfioad

with their present jobs because of irregular promotions



that are based on sectionalism and discrimination,
kbout 5 percent of the respondents (10) essentizlly
intermediate and junior staff were dissatisfied
because according to them the university places too
emphasis on paper qualifications instead of
eXperience and efficiency, Most of these categoriag
of staff are those whose educational backgrounds

are not so sound, but have_worked in the university
for many years. They may have no hope of acquiring
better education, therefore would prefer that
promotions be based on hardwork, efficiency and
years of working experience. About 5 percent of tha
rospondents (17) were dissatisfied with their wOri
because the efforts they put to their jobs are not
appreciuted by their leaders. About 4 percent

were dissatisfied because they claimed the adminig-
tration does not listen to staff problems. About 10
percent of the senior staff (39) were dissatisfied
with their work; about 9 percent of the intermedi ta
staff (36) were dissatisfied witﬂ their work and
about 13 percent.of the junior staff 52 were
dissatisfied with their work. OUn the whole about

36 percent of the respondents (127) were not
datisfied with their Jobs for one reason or the

sther (see Table 4.19).|

e
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Sugegestions on how the university could improve the
waolfare of its workers

Question number 21 rcads: "If the university
gives ¥ou the chance to make two important suggestions
which you consider very important to the welfare of
yourself and other workers, what will you suggest?".
This question was asked so that the respondents might
suggest ways the university administration will improv:

both their welfare and that of other workers,

The respondents provided a variety of suggestions
on how the university might improve on the welfare
of its workers. Their suggestions were clustered
and they formed seven main subheadings, They are as
follows: Promotions, qousins. Jn«gervice Training,
Transportation, Health Services, Administration and
the working conditions of the workers. Below is the
detail of the responses paraphrased by the writer
and some copied verbatim,

1. Promoticn - On promotion respondents make the
following suggestions on how their promotions could
be made:

(a) Promotion to be based on hardwork not

péper qualifications.

(b)) Promotion to be based on merit.

(c) Promotion to be based on efficiency.
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(d) Provide non~financial rewards [or jobs
welldone.

{e) Promotion should be fair to all ethnic
groups irrespective of ethinicity and
affiliation.

(f)} Hardwork and deveotion to be rewarded.

(g) That the university authority should

review promotion policy.

Z.  Housing:

{a) Provide housing for bofh junior and
intermediate astaff,

(b) Allocation of houses to staff should rot
be based on status, but the size of the
family.

(¢c) There should be maintenancc of all existing
houses.

(d) Housing loan to be given to all categorles

of staff in the university.

s In-=Service Training:

(a) In~service training to be provided to all
categories of sgtaff in all departmentse.
(b) On-the-job training for semi-skilled
| workers.
(¢) Fellowships to be encouraged.

(d) staff development programme to be introcducad.
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(e) More funds to be provided for research
into some of our problemse

Transportation:

(a) University to provide a means of transpowrto-
tion for staff who have no facilities Tox
cauar loans.

(b) Vehicle loans that was stopped because

of austerity should be revived.

Health Services;

(a) Improve heclth~care delivery.

(b) The teaching heepital should be completod.

(c) There should be more equipment in the
teaching hospital.

(d) There should be sufficient drugs for
patients.

Administration

(a) A1l forms of bearacracy to b%reduced.

(b) Relax red tapism.

(¢) Stop threatening staff with retrenchmert.

(d) Prompt payment of salaries to continue.

(e) Devise policies to boost worker's morals.

(f) Check relevance of job to the skill of
tha individual.

(g) There should be clodge supervision of st 77,
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(h) University to create better atmosphere
for learuing.

(1) Work security for workers.

(1) Participative management tou involve
junior staff,

(k) Flexibility in the application of regui:tioas,

7a Working Conditions

(a) Improve on the working conditions of worlksrrd.

(b) More fund to be acquired for the import-tion
of books, materials and equipment.

(c) University to estnblish a bank and a
supermarket in the campus.

{(d) Number of hours of work should differ in
various departments.

(o) Advancing soft loans.

{(f) Increase salary of staflf.

{g) Students should be told their marks.

Table 4.20 shows the suggestions respondents
made to the university that might improve the welloire

of 1ts workers.
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Table 4,20: Hespondents Suggestions that might help

the university Adminigtration to improvae

the Welfare of

its Workers.

i e g—

CLTEGOKIES NS-S;E' NI.S% . .s%_ y ?ﬁﬁ%ﬁu
Fromotion 35 8.6 25 6.2 40 9.9 10C 2&.7
Eousing 10 2.4 15 3.7 20 4.9 45 1.1
In~service Training 14 3.5 10 2.4 15 3.7 39 9e5
Transportation 13 3.2 12 2.9 8 1.9 33 8.2
“Zealth Services 8 1.9 6 1.5 13 3.2 27 6.7
Ldministration 25 6.2 2 ,49 15 3.7 42 10.4
Working conditions 19 4.7 10 2.4 10 2.4 3% 9.6
Thogse who did not

respond 52 12.8 19 4.7 . 8 1.9 79 19.5

Total | 176 43.6 99 24,5

129 3J1.9 404 400

Table 4.20 shows that about 25 percent of the

respondents (100) made suggestions that were related

to the promotions of the workers.,

gleven (11) percond

of the respondents (45) suggested that there should

bhe improvement in the housing of staff.

About elavan

(11) percent of the respondents (42) made suggestioas

that relate to the administration of the university,

fbout 10 percent of the respondents (39) suggested

that there should be improvement in the working

conditions of workers.

Prominent among their
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sugge stions were.that:
(i) More funds should be acquired for the
| - importation of books, materials and
equipments;

(ii) University to¢ establish a bank and a
supermarket in the campus so as to reduoo
the number of people that request to go to
these places and never return to their
v fices.

The table also shows that about 10 percent of tho
rospondents (139) suggasted that there should be
 inmservice training and on-the-~job-training for all
categories of staff. Twenty-seven (27) respondents
{about 7 percent)} suggested that there should be 2
dmprovement in the healtﬁ—éaré delivery;' Oon the
whole about 81 percent of the respondents (325) mals
suggestions to the university administration on how
to improve their welfare and that of other workers.
4tbout 20 percent of the respondents (79) did not
offer any suggestions on how the university

cdministration might improve their welfare and th-t

of other workers,
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. SUkMARY, DISCUSSIUN OF #ESULTS ANy RECCGRMENDATIONS -

5.1 Summary and piscussion . of Results

The summary and discussion of results afe
essentially organized around thirteen major arééél
a8 follows;

(1) the background characteristics of the

respondent 53 |

{i1i) vyears of working experience of the

respondents;
(iii) the educational categories of fhé resrcndamts;.
{iv}) the occupational categories of the
regpqndegts; |
(v).iééieétion Qf three ﬁork characteéistics
which were of "host Important" to thg__ﬂ
respondents; |
{vi) selection of threé work characteristics or
"Greatest Concern™ to the respondents;
(vii) selection of three work characteristics of
"Least Concern" to the respondents;

(viii) how respondents chose their present worls)

132



135

-t

.

(ix) the attitudes of respondents to their works;
{(x) the job satisfaction of respondents wit:
their present work, salaries and
departmental promotions;
{xi) two major reasons respondents gave for thadx
job satisfactiong
(xii) two major reasons respondents gave for
being dissatisfied with their jobs; and
(xiii) suggestions respondents offered that migh
help the university administration to
improve their welfare and that of other

workers.

The main purpose of this“study was to find out
from some pghmadu Bello University staff members what
work means to them, their attitudes to work and job
satisfaction. The subjects of the study were the
genior, intermediate and junior staff randomly
8clected from the Kashim Ibrahim Library, Registry
Department, Estate and Works Department, Sick-Bay
Fain Campus and the Faculty of Education, All the
respondents were from the Main Campus Samaru, Zaria.
Tie staff members who participated in the study
wexre chosen on the basis that they had worked fcor
some years and therefore should be able to state

what work means to them, their attitudes to work gad
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what aspects of their work satiéfy or diSsatisfy

them. Three categories of staff were involved so

that comparisons of.their responses could be mades
Through such comparisons it was possible to determine
whether there was any significant difference in {thadxr

PeSponses.

"Data were collected from four-hundred and four
{404) staff members. They were made up of one
hundred and seventy-szix (176) senior staff; ninety-
nine (99) intermediate ataff and one-hundred and
twenty-nine (129) junior staff.  Threc~-hundred and
five {305} of the respondents were males. - This
represents about 76 percent of the respondents,
Ninety-nine (99) of the respondents were femalesa
This is about 26 percent of the respondents. The
Estate and Works Department had the 1afgest percentage
of male respondents of about 2§ percent of the
respondents (87). The Sick~Bay Main Campus on the
other hand had the largest percentage of female
respondents of about 7?7 percent of the respondentg
{(27)+ These differences may be attributed to the
nature.of their duties: About 26 percent of the
respondents in the group were between the ages of
twenty-six and thirty. About 26 percent of the

sample were between the ages of thirty-one and
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thirty-five (3i—35). Three-hundred.und forty (30)
rzspondents (about 85 percent) in the saumple were
parried. The yeurs of working experience of thé

- raspondents was considered important in the stucdy.
Trere were one-hundred and six$y-five (165) respond.ant,
wnich represents ubout 41 percent of the respondéﬁts

in the group who had worked between six and ten yaors
{6~10)« About 28 percent of the respondonts (111)

iz the group had worked between one and five yermn.
Seven (7) respondents {(about 2 percent) had workod

\
o
-

for over thirty (30) years.

The educational categories of the respondents

were as follows:

(i) Twenty~two percent of the respondents
(89) had completed primary educntion,.
(ii) About 33 percent (132) had completed
| | post=primary education. |
“{i1i) About 26 percent of the fe3p0ndents (1&5)
had completed and obtained viplomas £from
the [rolytechnics. PNineteen (19) percent
of the resjyondents (78) were university
graduantes, The Fuaculty of Iducation hed
the highest number of qualified responcamis,
For instance twenty-five (25) respondconta

(6 percent) from the Faculty were university
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graduates. The Kashim Ibrohim Library is next to

the Faculty of Educntion with twenty-one graduaten

(5 percent). The high rate of

qualified respondents

in both the Faculty of Education and the Kashim

ITbrahim Librarf may be attributed to the research

nature of their duties. The occupational categoriag

of the respondents were as follows; .

(i) About 25 percent of the respondents (99)

were administrators.

(ii) About 21 percent of the respondents (83}

were clerical staff.

{iii) Fourteen perceant of the respondents (56)

were technicians.

(iv) About 12 percent of the respondents (47)

were involved in teaching and researchs

(v) Nine (9) percent of the respondents (37)

were medical perscnnel, which included

nursing sisters, nursing superintendents,

staff nurses, health

deoctors and sanitary

. The first gquestion in the

the respondents to select only

" work characteristics that were

them. They were asked to rank

characteristics as follows: 1

inspectors, medicel

inspectors,

inétrument-requested
three out of thirtesn
"most important?” to
the three work

for the most important
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work characteristics; 2 for the second most
important work characteristic and 3 for the third
1108t important work characteristics. Qut of the
thirteen work characteristics presented “increase
knowledge and skill® was ranked as the most importcnt
work characteristic with a total of five-=hundred gmd
twenty~two {522) computated responses. This item
had an item scereg of 1.253 and was thus placed ns
fhe first item. IThe ranking of this item as the
rio8t important work characteristicas considered by
the respondents may be associnted to the fact thaot

a university setting will normally cherish knowledga
as the most important work value, Universities ara
gssentially built to enhance knowledge, therefore

it is not surprising that the value of some of its

workers attach to work are inclined to this directidomn.

The item "opportunity to help other people!
was ranked as the second most important work
characteristic by the respondents. For instance
this item had a total of three-hundred and ninety-
nine (399) computated responses with an itéh sﬁofe
of 4989. Pecple work essentially to produce goods
and services for the society, therefore opportunity
to produce either goods or services is a central

themg in the worker's motivation to work. It is
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normal for the respondents that participated in thio
study to indicate that one of their metivation teo
work is to find vpportunity to help other people.

The dtoem "personal interest in work" was the third
most important work chnaracteristic considered by the
respondents. This item had a total of twe=hundred
end fifty-nine (259) computated responses with an
item score of .642. When an individual has personal
interest in am activity or object it means g
commitment, This interest usually impels the
individual to seek out particular objects, activitdes,
akills, undefstanding or goals for attention and
acquisition. Interests provide driving forces in
broad directions. The three most important work
characteristics were crosstabulated in order to =00

if differcnces could be trouced to demographic faciors,.
The data in Table 4.8 were crosstabulated with the
gex, occupational categories, marital status,
educational categories and the ranks of the respondonts.
The results obtained did not show any significant

difference.

The second gquestion was reframed so that the
raespondents might indicate three work characteristics
of Ygreatest concern" to them. They were to rank

the work characteriatiecs as follows: 1 work
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characteristic of M"greatest concern"; 2 work
characteristic of "second greatest concern® and

3 work characteristic of "third greatest concérn“.
This was purposely done te find out if the respondent#
will be consigtent in their choicess The results
indicated that the item “opportunity to help other
people™ was the item of "“greatest concern® to the
respondents. For instance this item had a total of
gix~hundred and thirty-one (631) computated responses
with an item score of 1.561 and thus the most
popular work characteristic among the thirteen work
characteristic presented in the guestionnaire. e
dtem M"increase knowledge and skill" which was the
most important in the first guestion is now the
decond most important work characteristic. For
instance the item "increase knowledge and skill"V had
a total of three-hundred and thirty (330} computstoed
responsSes with an item score of ,817. The item
topportunity for rapid advancement suddenly appearad
as the third most important work characterigtics
with a total of two-hundred and thirty-~three (233)
computated responses with an item score of .577.

The item “personal interest in work" which was thae
third most importunt work characteristiec in the
first question is now the fifth most important

work characteristic. From these results the writoxr
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was able to observe that the respondents were able
to identify the work characteristics that were of
dmportance to them, but they were not consistent i=

their ranking of these items (Tables 4.8 and 4.9).

Question Numberxr 11 presented thirteen work
characteristics (the Saﬁe Qs questions 9 and 10)
but asked respondents to indicate only three worl
characteristics of least concern to them, They wera
to rank them as follows: 1 for the least concerunug
2 for the second least concernj and 3 for the suird
least work characteristic of concern to them. The
data in Table 4.10 surprisingly revealed that the
item making a lot of money" was the work charactexrdstic
of M"legast concern™" to the respondents. This iten |
had a fotal of five-hundred and ninety-eight {598)
camputated responses. The literature reviewad
earlier in this study - Peil, 1972; OnyemeLlukwe,
1973; asiwe, 1984; aArene, 1985 - show that the
ifrican or Nigerian worker values money more than
anything clse in his work; Heal life situations
Bhow that many full-time workers now also engage
in part-time enmployment to make the ends meet.
It is unrealistic to imagine that Nigerian workcers
would indicate that making a lot of money was tha

least work characteristic to theme If we go throusl
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the pages of the Newspapers we shall be amazed to
sece the number of workers that are associated with
Lrowdulent acts, ewmbezzlement of public funds and

other financial mismanagement.

The item "avoiding a job which takes too mueh
out of you" was the second df "least concern" to
the respondents, This item had a total of five=-
hundred and sixty-six (566) computated responses
with an item score of 1.401. The item "“chance to
oxercise leadership" was ithe third of "least concazmn®
to the respondents. This item had a total of twow
hundred and fifty-four (25%) computated responses
with an item score of .629. The most .favored 1ltems
"aveoiding a job which takes too much out of you,
f'chance to exercise leadership" and making a lot of
rioney were crosstabulated with the ranks of the
respondents, The regult of the crosstabulation did
not show any difference in all the two items, excent
"uaking a lot of money". The item "making a lot of
money was crosstabulated with the ranks of the
respondents and the probability of significance
was 205609, therefore null hypothesis was rejectod

at 205 level.

The findings show that 55 percent of the

respondents (223) planned and prepared for their



present jobs themselves; whereas about 45 percent
of the respondents (181) got their jobs through
other influences in the society, such as parents,
uncles, teachers, friends or relations. Vocationsl
choices of people should be compatable with their
dnterests, abilities and aptitudes. Both the o
indivi&ual goiﬁg in.for a job and theljéﬂ;must it
themselves. If this is done the individual will
enjoy the job and is likely to do well and be
happy with it. If this is to be achieved there
should be career education for the youth right
from the primary school level up to the university.
There is the need to show how education affects
work and how work affects education. There should
‘be a relationship between the world of work and

education.

The respondents iﬁdicated that they had good
attitudes to work. For instance about 91 percent
of the respondents (365} indicated that in Table
4,12. On the whole about 9 percent of the
respondents indicated negative attitudes toc work,
Even though this number represents a small propore
tion of the respondents it is important that the
university seeks ways it can identify these

attitudes and finds solutions to themhme.



Hypothesis 2 states that there are no significcnt
differences in the attitudes of senior, intermedicie
and junior staff to work. The data in Table 4.13
are crosstagulated with the ranks of;the respon&ents.
The raw chi~square was 12.13006 with 10 degreces of
froedom and the probability of significance was 2870k,
therefore null hypothesis is accepted because it ig ot
slgnificant at .05 level. The same data in Table &,12
were crosstabulated with the occupational categorisg
of the respondents. The raw chi-square was 65.294%
with 56 degrees of freedom and the probability of
significance was .0001, therefore null hypothesis

is accapted at 405 level of significance.

Question Number 14 reguested respondenﬁs to
compare the systoem of promotion in the shmadu Bello
University with those of other universities in
igeria. The findings show that about 70 percent
of the respondents (284) did not kxnow whether it
was the ahmadu Bello that had a better system of
promotion or other universities in Nigeria. About
10 percent of the respondents (38) indicated that
other universities in Nigeria had better systems of
promotion than the Ahmadu Bello Univergity. Fiftesn
percent of the respondents (61), however felt thet
the ahmadu Bello University and other universitiles

in Nigeria had the same system of promotion., From
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the findings it is obgerved that a large proportion
of the respondents (284) about 70 percent were
ignorant about the system of promotion in the phmodu
Bello University. There is the need for the Ahmada
Eello University administration to educate its
employees about the system of promotion. If the .
staff of the university are made aware of the systenm
of promotion in the university the feelings of
injustice due to lack of pay equity will surely
improve the attitudes of the workers to work. The
data in Table 4,13 were crosstabulated with the
aducational categories of the respondents. The rgair
chi-square was 49.93688 with 24 degrees of freedom
snd the probability of significance was .0066, tharefors
sull hypothesis is accepted because it is not

gignificant at .05 level.

5.2 Job Satisfaction of the Hespondents

The data in Table 4.1% reveals that 47 perceat
of the respondents (190) indicated that they likes
their present jobs very much. About 48 percent of
the respondents (193) showed that they liked their
present jobs. On the whole about 95 percent of tha
respondents (383) were satisfied with their present
jobs. The data in Table 4.14 alsc shows that most

of the respondents in the group sampled were
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gatisfied with their present jobs. However, about ¥
sercent of the respondents (21) were not satisfied
with their present jobs. Even though only a small
proportion of the respondents were not satisfied

with their present jobs, there is the need for tho
university authority to identify the causes of theix
dissatisfactions and to seek solutions that might
improve on their satisfuctions. Those respondenis

who were satisfied with their present work, the
university authority should seek ways it will mailztaln
their job satisfactions and even improve upon ita.

The data in Table. 4,14 were crosstabulated with tie
ranks of the respondents. The raw chi-square wne
12424182 with 8 degrees of freedom and the probgbdlity
of significance was .1%07, therefore null hypothesis
is accepted because there are no significant

differences at .05 level.

When respondents were asked to show how much
of the time they were satigfied with their present
jobs, the datan in Table 4.15 show that about 31
vercent of the respondents (123) were satisfied
with their jobs all the time. aAbout 43 percent of
the respondents (170) were satisfied with their
nresent jobs most of the time. About 18 percent of

the respondents (69) indicated that they were satisfiod
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with their prescent jebe a goed deal of the time.

In order to find out whether the demographic

factors of the respondents might have influenced

their job satisfactions, the data in Table 4,15

were crosstabulated with the ranks ol the respondarta,
The raw chi-square was 17.12385 with 10 degrees »I
freedom and the probability of significance‘Was
«0717, therefore the ranks of the respondents did
not show significant differences in the satisfactlox
hey derive from their present jobs. The data in

~Table 4.15 were crosstabulated with the educationeci

categories of respondents. The raw chi-square

~was B8.68793 with 12 degrees of freedom and the

»robability of signifiCanFe was 7293, therefore

the educational categories of the respondents did

not create asignificant differences on how much of

the time they were satisfied with their present jobs.

Table 4.16 provides data which shows that 14
percent of the respondents (57) liked their
departmental promotions very much, while about
33 percent of the respondents (133) just liked
their departmental promotions. sbout 15 percemt
wf the respondents (59) in the study said that
they really did not care about their departmental

.bromotions. About 33 percent of the respondents
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: A
(132) did not like their departmental promotions,
and about 6 percent of the respondents (23) indicntel
that they hated their departmental promotions. Cn
thie whole about 53 percent of the respondeﬁts (214)
ware not satisfied with their departmental promotiors.
Zromotion is cone of the main motivations for worker s
to put up their best in their jobs. This being tha
case it is important that any organization promoting.
its =staff should be consistent with the set critexria
for promotion, If workers promotions are withheld’
for no obvious'rcasoﬁs it can be very demoralizing
to them. . This can affect their attitudes and
eventually their job éntisfactions. The data in
Table 4.16 were crosstabulated with the educational
categories of the respondents. The raw chi-squaras
was 12.07212 with 16 degrees of freedom and the
probabiiity of significance was .7390, therefore
the educational categories of the.reSpbndenfs digd
not affect their patterns of satisfaction with

departmental promotions.

Two types of relationships exist between any
organization and its employees. The employees
have a variety of expectations of the organization
and.the organization a variety of expectations of
them. These expectations cover how much work is to

be performed for how much pay, thc_whole patterﬁ of
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rights, privileges and obligations 5étween the

worker and the organization. One of the basic
motivation to work is the salary people receive in
exchange for their time, abilities, skills and
afforts. In this study respondents were regquested

to give their epinions about the salaries they recnive
in the university. The data in Table 4.17 show

that about 11 percent of the respondents (43) felt
that their salaries were very good. About 473 poroaat
of the respondents (171) said that their salaries
ware good. About 43 percent of the respondents (159)
indicated that they were just managing with their
Balaries. On the whole about 53 percent of the
rospondents (214) were satisfied with their salarios,
vhercas about 47 percent of the respondents (190)

were dissaptisgfied with their salarics.

Money is a major extrinsic reward, It has
been said that "although it is generally agreed
that money is the major mechanism for rewarding
and modifying behavior in industry... very little
i5 known about how it works (Gibson et al. 1979:
387). To really understand how money modifies
behavior, the perceptions and preferences of a
person being rewarded financially must be understood.

It has been found out that the individual salary



-nd bonus plans seem to be best if management is
attempting to link pay and performance (Gibson et al.
1979: 389). The bonus plans are generally more
affective than the salary plans. Bonus plans
typically are related to the current performance of
the employees. Salary plans, on the other hand,

are often related to past performance.

When respondents were asked to mention two
najor reasons for their Jjob satisfactions the
following data were obtained (Table 4.18):

(i) About 25 percent of the respondents (100)
indicated that they were satisfied becrusa
of the economic rewards their jobs bring
to them,

(ii) Twelve percent (12) of the respondents
{50) were satisfied because of prompt cond
regular payment of their salaries,.

(iii) About 1i percent of the respondents (44)
were satisfied because their jobs were
challenging to them.

{(iv) Eight percent of the respondents (33)
were satisfied because their jobs had
provided them with copportunities to

acquire more knowledge and skills.
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(vi}
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Also eight peréeﬁt (8) of the respondents
(33) were satisfied with their jobs bzeauzo
their jobs provide them with opportunitieces
to know people outside the universitye but
Only aboﬁtlj percent of the respondents

10 were satisfied because of the promotions
they receive in thie university. On the
whole about 80 percént of the respondents
(324) indicated that they were satisfied

with their present jobs.

In the same manner respondents who were not

satisfied with thelr present jobs were requested to

mention two mnjor aspects that make them unhappy

in their jobs., A summary cof their responses to

this question as contained in Table 4.19 were as

follows:

(i)

(ii)

About 10 percent of the respondents (40)
associated their dissatisfaction to
irregular promotion showing sectionalisng
About 5 percent of the respondents (18)
purely Jjunior and intermediate staff

said that they were digsatisfied with
their work because the university
administration has been cmphasizing too

much on paper qualifications ror promotion



instead of years of working experience,
efficiency and honestyy

(iii) About &4 percent of the respondents (16)
were dissatigfied with their work becauso
the university adwinistration has not boeoax
listening to staff problems;

{(iv) Four percent of the respondents (17) werao
dissatiasfied with their work because of
lack of appreciation of their contribution
to the university by their immediate
leaders. On the whole about 36 percent af
the respondents (127) indicated that they

were not satisfied with their present jobha,

5.3 Conclusions

Two important conclusions that can be drawn

from the findings of this research study are:

1w A high percentage of the dissatisfied (10
percent of the respondents) respondents have theix
grievances centred on irregular system of promotion
in the university. Promotion is an extrinsic
reward to a worker in appreciation of his past
performance. Each year workers wait anxiously to
Bee if their efforts have been appreciated by theix
organization through their annual promotion. It is

an important aspect of the worker's lives. The
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difficulty with promotion is that when there are no
established criteria for promoting staff fairly it

¢non be a source of frustration for employees.

4 good number of the respondents (about 45
percent of the total respondents (181) indicated
that other influential persons helped them got thods
present jobs. This shows that they had no idea of
the job demands before they were employed. They
2lso never had the chance to decide whether they hiod
the skill to perfortn these duties efficiently or noct.
This type of career choice ig haphazard and can
result to career instability and job dissatisfaction,
frustration or even re-allocation of talents into

new occupations.

There are two types of conditions that affect
the likelihood that people will worke One i3 econonde
in natures« That is in order for people to work
there must be some opportunity to works There must
be a demand on the part of members of a socliety fox
goods and services and a demand on the part of
employers for people to produce these goods and
gervices. About 53 percent of the respondents (214)
feolt satisfied with their salaries. Salary is g
basic motivation for people to work and should be

accorded that concerne.
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5.4 Implications and Recommendations

This study was designed primarily to find oud
wirat "work"™ means to the selected staff of the
Ahmadu Bello University, their attitudes to work
ond job satisfaction. On the basis of the findings
(data) of the gtudy, the following recommendationg

are made.

S.%.1 The Need for Making Education Relevani

The workforce now in our industries,
universities, ministries and other organizations were
gschaool children some years back- The workforce cof ths
Future are now in schools. From these established
facts it can be said conclusively that schools

inevitably are the sources of the nation's workforcs.

It is generally said that “Education"™ is the
key in unlocking the door of modernization. When wo
remamber that modernization is an impertant index of
development, and with values of modernization being
50 evident and so dominant over traditional values
education almost justifiably comes to be indis-
c¢riminately accepted as the only insitutional
means to the new goal. In fact education can help
u8 achieve sc much in this direction if it is

made relevant for the individuals benefiting from it.
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If we are to meet our educational responsibdilitios
t0 the youth, we should no longer tolerate an
oducational syste@ thqt ;gnores the world of work.
This is evident in fhé burden of mass unemployment
resulting from popular education. This mass
education comes with its sad production of a mass
of suffering unemployed citizens. This can be
remedied if occupational information is adQQUate;
if youth in the vocational track receive adequate
academic training necessary for entry into senior
secondary schools or immediate employment, A good
thing to do to remedy this is to redefine vacaticaal
oducation at least in part as that aspect of an
educational experience which helps a person discovex,
define and redefine His talents and to use them 1z
working toward & career. Preparation for work asg
well as work itself is not only means of obtaining
sconomic security, but is an important means for
the individual to develop himself and gain a

positive self-image which enhances job satisfaction.

An effective occupational and vocational
education should begin at the primary level where
¢hildren are introduced to the concept of choice
between achievement through verbal or abstract

performance and achievement through manipulation
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and demonstration with real objeété; Alprominent
feature of primury education should be continuing
discussion .of how man uses work to support himseld,
10w the major types of occupation use knowledge cnd
of the fact that not all productivity is verbal. AL
major objective of primary education should be to
Beek out the talent in ecach student and show itz
rclationship to the world of work. Vocational
guidance programme is to be introduced to acquaint
he students with the workings of industry and
commerce, and to help them watch their talents to
T
their carder objective. There should &e att annu:l
¢ wreer-objectives analysis for each student Qs
diagnosed, discussed predicted and evaluated by the
'combined resources of teacher-made examinationsz -nd
stoandardized tests., If this can be reviewed from
class 3 to 6, it would enable students to underst-nd
the relevance of school and their performance in
relation to their anticipated careers. If this is
to succeed the nation requires a complete and
continuous inventory of the compositioﬁ of the
workforce and employment market, a‘description ol
the skills needed to function in each occupation rnd

o detailed definition of performance criteria in oeath,



The nation should identify occupational arecos
that reflect.nafibnal shortages and high future neooeda.
It should improve vocational education by including
people from business, industry and organized labox
who are knowledgeable about career opportunities off
the fufurc; If this is made practicable the scheoola
would have expanded to include all the community agnd
its economic activity. Education would have bean
available on a life-long basis with the individual
raturning at appropriate peints either on a full-tines

or part=time bagis for retraining and up=-grading.

If well implemented, the 6.:3.3.% system of
aducation has provided successive decision points
at which students would be prepared to decide to
pursue a job or seek further educatien. This has
the advantage of helping students to enter the world
of work with skills, knowledge and attitudes that
make them immediately and appropriately employable,
Finally, the nation should recognize that employment
is an integral part of education, therefore there
should be a continuous interwining of education and
work as the means by which career actualization is
attaiﬁed. If this is to occur every school should

become involved in employment placement activities.
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..‘5,4.2 The worker

If work is to be meaningful and satisfying
40 the individual, the appraisal of the individucl
in terms of his ability, temperament, interest
and educational achievement should be routinely
utilized in career development. Also of equal
inportance are the factors that can shape and
influence the world of work and the relationship
of the worker to it. If it is appropriate to
aiscuss the ability of an individual as it bears
onn the possibilities of entering a particular
field, it is equanlly important to look at the
amployment restrictions and the life style cof the
Adndividual. Selection of career goals therefore
should include a consideration of how the individusal
fits the occupation and how the occupation fits

the individual.

5.4,3 Guiding Workers Attitudes

A8 earlier mentioned, when workers are
omployed they must have formed certain attitudes
during their school days, during their previous
wo;king experiences or when they were at home.
These attitudes may be related to the wofk they

are doing, the employers, the other emplovyees

(co=workers) or the immediate leader. When many
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employees are working together, there is likely to Dhs
dissatisfaction shown by sore toward the type of worl:
they are doing, the employer, the other employees or
the immediate leader. when employees have grievancag,
they should be dealt with promptly and objectively.
Ldministrators should listen to the grievances of
amployees without pre judice, learn all the facts in
the situation, act fairly and promptly, report all
grievances to the irmediate leader and show a sinoeXra
interest in the complaint. Justice and fairness
ghould be considered as the rights of every employoa.
Jork assignments should be made in terms of degree w=f
successful performance and promotions should follew

a definite pattern.

S5.k44 Promotion ..
Promotion is one of the variables that have baoan
found to frustrate employees. For example about 10
parcent of the respondents (40) indicated that they

r
weare dissatisfied with their work because of irregula:

promotion showing sectionglism,. (Table 4.19).
“romotion provides the worker the hope that within
a specific time or after a specific training there
should be a shift in the position a person holds,
Fromotion enhances and projects the status of an

employse. With all these as attributes of promotion,

each organization should be careful on how it promotes
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if; staff because it is both a‘éabfcé of joy and é
gsource dissatislfaction. If promotion is to be acocorded
its right position, it should be based on a set of
criteria. These criteria must be related to the
éffective_performance of the holder of the jobi o
instance it will be pointless Yok a Job which demends
humati dexterity to have the triterid for promotihn
%mphasiziné huﬁan relationships~l Base 9n the date
oollected the writer would like fb ;uggest td the
ihmadu Belle University Zaria that definite criterda

be established for brdmoting its staff in each ol the
departments and ﬁnits. These cri:ter‘ié lﬁasf .m;‘.‘)t
necessarily be the same but must relate to the effootiva
performance of the employees. IDuripg a prbmotion
axercise all the wotkets should be givén letters as

to why they are promoted or nots A copy of this letdox
ghould be kept in the file of the employee. When
People are employéd.for the first time they should

ba told their rights and responsibilities to the
university and the rights and the responsibilities

of the employee to the university. If new rules,
regulations or policies are being introduced the';
employees should have adequate Knowledge 6f thesao
rules, regulations or policies and if possible they

should participate in making them,
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5.4.5 Communicatidh Structure

The daté in Table %.19 revealed that about n
percent of the respondents (16) were not satisfiad{
with their present work because tﬁe university
administration was not listening t6 staff problems.
Aiso about 11 percent of the respondents (42) made
suggestions related to the university administration
(Table Q.QO). It is an accepted fact that if the
channels of communication fi;hign organization aro
restricted, the morale of of the workers may be low
for those whe-are not in a position to know what dg
going on and how to help in making decis;ons.
Therefore, there is the need for the university to
astablish a two~way communication system between the
university administration and the rest of the worikera.
If that is done it has the following advantages)

(i) This gives the group as a whole the benafit

of each members idea;
(ii) 4t gives the individual members a feeling
of personal involvement in group goalsj; and
(iid) 4t gives the university administration an
important basis for making and evaluating

decisions,

Seto6 In-Service Training

The data in Table %.20 showed that about 10

percent of the respondents (39) suggested that the
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university administration should improve on its
inwservice training program and onethe-job training
for semi-skilled workers. An in~service training
program should be introduced in all departments and
uwnits in the university to up-grade the skills of 211
categories of workers. There should also be on~the-
Job training for junior staff who have little skills
in their jobs. Adequate funds should be made

available so that researches can be conducted in ths

universitye.

5¢4.7 Summary of Recommendations

1e Career education to be introduced in
the primary schools where children are
made to relate their abilities to

anticipated carcers,
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The nation should have a complete and
continuous inventory of the workforce znd
the eﬁployment market, giving details of
the skills needed in each occupation and
a way of evaluating performance.

People in business, industry and commerco
should be involved in career planning of
children because of their knowledge of
carcer opportunities now and in the near
future,.

Education and employment should he
integrated. There secems to be a marked
distanca.between the two now.

Thore should be an appraisal of each

individual in terms of his ability,

tenperamcnt, interest amd educational

achievement. These should be related to
the factors that can shape and influence
the world of work.

When cemployees have grievances, they
should be dealt with promptly and
objectively. Justice and fair-play shcul¢
be the watchwords of the administratora.
There should be definite criteria for
promotion and it should be strickly
followed, If possible there should be

participative management incluyding the
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employees when new policies or regulations
are to be introduced.

8. There should be twdeway communication
between the administrators and the rest
of the cmployees. This will improve tho
esprit-de corpes of the university.

9. In-service training should be given to
all staff to up-grade their skills.

10. Adeguate fund to be available four
lecturers to conduct researches into
some of cur various socialygnd econonic

problems.

55 Suggestions for Further Studies

AS earlier mentioned, this research study
wos conducted in only Kashim Ibrahim Library, the
foeglstry Department, the Estate and Works, the
Sick=Bay Main Campus and the Faculty of Education,
therefore it is limited in scope. Moreso it only
sampled the opinions of four-hundred and four (40%&)
staff of these¢ departments and faculty. This being
vagse, there is no justifiable generation that can
Ee made outside this sample. In view of these
limitations the following suggestions ara.made for

further studies:



1)

(1d)

(iid)

(iv)

(v)

164

A nation-wide survey of what wofk me ans

to individual workers, the study of various
occupations, job attitudes, job characw
teristics and job satisfactions be carripd
cut by individuals, ministries, universiliias
and research units in the country;

the work values of Nigerian workers and

how they affect choices of occupationsy

the effects that lower socio=economic

roles have in the development of work

habits in Nigeriaj

changing workers attitudes towards the

organization and work; and

the same research be conducted in other
Departments and Faculties within the
university so that more wvalid conclusions

can be made.
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Department of Education,
Faculty of Education,

Ahmadu Bello University,
Zariao

3rd Octcber, 1985,

KEQUEST F.'R FPERMISSION TO CONDUCT A
HRESEARCH SURVEY.

I shall be very grateful if you permit me to
eonduct a survey on the opinions of senior, intermediate
and junior staff in your department., The topic of the
research is WURK: WHAT IT MEANS TO THE AHMADU BELLO
UNIVERSITY STAFF, THEIR ATTITULES AND JOB SATISFACTION,
This project is in partial fulfilment of the requirements
for the degree of M.Ed. (Guidance and Counselling) of
the Faculty of Education, Ahmadu Bello University, Zariae

Anticipating your kind cooperation please.

Very sincerely yours,

Danjuma Gigin (Student),
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FACULTY OF EDUCATION™
AHMADU BELLO UNIVERSITY, ZARIA, NIGERI2

(OFFICE OF THE DEAN)

Vico-Chancellor: Prof. ANGO ABDULLAHI
B.Sc.,, M.S¢, Ph.D

Deon: DR A. A. SAMBO Telephone: 32692 Z
B.Sc., PGCE, M.Ed Ph.D, Telegrams: UNIBELLO Z.

b [ | e e

Our Ref:. FE/H.2 . Date.22nd_Octoper,ig

Mallam Danjuma Gigin,
Department of Educatio,
Anmadu Bello University,
Zaria,

Cear Mallam Gigin,

REQUEST FOR PERMISSION TO CONDUCT A
RESEARCH SURVEY

Reference to your letter of 3rd October, 1985 on
> the above subject, approval is hereby given for you +o
conduct a survey on the opinions of senior, intermediate
and Jjunior Staff in this Department/Faculty,

Yours sincerely,
7% [ D//.
i > Eﬁ%‘r!‘%‘-"?{'-}: .

(H{ A, Bello)
for: Dean of Educ ’n

Assistant Dean P|G Dr, Funsho Oluyitan, 8 Ed., M.Ed., Ph.D.
Assistant Dean U/G. Dr. Q. J. Jegede, P.hD.
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AHMADU BELLO UNIVERSITY P
KASHIM IBRAHIM LIBRARY @

T+lephone : ZARIA 0-632-2553 ZARI/
Telegrams : LIBRARY UNIBELLO ZARIA NIGE.
Teex: 75241 ZARABU NG.

Towr ref 1

| 3rd Octcber 1325
O ref : <IL/C .1

The Head of Divisions,
Vashim Ibrahim Library,
Ahmadu Bello University,

*
T ogv
ALY A4S 409

= |

)

n

]

(<)
[l
3
-

e g B m Sl a ) a -r\ m
R%. RENUEST WOR RT3 ICN TO SoNDUL L
WS AGH SUAUEY

= ; « xot
il has AppProa wp. Danjum Giglin’s
e University Litrarisn nas &t nroved N, J

g8 R
anpver titled "VWORR s i 1T
ranquest to sonduct research Survelr :mjﬁ“ o T DES

o e ey OMADR
wIANS TO THE AHMADU BRILO TMIVENIITY STAFY,
vy T0B SLTISTACTION in the Litrary.
s 1184 ~anartta i ih FAm
Tt will be apprecizted 3 ¢ you could cooparmbe
in his Research studies,

henks.

3

. .
{ours sincaerell,

Shuaibu S. Aﬂn“? N

for: UNIVERSITY LIDH~AXdA
sinshim Ibsahim Library,
TG Bello Baleds3fo,

TARTA



175

T Mo Vilzeclapy off *rxkyn, Al sactl

SR P W
TNV hatats Sesigs Iy
| w) \/

vimedny Vo lo 0 wegzalty,
umr' t ---‘2."1‘;.

hrﬁ'  Fegnipch Prolct
The boar Mee Danyjumn Jigin 1s @ pesecxch atudent 4n U s vrooxtaene
4 Laugatione

e L comaactig svaacsoh o wocRare viaw on ol snd (b moatlaf cetlon

my ol wiuld ecsire powe coperstion dn gotting wom of - our sdone o olng
AL im hla Mectiagldsune
. £ Wrrsve Wt you glve hls mext help ot Soopas s Listie
)
./ ’
p
_lfj.l
[
| o lt.r AN Jy
Fge Uirxe ator of arks
L3 The 2usl “tng Cainten nee
" " llectricnl f-m.tmw
“ Frojeat tiare frchitect
“ :-'r..c.. Eivil Loyl ..f::- g4 o
e ..L l.-l -1. qu J - i .‘- ; -— \‘
" owluer ~iCle
i
('"L-‘_kt ,-'_‘_w [ P,
.J




174
APYuElNUIX B

" RESEARCH QUESTIONNAIRE

WORK: WHAT IT MEANS TO THE AHMADU HELLO
UNIVBRSITY STAFF: THEIR ATTITUDRES TO WORK AND JOB

SATISFACTION.

Deaf Sir/ﬁadam,

I shall be very grateful if you will kindly
spare me some few minutes of your valuable time
to complete this questionnaire. The questionnaire
Gamples epinion about what "work" means to youy
your attitudes towards work and whether your jodb
is Batisfying to you or not in the Ahmadu Bello

University, Zaria.

PLEASE ANSWER ALL QUESTIONS, Give your franlc

and honest opinion on each of the quesations,. Thig
iz not a test sc there will be no right and wrong
answers, All your answersz will be treated

sonfidentially and will not be revealed to anybody,

All findings will be reported without
mentioning the name of anyone who participatéd in

the study,
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Your contribution to this study is greatly

appreciated.

FERSONAL INVORMATION - SECTION I

For items 1 - 8 please circle only ONE lettor
on the left that is applicable to you,

4e¢ @ Your bepartment/Faculty.

(a) Xashim Ibrahim Library
{b) The Registry Department Main Campus.
(¢) The Eatafe and Works Department
(d) The-Sick-Béy Main Campus, Samaru
{e) Faculty of Education,

2o  Your jex
(a) Male
(b) Female

3. Your Hank

| {(a) Senior Staff
(b) Intermediate Staff
{c)} Junior jtaff

4, Your main occupation

(a) Teathing and Research
(b) Administration

(¢) Librarianship

(d) Technician

(e) Clarical Staff

(f) Messenger

(g) Draftsmanship
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{h) Accounting

(i) Engineering

(j) Supervision

{k) Laborer

(1) Nursing

{m) Medical Poctor

(n) Driving

{o) Photography

Your Educational Qualification

(a) Completed Primary Education

(b) Completed rost=primary Education
{c) Obtained Ordinary National Diploma
(d) Obtaineu Higher National Dipioma
(e) Obtained Bacheior's jegree

{f) Obtained Master's Degree

(g) Obtained boctor of Philosophy (Fh.D)
{(h} Any other (Please specify here)

Marital Status

{(a}
(b)
(c)

Married

Single

Divorced

Years of working experience

(a)
(b)
(¢)

Under 1 vear
1 -~ 5 years

6 -~ 10 years
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(d) 11 - 15 years
(ea) 16 - 20 years
{£f) 21 - 25 years
(g) 26 - 30 years

(h) oOver 30 years

8o Your Age Range

(a) 15 = 20 years
(b) 21 - 25 years
(¢) 26 -~ 30 years
(d) 31 - 35 years
(e) 36 - 40 years
(f) %41 - 45 years
(g) 46 - 50 years
(h) 51 - 55 years

(i) 56 - 60 years

SECTION II

The purpese of 4his section is to findout
what "work" means to different categories of

workers in the Ahmadu Bello University, Zaria.

9 Below are thirteen aspects of a job. Please

read through all of them and CIKCLE THREE you

consider the MOST IMPOMTANT ASPECTS OF A JOB.

Flease rank the three most important aspects of g
job by using 1 for the most important aspect of g
job; 2 for the second most important aspect of a

job; 3 for the third most important aspect of a job.



(a}
(b}
(c)
(d)
{e)
(f)
(g)
(h)
(i)
(3}
(Xk)
(1)
(m)

480 A3

Increase Luvwledgy aud skill

Interesting work

Opportunity to help other peoﬁle

High salary or income on the jo%

Opportunity to be independent

Friendly and nice co=workers

Avoiding a job that takes to much out of you,
Chance to exercise leadership - o
Making alot of Lioney

Personal interest in work

Opportunity for rapid advancement

High prestige and social status

Variety in work assignments.

10. Below are thirteen job characteristics. Flsasoa

read through all of them and CInRCLE THHEE that arc »"

greatest concern to you. Please rank them as

follows - 1 for the job characteristic of greatest

soncern to you; 2 for the fmmn?d of greatest concern}

3 for the third of greatest concerna

(a)
. (b)
(c)
()
(e)
(£)
(g)

Increase knowledge and skdall
Interesting work

Opportunity to help other people
High salary or incowme on the job
Opportunity to be independent
Friendly and nice co-workers

Avoiding a job that takes too wuch out ol vou.
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(h) Chancé.to.exerciéé:leadership__
(i) Making alot of money

(j) Personal interest in work

(k) Opportunity for rapid edvancement
(1) High prestige and social status

(m) Variety in work assignments.

11+ Below are thirteen job characteristics (the ﬂamt;f'
*
as 10 above). Please read through all of them and

CIRCLE THHEE that are of least concern to yvous lzcss

rank them as follows: 1 for the job characterisgie
of least concern to you; 2 for the job characteristsie
you congider second least concernj 3 for the Jjob
gharacteristic you consider the third least coneocr.

(a) Increase knowledge and skill

(b) Interesting work |

{c) 0ppoftuni£y fo.help otﬁef.peoplé

{d) High salary or income on the job

(e) Opportunity to be independent

{f) Friendly.and nice tco=workers

(8) Avoiding a job that takes too much osut &£ you.

(h) Chance to exercise leadership |

(i) Making alot of nioney

(j) Personal interest in work

(k) Opportunity for rapid advancement
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(1) High prestige and social status

{m) Variety in work assignments.

SECTYION IIT

The purpose of this section is to find out
the varying attitudes of workers to their werk.
For questions 12 -~ 18 you are requested to CL#CLZ

CHLY ONE LETTER ON TEL LEFT that indicates your

honest feeling about each statement. "Any ether"

in the questicnnaire indicates that if rone of
the options is found suitable you should write

your own optibn,

12« How did you choos:: the job you are doing now?
(a) I planned and prepared for it myself.
(b) My parents helped me got this job..
(8) A relation or friend helped me got this
jobe.
(d) I got this job by luck, I was not prepsrad

for it.
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il
v
(e) 1y teacher helped me got this job.

A % j'z—'.

T O]

(£f) Any other (i;lease specify here)

+ — B L I I I T

13« How do you always feel il you come late te roxizt

(o) It does not bother me at all.

(b) Hhany people comellﬁte so do 1.

':- (¢) I always feel bad about it.

« () I feel happy because the‘number of houzn
'“L:hﬂi'l shall spend on the job are reduced.
'.rL{e) I feel nothing about it.

(f) 4any other (:lease specify here)
] . o . -

e

AT
(EEOR A

Y ey

SECTION IV~ ==

The purpose of this sectien is to findout“-
whether vorkers are satisfiéd or dissatisfied with
their jobs. xemember Lo circle one letter as
sarliey indicated, )
1%, How would you compare the system of promotio..
in the Ahmadu Bello University with those of othaxr
.universitiea in uigeriA?

(a) Ahmadu Bello University has a better
eystem of promotion than those of other
univeraities in Nigeria.. -

(b) Other universities have better.f}omntitf

system than the Aihmadu Bello University,



(¢) Ahmadu Bellio coiversity and other
universities have the same system of
promotion.

(d) I do not know.

(e) Any other (Flease specify here)

15« Show how much of the time you feel satisfiec
with your present worke.

(a) All the tiie.

(b) Most of the time.

(c) A good deal oif the tine.

(d) About half of the time,

(e) Occasionally

(f) Seldom.
15. Show how sutisfied you are with your
Departmental promotion.

(a) I like it very much.

(b) I like it.

(c¢) I really do not care.

{(d) I do not like it.

17. -Show ﬁqy s§t;§fi-d_xgu are with your presc: &
work.

(a) I like it very much.

(b) I like it.

(¢) I really do not care.
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(d) T do not like it.

(e) I bate it,

18. ~What is your opinion about the salary you
receive in this university?

(a) It is very good.

(b) It is good.

(c) I am just managing with it.’

(d) It is not good,

(e) I do not know. Voo

’

For gquestions 19 - 21 you are requested to
write down your answers on the lines provided.
19. If you are satisfied with your work, what are
332 major satisfactions you derive from it?

(a)
(b)

20« If you are not satisfied with yowr present
work, what aspects of it make you unhappy?
(a)
(b)

21; If the university gives you the chance to maka

two important suggestions which you consider very

important to the welfare of yourself and that of

other workers, what will you suggest? \
< (a) )
- (®) ' ———

THANK YOU FOk PARTICIPATING IN THIS RESEARCH.



