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ABSTRACT
Human capital is the pivotal of organizational effectiveness and· the most valuable asset

available to an organization is its people. Retaining employees in /heir Jobs is crucial for any

organizational productivity and competitiveness. Satisfaction of employees will increase

próductivity and increase outputs for the organization. The aim of the study was lo investigate
the effect of inadequa,te labor compensation on job satfafaction among the employees in the

public service. The main findings of this study indicate that there is an inadequate level of

compensation provided to employees. Morn! incentives, rewards, benefits, and promotions are

factors found to have sign if/cant impacts on employee pe1formance in lhe public service. Finally,

this study has verified fúrther research opporlunities /hat could enrich the understanding of

compensation in the public service. The research also suggested on i?ays through which public

service could be made attraclive to potentials employee. To asses and recommend connection in

the compensation imbalances i/"any in the public service as we said earlier. this research work is

aimed at seeing tlwt whether ?ompensalion is apprecimed in the public service or the public

workers productivity level. Compensation is lhe second to personal problems after inventory

I taking and is the system of rewarding an employee for the services renderers.
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CHAPTER ONE

hO INTRODUCTION

Compensation is a fundamental component ofhumnn resources management, i1 ,,uvcrs economic

reward in the fonn of wages and salaries as well as benefits, indirect c,ompensation or

supplementary pay (Ojo, 2008). Compensation emanates basically from the fact that it provides

income to workers and constitutes an important cost item to the employer (Martocchio, 2011).

_I

I
II.

I

The Relationship between employers anel employees, and organisation is expected t,o be

mutually reciprocal. The employer expect employees to give their best in the meus oí monitoring

their performance, learning to develop themselves, adhere to rules and regulations in the

performance of the assigned duties to increase productivity. They also expect their employees to

be innovative and take initiative and address probkms on their own. Employees on the other

hand are also looking up to the employer or management to provide lhe ncccssary tools anel

equipment they need to work with and also get fair compensation for the work they cio and the

other services they provide.

-·
¡

I

Many have said that the most valuable asset of an organisation is it is human Resource

and therefore they must be mMagecl efficiently to ensure increased productivity. Also been said

that compensation management is an area of the corporate world that has not been given much

attention hence the very rampant industrial actions experienced in the industry. Compensation

plays an important role in organisation that want to reach their objectives and their goals. It goes

without saying that organisation which do not properly manage this aspects oC h\lman resource

activity very well will have a negative impact on the total performance of their employees and

impact on productivity.

1
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1.l BACKGROUND OF THE STUDY

The Jigawa State Ministry
?f Education, Science and Technology is a labor-intensive

organisation which requires , t ¡
.

·
. .m I ua cooperat1011 and good human relations tlmvc anel make a

positive impact on the people of Jigawa state (Fagbenle, et al. 2004).

According to Maslow's hierarchy of needs (1943, 1954) people in achieving organisational

objectives are motivated to do so by trying to achieve certain individual needs. i hesc needs are

what are spelt out in the five level hierarchy of needs he postulated in the li ve-stage models

which is well known in the field today.

It therefore behold on the management or an organisation lo take into consideration the

various needs o{ its employees in designing compensation packages them to influence

f
performance positively.

!

This research will apply the theoretical framework based on equity theory that examine the effect

of inadequate compensation, as it might influence workers motivation, job satisfaction, attraction

and retention at work.

•

1.2 STATEMENT OF THE PROBLEM

Compensation is usually narrowed to cash anel as a result, employers only have a tunnel vision
I

when it comes to the issue of compensation for their employees. Other aspects of compensation

which makes up the total compensation package for the employee are not given much attention.

Employees themselves fail to recognize the fact that their compensation is a package and not

only related to cash. The by-product of the above understanding of compensdion is that it is

poorly managed and most of the time performance is affected adversely.



1.3 AIM AND OBJECTIVES OF THE STUDY

The aim and objectives of this study are as follows:

The general aim of this study is to determiúe the effect of inadequate labour compensation on
employee performance.

? To find ou( whether the compensation is appreciated in the public service.
? To find out the way thrnugh which public service could be made altrnctive potential

employees.

? To find out why public servic? weaken pcrfi.in11 less than lhcir private cou11lcrpurls.
? To find out the way through which public service could be made attractive potential

employees.

? To identify the compensation packages available at .ligawa State Ministry of finance and

economic planning.

? To assess and recommends corruption in the compensation imbalances eat any in the

public service.

1.4 RESEARCHHYPOTHESIS/RESEARCHQUESTIONS

I. There is no relationship between compcnsa!ion anel produc!ivity in the civil service.

2. Wages and salaries and other allo,vrinces are unfoirly rcm1rnê-ratt'd in the
l

,, 1bl ic servi c.:.·

3. Lack of improved proªctuctivity by civil service has its roots cost due to improper

compensation.
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1.5 SIGNIFICANCE OF THE STUDY

The significance of this research work cannot be overemphasize as it will be important tq the
government and individuals, more especially employees in the Jigawa state ministry of finance
and economic planning.

The study will al.so assist the employees to understand the importance of compensation
towards the attainment of organisational goals, therefore in extend the project will encourage the
entire staff of the organisation to participate fully in strengthening the activities of, the
organisation.

Secondly, through this project government will understand the probkJ11s of inadequate
compensation, therefore the government will make necessary things lo ,;olvc lln: •;r.• problems by
adopting good compensation Style,

Above all, this study insignificant because it may contribute to knowledge, the students

and scholars who may be interested in the arca of lhe slucly.

1.6 SCOPE AND LIMITATION OF THE STUDY

Even though there are many Ministries in Jigawa state, this resem-eh work will only be restricted

within the Jigawa State Ministry of Education, Science and Technology.

The research focuses on compensation in the public sector in particular because it happens to be

the research's area of concern. ,It should be noted that I do not want to produce a complete new

salary structure for the civil service but rather to ex,1mine nnd ::inttlyz(· 1lw cun.¡-,
• -isJti;J¡1 ?:y?a._?1ü

I of the ministry which is the san1e in other state ministries, so we intend to examine and analyzedir

4
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round the clock to meet up with approved time. Financi,¡j constraints is ,ilso a problem
considering the economi e situation .

••••

the compensation system of the public services. In general, as it was a unified system and how itaffects the productivity of the employees in the service.

Another major problems that should not be left out are; tim? factor, the researcher have lo \vork

1.7 HISTORICAL BACKGROUND OF THE STUDY AREA

The ministry of finance and economic planning, Jiguwa State was established in 1991. The
ministry is headed by Lawan Yunusa Danzomo, a commissioner overseeing the affairs of the
ministry.

The ministry has the following departments namely: treasury operation, final aceount, internally
?

.'

generated Revenue, inspection and training, debt management, administration and Finance._¡

The core functions of the ministry as follows;

i. Management of financial resources and disbursement of funds to Minist,·ics, apartments

and agencies MDAs in Jignwa State.

ii.

iii.

IV,

v.

Supervision of the development of economic planning strategies

Expenditure control and reporting

Revenue mobilization anel generation

Preparation, production anel dissemination of periodic financial statements anel reports for

Jigawa state.

I
?·

,=,
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1.8 DEFINITION OF TERMS/CONCEPT

Wages: This is the sum paid to ti
1

1ose emp oyees who engaged in the acttial production. This
means the amount paid to laborers and foremen for the service they rendered.

Salary: This is the sum tl t
·

b
· ·

1ª JS emg given to employee by tbe employer at a prescribed period. It

Maybe monthly, fortnightly or weekly even daily.

Motivation: This is a means through which employees nrc encourngecl to put in their best for the

achievement of organisational goals. It can be a jam of money or promotion or gilt for a ce1iain

period.

Promotion: Is the process of upliftment of employees position from junior to senior officer and

it goes with his pay.

Collective Agreement: This is describing relationship that exist between an employer and

employee and tmion for reaching consensus on a certain bargain on lhe condition of service.

1.9 PLAN OF THE STUDY '

I
i
?

The plan of the study consist of chapter ant to livé" Chapter un,· co111prisc: !11", )i,l!•.m i11g:

Background of the Study, Statement of the Problem, Aims anel Objectives, Research

Hypothesis/Research Questions, Significance of the Study, Scope anel Limitation of the Study,

Historical Background of the Study Area, Definition ofTenns/Concept and Plan of the Study

Chapter two comprises the following: Literature Review and
Concept'.ial Frarncw?rk. Chapter

three comprises tbc following: Researcl: Methodology, Research Design, Population, Sample
size and Sampling Technique, Methods of Data Collecl1on, Methods of Data Analysis.

Chapter four comprises the ?ollowing: D?ta
Presentation and

_Data Analysis. Chapter five

comprises the following: Summary, Conclus10n anel Recommenclat10ns.

After the last chapter of the report, Bibliography, Appendix anel journal are included in the study.

6



CHAPTER TWO

LITERATURE REVIEW AND THEORETICAL FRAMEWORK
2.0 INTRODUCTION

·?

This research focused at examining the impact or effect of inadequate level compensation in
public service, with reference to the present minimum wage increment employers still
unattractive. Considering the Jigawa State Minislry of Education as our area or study in order to
come out with a reasonable effect, it is needed to form a sufficient frame and adequate
intellectual background to it ln so doing, the /itcr;ilt:rc rc1,inv will l,,rn:: ,,., ti,,: '.1u1L uf
different scholars regarding the way and manner in which tile concept and eva/ uule the concept

(compensation, monetary compensation, non-monet,ry compensation, wage:; anel salaries,

motivation, productivity and others) which togeiher constitute our topic or research,

2.1.1 COMPENSATION

ln the second most difficult personal problem after inventory taking and is the system of

rewarding an employee for the service rendered.

According to J.D Dunn and Frank lvL Rachel (1971): wages and salaries administration, said that

total compensation system as a reward for service rendered. The belief That unless you could be

rewarded it is worthy 10 _justify the msrnnption and sec how it applies lu lhe pu,-lic· ,ervice· and

how it is administered there in .

•

7
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2.1.2 COMPENSATION OBJECTIVES

Compensation objectives in theoretical perspectives of any sector (both private and public) many
assume to include the following elements to motivate employee unless there is Dimension
collapses from the objectives in the maintenance and that is something entirely.

2.1.3 TYPES OF COMPENSATION

Since compensation is a way of providing un employee for the services rendered to an

organisation or individual is there for differ from orgnnisation to organisation or individual to

individual. But JD Dunn and Frank M. Rachel (1971) in their book titled wuge and salary

administration, state that there ,:re two types of compensation thus:

l. Monetary compensation

2. Non-monetary compensation

l. Monetary Compensation

This is a view held by scientist management as the best and only way to incrcas? productivity in

an organisation. They believe that it is necessary to give the workmen what be want i.e high

wages and the employer what
h,e

wants is low labour cost.

2. Non-monetary Compensation

This holds the motion that monetary reward is not the only method in increasing productivity in

an organisation. These two extreme should be treated with emphasis on the role played by each.

Therefore nutritional composition which was the view of human relation move1Mnl emphasized

that factor other than pay is productivity in an organisation, in fact each movement have product

it is a compensation system.



2.1.4 COMPONENT OF MONETARY COMPENSATION

Workers remuneration from both monetary and motivational source, monetary the first payment
made and cost incurred, the pr?sent the bulk of work income anel can be measured and analysed
by money to many employee during most of the work rear one by far most important.

According to Robert E. Sibson, in his book (1974): Compensation, state that there are series of
different forms of monetary compensation, this form of compensation we are not design arbitrary
they emerged to meet different employee needs rn1CI orgunisation objectives, the most usable way
to identify them can be in terms of employee needs and organisation objee1ives. Monetary
compensation can be categorised into the following components:

l. Wages and salary

2. Bonuses

3. Fringe benefit

, l. "Wages and Salary: Essential wages and salmy rewarded for labourers accorcling to Robe1i E.

Sibson in his book compensation state that salary and wages are the best whid1 an employee

reward to self employment in the real contact of employee. The wages deserves all form of direct

labour cost include fringe benefit payment.

The amount the reward form that basic standard of living of an employee and in this total take-

home pay to employer it is a fixed cost of businesses and reflects all the evaluation of employee

work which he rendered.

2. Bonuses: Robert E. Sibson in his book compensation sees bonuses as Lum Sum awarded

usually on anmial basis, again bonuses is another aspect of monetary compensation and entered

9
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an award to an employee which signifies an extra income to. him, Generally speaking, bonuses is
paid in cash which help an employee modes of life and a reward for the achievement of his
objectives, when bonuses are given to an employee, he will really be motivated and try toachieve the objective of the

organisation, this is because his productivity level will increase.

3. Fringe Benefit: Organisation accumulate substantially more to their cost than agreed starting
salary, this is because when a new employee is engaged there me cerlain basic uverbcacl cost
associated with the accommodation and equipment him in the organisation.

Robert E. Sibson in his book compensation state that they are series of benefit provided to an

employee such as insurance scheme, which represent economic protection against risk payment
for time not worked because of certain essentialism c.g sick leave, annual lcaw e-te. Pension is

another employees benefits us\ially enjoyed by employee who have retired in accordance with

stipulated years of long service and lastly overli1111:-p,1yme11t.

2.1.5 MOTIVATIONALCOMPENSATION

Employee motivation remuneration as a source of compensation Factor should not be

overlooked, this is because they cio not involve actual payment of money anel the cost to the that

motivational dcrnuncl of c0111pensation me regarei as in direct and the impact un employee or

employer is difficult to measure.

Human motivation ure bnsccl, on needs weather considering a subconsciously frlt, summer

primary needs such as physiological requirement for water anel shelter, weathl:r needs may be

regarded as secondary need such as seli?cstcem .

•

Bereson anel Stamen define the term as an Innocent that energizes activities or hence asian anel

that Direct channel behaviour toward goal in other words, motivation is a general term applied to

10
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the entire class of drive desire d
,

' nee s, Wishes and s·1 ·¡
. F .

.
. . 1111 ar ·orce 1Ikew1se remote betweensubordmate lS to say that they do tl

·

.1mgs Which the tl
·

l·, h.
Y 11n

v_ ope was satisfying their drive anddesire, mduce the subordinate to &ct
·

d
.lll a esired manner.

2.1.6 MOTIVATION

'

Motivation are worse things which will ind 1

.
. .l ce an 111d1v1dual to perform, they may include higher

pay, a prestigious title, n name on the off, .ice door, the acclaim of colleague cost of other thingsthat find people a reason to perform T b . .
.

.
· o e su1e wl11le 111ot1vatcdreflect wants, they are the

perceived rewards or incentives tl t •I
·l

·m s mrpen t 1e dnvc to satisly this wants, 1l1ey are also the
means by which conl1ictin<> needs nn · b, • ...

,·¡ d
.

¡

· ·
"' ')' e J cconc1 e une nee, rnay be accepted ,;o that it will be

given priority over another.

2.1.7 PRODUCTIVITY

According to E.F.L Breach pri:1ciplc and practice of mrn1agemcnt which slate that productivity

however has been the subject of confusion anel controversy not so much in regard lo ways and

means of pursuing it is in the context of measuring what has been achieved, has lung been a topic

of argument anel Conflict but in the cases of pertaining the individual firm or in wider issues of

the nation economy.

2.1.8 INCENTIVES

By definition, incentives are external persuading Factor that encourage the motive which

· · ·

¡

·

c1· 'd "l in working harder matching the required per'cmnance in thepos1tlvely Dll'cct t 1e lI1 1v1 uu ,

• •

1
1 1- ¡ ethod used by organisations to encourage ernployees to workorgan1zatton, are a so (,e 1nec as 111

· · · •
.

.,1 .1 ,el immoral method of satisfying the individual's moral anelwith high spmt anel also as conc1e e <1

material desire.

11
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2.1.s.1 IMPORTANCE
OFJNCENTJVEs

Too i mportru,co of io?"'ivo, m igh,at,d from ,1,, "'"' fo,· Ih' "",,e Y,, '" , "' "'° "'"'"' ••d
,ppreci""" fo, his °' h eo o ff°"'. A ctw,ny, opp,.,;,,¡,,g Poop/, fo, >he o/fu" by gi vi1>g >h?
incentives is a very significant Factor in

satisfying the internal desires of un individual. The
individuals own skills are not enough to let them work with high productivity or less there is anincentive system just their internal Motives and then leads very hardworking cl'lort (Locke ª11dBraver, 2008).

2.1.9 EMPLOYEE
PERFORMANCE

According to Landy ( 1995) anel various other study work on cJ'ticícncy of' employees, indicatedin the fact that indivichwls that are satisfied with their work will have greater work performanceand thus grcakr job discharge than those who :11c• not sntíslicd wítl, r 'r 1vud,:;. The
perfonnance of highly satisfied anel lwppy workers is higher so the organisatioi: easily achieve it
is desired goals and objectives through this higher employees participation. Uut if the Finn

I
i
I
?

cannot motivate their workers successfully. accompaníccl exist in the cumpctitiw environment of
business.

2.2 THEORETICAL FRAMEWORK

The research used the classification of compensation pac!rnges used in lhe Nigeri:,n civil service.

A person focused pay is another compensation plan based on workers pocessiun of job-related

competencies, knowledge or skills rnther than required job performance. Class:!ic:1tíon include

salary, allowances gratuitv and pension.' •
I

12
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I

In thi.s catégorisatíon, S&lary is fixed amount paid to workers for the service or work done(monthly salary, yearly salary and promotional salary increase). Salary is calculated on a weekly,monthly or annual basis. It is designed to pay workers, administrative, professional andexecutive, clerical, sub clerical
employees (White anel Drucker, 2000). Thus, sulnry is also calledbasic pay allowances.

Allowances are monetary benefits other than salary offered to workers for specilic purposes suchas personnel movement, financial support and personal engagement allowances. Benefits aresupplementary compensation awarded to workers apart from the basic salnry lis n result of somecertain circumstnnces like retirement in this context. Pension is benefit pc,id 1<1 workers upunretirement monthly. A worker to be entitled to pension pay must pLrt in at least l O years of

I
i
=

service gratuity is lump sum amount 1x1id to workers ri/ler rctirenwnt( (Annslrnng,2002).
Dipboyr et al. (1994), categorised job satisfaction Theory into 3: The clunl fauur, compares and
cognitive theories. The dual Factor to highlight how job satisfaction is being inlluencccl by

i

intrinsic factors like respL1nsibilitics anel ,1êhicevcrnc11L ·rhis support the c,sscrt. "' til.it tk most

-·

i.
-

significant condition or cleterminmll factor for job satisfoction are intrinsic focturs (Borzaga anel

ii
?
!!!

;

j
-
-
ii
--

Totiia, 2006). This conclusion of sorne writers like l-Jersbcrg is misleading anel Vogue since the

prerequisite and achievement of any task is extrinsic Factor (rewards) as such it supposed to be

given priority not intrinsic factors. Therefore, job dissntisfaction is affecwd by extrinsic factors

such as salary and working conditions.

=

Kumpares theories cover concept such as need anel value. meaning that worker; ""Üür what they

expect to gain in their job and compare it with how it will satisfy their needs nncl value.

=
-

I
13



Z,Z.J
Abrãltant,\\11$Jow•s the?ry of

hierarchy of Needs
Abraham Maslow O 943, 1954) people in achieving organisational objectives ar? motivated to doso by trying to achieve certain ·

d, •ct111 1v1 lU\) needs. List needs are spelt out the five level hierarchyof need he postulated in the five t •-s age models whwh is well known in the field today. It thereforebehold on the management of .
·

•an °1gan1satton to take into consideration the various needs levelof it is employees in
designing ·

compensation packages that will motivate t'1c,m to influenceperformance positive Iv.

All this theory is conce1·necl w·¡¡ ¡·
·

I
·

·1,
1 non- 1nanc1a rewards only, that satisfy employee psycholog1calneeds. This rewards related to Jeff variety, job ch,1llenge, CJchievcment, recognition. opportunitiesfor career development. Intrinsic reward compensated workers or employees depends UJJOH hiseconomic needs.

2.3 EQUITY THEORY

I

t
I

I
I·
I
.,.
?

Equity Theory was first developed in 1960 by .I. Stncy Adamcl, a workplCJcc, uml behavioural
psychologist, who stated thnt employees seek to maintain equity between lhe- inputs that is a

bring to a job and the outcomes thm they receive from it against the perceived inputs and
outcomes (Adame!, I 963 ). ,\ccording to equity TJ1cory, in order to nwxinuzc 1nuvidual rewards,
we tend to create systems where resources can be fairly divided among rncm:.,crs of a group.
Inequalities and relationships will curse those wi1hin it lo be m,m happy to a degree proportional
to the amoLmt of ineqtmlity. The belief is that people vnlue foir lrealment wh;ci0 causes them to

be motivated to keep the furnace maintained within the rciCJtionship of thL,ir co-wu1fo.:rs and the

organisation .

i
1?



?1r
..

ilit? ·.·

·

"•;:. :
,, .

.

.,:' .-:?; ?¡
'rbet7,::s-Ji9:ijtd líe•n.o unlfofüiíty in the pay structµre .oí a11<emplnyee,--?iü .'Jwilt> .

. ..
·•·. ··•···· •.

·

.. ·.

.

.

.'? • ..
·

· JLf, ,· ?-e?plo:vee feel heis 11.Qtbeingpaid fairly for the amountófwork hedoesín a?\g¡i:,i.wúí.re?uit·;pLower•.producti 't. .

.
.

.
·.

.
.

.

,
· ·

.

· ·

:,

·· · ·

v¡y, mc1eased tumover and high absenteeism. System shoulduompl.y with three types of equity: _

Internal equity

Th<: employee perceived unfairness in different people different jobs based on the nature ofwod,involved, that is he must feel that pain differentials among the jobs are fair.

External equity

The employee should fill the furnace in what they are being p,1id in align with what other playersin the same industry at into the employees for the same kind ofjob.

Individual equity

The employee receives the pay differentials among individuals who are performing the same
kind of a job and:within the same organisation. Usually, an individual with rnore experience gets
higher remuneration as cornpared to the fresh irrespective of the nature of a job.

2.4 EXPECTANCY THEORY

This theory was first developed by Victor broom in l %01 u'' 1]¡,_, YtM Sc-hool ,it' ?·L11c¡g?u,rnL.

E h ·oposes that an individual will behave or act in a certain way because they
xpectancy t eory pr

.

d. 1 ta specific behaviour over others due to what they expect the result of that
are motivate to se ec

.

•¡¡ be Which Theory emphasizes tile need for organisations to relate
behav10ur w1 ·

15
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t(i\1,ei"ill\íre that the 1?wards pr!ívldeú are those rewardií

_

ilp.?J:íõnenfa'? , ..

_,

.
·. ·,·.

:i?
.

. ..
1?

.. ··• .

'

-_
•·

. .

.

/;¡,¡,/a'l!l?c?t?õy-(.giort>perfortn.Ílllée (E,. .piI - ·-
' ••

f, I

.
J

.
.

2. In?ftuin?ta11ty:' Perfor111a11ce> outcome (P·O)

$, Valenêê; V{Rj outcome- reward.

El(pectancy: Effort> perforlllance belief that one's uil'port will result in attainment óf desiredperformance goals. Usually based on an individual's past experience, self-confidence (self?efficacy) and the perceived difficulty of the performance standard or goal.

Instrwnem: Performance- believe that a person will receive a reward if the performance
expectation is met. May present itself in the form of a pay íncrcnsc, promotio11, rccognítiun or
sense of accomplislunent.

Valence V (R): It is the value and individual places on the what's of an outcome which is based
- ón their needs, goals, values and sources of motivation. Violence is characterized by the extent to

which a person values a given outcome or reward. This is not an actual leve' or satisfaction
rather the expected satisfaction of a particular outcome. The violence refers to tbe value the
individual personalities on the rewards; -l>0+I.

-1= avoiding the outcome

O= indiffetent to the outcome

+I= welcomes the outcome

16
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DSÊ?CH DESIGN

nai-rate the methods that were followed in the study through which

h.:.b,,?:S:re?eareh
wi)I use the findings to compile informntion iibouf input of inadequate labouróôtnJll;)nsattofi Íil public service. The method adopted for data collection questionnairedistributedto both Juníqr and senior Workers involved, this is because only this group of people could

s¡¡pply the needed information freely which may lead to accurate finding.
3.3 POPULATION OF THE STUDY

The population of the study is very important, in research work. It indicates the census of all the
characteristics or that knowledge of phenomenon being studies. The population of the study area
from the Permane11t Secretary to the junior staff was One Thousand One 1-!undrt'd and Forty One

?

''The sampling technique for selecting the subject matter shall be by random sampling about and
Jf's restricted to 50 people from Jigawa State Ministry of Edtrcation, Science nnd Technology,

h •

d 1

·

opulation size of the study as a sample from the total population, which are
w o constnute t 1e P '

,.going to be used for the study o,f fiudings.

18
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'???ted: beo¡iiise the population is i'i11ile, th.e probability
.-;'.

•

.·

··

..

,

· ·

.....

i,/.·.,Pc\\\íjí.¡¡¡,'()'tlie?l()çMbe estimated.
·

·; ?i;i.li?i.ilrrfüg the pôj:fülation of the sti1dy, it is believed that rànd.0111 samplittg is,: ... ,)?ie11'Jiie1m• seeitfrom the perspective of ocçmTence.

? !?i6 l\lmTFJ:OD Of DAT A COLLECTION
.

'

".I'h<:: metbod of data Collection will be carried out by the use of questionnaires and personall.nJervfew within the study area.

3.7 RESEARCH INSTRUMENT

Resêai-ch instrument for data collection are spetõilic,1lly conceived and excrntcd to bringevidence to bear research problems. The purpose of this research design is to understand how
Valuable explanation can occur as data is collected in their original form. Mureo.vcr, for the
plll'po.se of this ptoject wo.rk, t,he most efficient and accurate method of obtain,ng information
leads to the examination or obtaining infotmation through primary and secondary data,

,

These are informatim1, piece of ideas, data usually collcctecl directly from the field and the
· ,

¡ S t' es search infonnatio.n are usually verv striclly on vnriahi!ity and facts
Qngma state. ome 1111

,

•

·

.

¡ l'esearch obiectives. The importance of such infonnation co11ected here
directly relevant to t 1e '- ,

.

ffi
·

cy of survey within the area of case study and extent of coopetation

·

depend highly on the e 1c1ei1

and responses from the
respoocl,ents.
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11 p??liO.:f'?:!1.'??¡;pá'ckageqfinfor11111tion qr darn that have been colle-c¡e'd fü.t• çlii'ferl'.lnf¡fürptiie'$?.,-•Ith;""'',..,_,,fu• - "'JJ,,,,., "'""'"'il,i.?-·?'ii
.

'f?!?? atthls, this project assignment will explore .varions data like -men.Honed &hove ta él'l&tlretruit authentlcity of it is impact references iJ1 future. Therefore, data shall be c:Olle£.ted \lmit¡glt
'Ysi\rious respo11de11ts in Miiüstry ofEducation.

3.SMETHOD OF DATA ANALYSIS

The method of data analysis gathered from the respondents, they are tabulated und interpreted
the simple percentage rnetlmcl of calculaUon was adopted. And also by tesling the hypothesls
design.
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,I..
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/
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CHAPTERJIOUR

4.0 INTRODUCTION

Thi$ chapter deals with the presentation of data that was collected using questionnaire survey• It
? also deals with the dissension in relation to the presentation of the data and it at least each

chapter deals with the test of the hypothesis of the complete project research.

4.1 DATA PRESENTATION AND ANALYSIS

The data presentation and discussion is clone variable bnsis, variable are present?cl anel analysed
with the aid of table depicting the degree to which a vnricible is vital in the answer lhe research

question for a comprehensive conclusion to be drawn particularly on a topic of' I his nature. When
was defend on the secondary data but on primnry data. Therefore, this ch11ptcr carries the

presentation and discussion al' the data collected on the ministry of !inane,: ,incl economic

planning. I 00 questionnaires were distributed and 97 were rnllcctccl. The r,·s¡H.ll1Scs received

were the ones presented and discussed in the tables lx-1,,w:

Table 4.1.1: QUESTIONNAIRE:DISTRLl3UTION

¡s/N

1

QUESTIONNAIRE

Administered Qllcstionnairc

2 Retllrncd Qul•.stionmiirc

TOTAL
___

, -

Soure?: Research survc;;: 2019.

FllEQUENCY

100 --1
PERCEJ\l'AGE

(%?I
[0011/i)

I

97

I

I
100-

97%

100%

4.1.1 DEMOGRAPHlC DATA OF T!H'. Rl\SPONllL'\TS

Table 4.2.1: Sex Distribution

? SEX

I FEMALE

2 MALE

I 4 TOTAL

¡· -Source: Questionnaire survey, 2019·

"!
-.
..

.

NO. OF RSSPONDENTS

67

30

97

¡PER(
',c;TJ\GE (%)

I 69.07cl ?

__ ¡ _

1¡
30,93\_:.::;,

----l1õu%
I -- --- ___j
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;?[;{;}:•?:.;
:

__

¡?,?e ª!l!fi ??t:rJ:bít\iôJ.i bft!ie.,re$pOi,dents indío1:(te tllauW resp.ouâertts tliàt is

-:. ?,-,:, \:. ??êi3\\!:if$Pl,lM/ttwete feitrll!e., T!n15,.the 1najotity of the 1?spo11cknts ª1'e• tual?.' ,-

?.:;.,c)i,,_
• .f ,,., _,J •. Dblttibu:ffon
(•:·\ •

- - ?--·
• -

-

'
- - - - - - -

I

.-· .???·G:&Qtw
,1t,:,. .

,;
'

' \
?

,•- :íl:l-:.fo.....
_ ... ··:··--•·-·,

,..-,._·
... ·

,.?.,,-----?-31Hto
'

41-SO

51-ABOVE

TOTAL

NO. OF RESPONDENTS PERCENTAGE(%)

56

31

10

57,73%

31.96%

10,3)¾

97 100%

Soµrce: Questionnaire survey 2019.

·Tifo above table shows that the highest frequency of ench distributio11 is centred within the tange
bf 20 to 30 that is 56 respondents which is equiv'11ent lo 57. 73% of the tola! years while 31

_ respondents that is 32 to 40 years on (IO) respondents latest about I 0.3 l per çç•1l foll within the
agi: of 40 150 yeats.

Table 4.2.3: Educational Qualification

·

; I.
EDUCATIONALSTATUS

í•PRJMARY

SECONDARY

-

. POST SECONDAR Y

•OTHERS

NO. OF RESPONDENTS
I
PE1zc1,NTAGE (%)--

-·?--?----L--- ---

13 I 13 40%
i

.

28

40

16

41.24'?·ú

TOTAL 97

1100%
¡I ¡;;mee; F'rom the questionnalre distributed tó the staff of the ministry in lhe ycai: 2019.
TIil_

I?¢,'. response to question on educational backgro'.md 13 respondents amwer to primary

1itJdtM, respondents attend post Secondary Education, 1\s these resl1lts indicate that 41.24% of

22



frequency} next t-0 the highest
'iEl!lt\'óation. These .. resuJt¡¡ clearly indicate that most of

·ed11?ttnh qqalífication in the state were the research Wàs carried

NO. OF RESPONDENTS I PERCENTAôB.(¾)

65

09

67.01%

9.27%
3

4

_ .

·j4¡ i,:ãluteofWork.

;:.'·•_:-, -

.

?1\;'l¡:ú?,OF WORK

$'Kir,LEDWORKER

UNSKILLED WORI<.ER

NON
23 23.7%

TOTAL 9_7_ 100%

Source: Questionnaire survey 2019.

The table shows that 65 respondents of the 97 indicate that they are skilled workers, thus
covering 67.01 % of the respontlents out of 97 were lilied by unskilled workcrca and claims 9.27
percent, lastly 23 out of lhe 97 did not indicate whethç1· they are skilled workers or unskilled and
those who did not indicate their views.

Table 4.2.5: Salary Grude level of Respondents
1 SALARY GRADELEVEL

GLOJ-03

GL 04-06

GL 07-09

GL 10-12

GL 13-15

GL 16-AB0VE

TOTAL

NO. OF RESPONDENTS ¡ PEl<i'ENTAGE(%)

O 0%

72 74.22%

17 17.54%,

o

o

97

.

0%
I

0%

100%?
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91xe$pOJtdents iüdicated that they are willing the
.

.
. ,

.
. i'Í:',ih,1?fo:ooj}í¡,'ib4tes.74.22% of The Retürn questíonmiire, 17 out 9f 91??? ??Í!J.? the gtade--lev?l 07-09 aucl clai111s 17.54%, indicate th11t they are wi¡hineJ(;Vêl rárig? ,!Ind lastry eight peój:lle indicate that they are Within the salary ?ade?2 covet1l.2Sper cent of the total pefoei1tage.

,....

\????l',N'$Is$'PRESENTATION AND ANAL YSJS

··lJ1J\J>J?4;$;lJ; $om¢ government civil scrl'nnts art, alwnys i'cluctant in the tlischnrgc of their
diiJb:,s., Wh11,tdo y;ou think it is the renson behind that'/

ALTtRNATIVE

LACK OF PROMOTION

LACK OF COMPENSATION

LACK OF TIMELY PA Y

LACK OF SUPERVISION

ALL OF THE ABOVE

TOTAL

NO. OF RESPONDENTS

14

12

08

I

11

46

97

grade level 13 to 15, and Grade kwel

PERCENTAGE(%)

14.435

8.24%

.

Ii52',,

100%
'•.

'i'ilrce: Questionnaire survey, 2019.

table shows that 14 out of 97 or 14.37% respondents indicate that it is cc,c1scd by hick of
.

d t f 97 or 12.3 7% say that there is a lack of adequate
· ..

ótnotwn 12 respon ents ou 0

'. •. ff . .

g people out of 97 or 8.2% we are saying that the payment of"
? mpensatwn for then e 01 ts, .

.
. .•

,¡ While 17 out of97 or 17.2% of not havmg proper supervlSlon ofííllll'Y is not regular that is" 1Y·

,
.

·

d I
t of 97 said that all the factors make them led relLtctant me effort. Lastly, 46 respon ens .ou

·
,

díscharge of duties.
,

11 he above facto!'s cause workers reluctance in t'1e discharge of
, e therefore concluded that ª t

.'_

•
,:

· -1ort which other similar \.YOrk ?ituatwn lll? ,..i•it...:vlll\J n ..:1,\-arJ:::,:tiiêir duties during companng thc ,tll
l

·: 'ty receive is not adequate.

. l

ct
'f

,.

f,r .

I
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?¡:¡:¡;?ng,,ôt'W!iflfürs·th11flôs:fso,me par( uf théir)-

., ... .
··

...
- '·

.. ,.. . . . . .

·;

... __ ,: ' -,
? ·- . '

(?.? ?-...,......?-----'-
52

!

?,:;·,'-_'.? - ;_·
•

. i']'.?J?

l'ro. OF RESPONDENTS

45

97

PERCENTAGE('Vo)

46'39%

53.61%

•?-'table _above shows that 45 respondents out t>J' 97 indicated that there is provision for

.·-,?ti+pensâtion ofworkers that lost any part of his her organs in the course o[ discharging their

T ltllil?'és; condense out of 97 indicated that there is no ai1y provision for such compensation.
- Therefore we conduct that if all the workers ure part of organs in the course oC discharging their

<,fütiesmost especially the junior.

Table 4.3.3: 'What ty¡>e of composition üo you think is the best wny to i1,crcuse workers
\ proiluctivity in organisation'/

1 SIN ALTERNATIVE

PROMOTION

MONETARY COMPENSATION

TOTAL

NO. OF REiSPONDENTS

1??-??--13NTAGE
(%)

34 J5.05'J<,

'

G3
--

64.95';¡;

97 100%

?---·•,:,
..

_b· _
bl ¡ ti "l 34 out of 97 or 35.05% respondents said that promotion is the best•l'[ici,a OVe ta e S 1OWS lu

,.
, ti workers to increase productivity while 63 out of 97 ur 64. 95% thatof compensating 1e

-,- ..
• ·

ti e better way than promotion to increase workers proc!uctivity.1t1onetary compensal!on 1s 1

I·
·

1 b 1·

.-·
. .

,

· " a worker that is high wages 1s t 1e elter way o tompensalmg an
tc!tls results show that p,tY1110

'

-:.. . ·,
1· w]{ich will lel1d to increase in productivity .

.employee 111 an orgamsa 1011
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·i$é$.? ?nil "facilities with your counterparts in the
'ént, Tht? rntio1111le behind uking this question is to

fifüMtétb)l' and priva ii, sector.

NO. OF RESPONDENTS PERCENTAGE (%)

<i<•·---
·

_.:-m
·.- .r

:?_:f,itnirAL:----------:c9=-7 --

'.,, .. _.I

· ": ··r?uêstioru;.a¡re survey 2019.

-1Jfu.e ;bóok table illustrates that 42 Out of 97 respondents indicated that they enjoy the same
,":\Íill"íiêfits an:d facilities as in the private sector 97 indicated that they cio 1101 enjoy the same

42

55

100%

' tfaeílitlés co?cluded that enjoy lhe same benefits and focilitks.
t.

..

We therefore concltided that those that enjoy the same benefits and focilili\:S al the senior staff
F itt:td can11ot find oüt the comment pertaining those who said effort husscin or of the opinion that

·. no one come about productivity achievement and servkc·s to lhe populace e.xhibikd by workers.

Table 4.3.S (A}: There should be nn i11c1·cnsc in wll?es anlf slllnries?

ALTERNATIVE
J

NO. OF RESPONDENTS
I

50

43.65%

56.35%

PERC'i2NTAGE (%}

i
•'

NO

TOTAL

47

'-)7

I
IUU';,;,

ttrce: Questionnaire survey 20 I 9.

bl h•
. tl ·lt 50 out of 97 of the respondents indicated that lhc0c should be an,he ·above ta e s ows 1<

·

. .
.

d ¡ ·es and present economic concl:tion is not satisfactury.-:7 out of the 97:rease m wages an sa an '

. .

1 1 ti e ·e should be no increase in wages and salaries. In conclusion, thepondents md1cate t m 1 1

, .
.

. .

d l 1 there should be an increase o! wages and salaries, pr.,sent economic
.... $pop.dents md1cate na

,. ..
. Id perfonn to commensurntc to the new pay package._'tl.\l!tion so that worke1 s cou

26
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\:-?•.

?

- ... ,

. - -? {'\_·

think it\vllf llffect' the economy génernlly? Give you a reason,
is to see how respondllllt thit1k the economy will b,• affected if the

table 4.2.10 •

. RNATIVE..
ri-.

(_?1?!BS
11?,, -

? Ji.to
: -?-?

-

,

TOTAL

NO. OF RESPONDENTS

50

47

97 100% '.
¡

· :e above table shows the Tipton responctents out of the 97 foci or think the economy will be
y affected, 47 respondents out of 97 indicnled that the economy will be badly affected if

"itâble4.3.6: Are you satisfied with the present government sulnry'!

ALTERNATIVE

YES

NO

TOTAL

1 NO. OF RESPONDl?NTS

32

65

97

PERCENTAGE(%)

51.55%

48.45%

PERCENTAGE(%)

48.45%

100%

h tl. 1
"? ¡·es¡,ondents out of 97 responded by saying yüs scitisfied with theabove table s ows 1<1 J- ,

I·¡ 6" •sspondenls l know they arc not saiistied which cu•,ers 32.99 and'dent's salary w 11 e :, '"'

I t I ranae those who me salistred and senior n1e111b:rs of the staff
,Jsc obvious from the se ec. ec ' "'

:'·
•

fi d ,11ct Junior cost to the president standard of living llOW i: is not
::ltlle just responded not satis ie '1 •

.]fafactory or adequate.

27

I

¡

I
I



·

::íjrr:1ii:r:??:?
•:1iliie;?¡??.ffiêtiim'.ertl $i\laries to ls the .g¡¡p·

fa ®:t êoln.perrsated.
·

·

') ? s ?µ cl. hé'fílftfi?:r tÍlê Adju?tment Dfthe salary strueture?

Ño, OF RESPONDENTS PERCENTAGE.(%)

":•:"'.i; .. :, '66
68,01%

,.;:.,\.'"

?·i
'

.

. J?:TAL

?,?i'QtJestioMaire survey 2019.

X.?ve table saws that 66 respondents out of97 inclicn(ed that there should be an ncijustment
.J, çelhllar structure anel the constituted 68.01 % and 3 ¡ how to of 97 respoml¡mts said that
rc:i;b.oµlcl be no furtl1er adju?tment of the salar)' structurs:: and discovered 31.99 per-cent of the

·

Returned. Thereby, included that there should be the Adjustment in the saifll")' structure due

Ú¡¡1;thi;ínllationary situation or cost-of-living in order to commemorate the situation.

31 31.96?{¡

97 100%

Fron1 the following wliith ont· do,•s youl' ministry fi...Jtow 1'111· your ?mfriry

1 YEAR 1 STEP

2 YEARS l STEP

1 YEAR 2 STEPS

ANYOTHER METHOD

NONE

NO. OF RESPONDENTS

68

09

--·--··

07

00

I PERCL.'-iTAGE (%)
I

: 70.01%

13

0?írce:Questionnaire survey, 2019·

97 ¡?-40%
,

IU0%

I
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Y 1 !Cl ease wluch aune d at tletermining whether motivatingaJ;f_ij;oj>kl!l.l,:ltdequat.e,

)j,\J;,TERNAA'. TTñIVJJE?----- ..
N"°o:-. -=o=r-:::R-=-ESl'OND'':-CE:C-·N=T=s-r-c, P..,,.E-RCT,NTAGE (%)

YES.

NO

TOTAL

\U'Cê: Questionnaire survey 20 J 9.

34

·-------
97

35.05%,

64.95%

1,

fi
. I

I

100%

fit'6.e above table shows that 34 out of 97 responden ls arc of lhe opinion that the· st,lary increase
}fR\Uôwed by the ministry is motivated enough while 63 respondents ín all out or 07 indicates that

1fyincrease followed by th? ministry is not mutivm"cl enough.

·

r\m, 4.3.10: Which of the following allowances do you eujoy'!

ALTERNATIVE
I

NO. OF RESPONDENTS

1?:RCFNTAÓE
(%)

VEHICLE ALLOWANCE 30 30.Y2%

RENT ALLOWANCE ,

LEA VE ALLOWANCE

LEAVE GRAND ALLOWANCE

TOTAL
¡' ·-----

;:·iitie: Questionnaire survey '.2019·

:22

15

I30

97
I
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difl'erentkfi.1;ds ofbencfits,f'ondant outofehible
allowã11ces, 22 ret,pondents l'eceived 1·e11t âllowa11c¡:s, l 5eflfüg a.?<rwaticês when we conchided that vehicle aHowt1nces J? 11ot paidY those who. !Ire

i11te1'êsted and have the capacity to collect nnd pay at due.given added togethei- With their salary in the monthly p¡1y111ent voucher•the View of not receiving it. Who could not read or write in order, therefore didthat it was added to the snlm·y, lrnvelling nllowances is given 10 wn!y thooc who
1

11··?)?leave gran.d allowances is paid to all workers.
t,c •

IJ?l!'f,a:.11:Can you suggest any wny to improve compcnsnlion in public ,ervice.
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·•?ôliroe: Questionnaire survey 2019 •",

6º 1 f97 respondents covers 64.95% said that llsi11g incentive pay

1 âbove table shows that J 011 0

· ·

the public sector while 34 re:;pomlents out of 97
nijje best way to improve compensat,on m

. .

.
.

.
.

,
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1 ·
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h·
•

oht im¡xove compensation m public sc,c,1u1· ,'111ch covers
promotron is t e we,"

. .

, .5 the weight improve compensation in public sector Or
result shows that mcent,ve Pª) ,

t'1nffc service.

. .

between compensation and productivi,y in the civil

.
•
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. .
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o relat10nsh1p
.

h

1
. .,??thesrn (1) there 18 11

,
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.
. ,estJon an ,
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.

I firs' hypothesis qt1f,.Joe. To test t 1e ·
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i¡i[!J:y,pothesis will be rejected on the g·
·.

·. tounc1 thatt(l$portse indicated there is re[af .

·

'
1onsh1p

service.

when the actual salary was c:arriecl out the
between .

compensation and produc1ivily in the civil

ii

i
•

Hypothesis (2), wages and salarie .
.8 me

unfairly h , 0 1

.
.

.to text bhatt the quantitative and _

.
.

·
' 0 P 1 iesis question 4, 13 rn1d ! 5 was used alsoqualitative llleas ., l· .will be accepted on the gro l 1

· lile ,c1sccl on these qucsl1,ins. Hypothesis oneun, t mt persDnal bi,1s is
¡

, .

•
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·
.

.
. .civil service. What is th· ,

,

·
l 1c Ill.tin c11terra used lur prornu11011 111 theis one lack ot procluctivi ,

, ,• .
.

.
,

. .

,
t) :unong the civil servant h,,s 11s roots 111 the1mprope1 compensat1on they receiver .

ti
.

101 ieu· efforts.
To test third hypothesis, questions 4 1 1

1

0
• . •

.
_

.

'
• -', 7 ,mel 19 w1!l be l!Scd to test but it i·s quulitulive anelquantitative measure b:ised 011

11

.

1 16
.

1•1, ?

ad_1usll'll lli?!I is \V<tgcs ri11d .?cdc11 y incr?:-isc tocommensurate to their service o ......
, .. ,- .

.

·

· leas .Ile S.!) 111g lhnl scil"r1es sl1ould be foirly p::id.
Hypothesis there is no

rclatioi1s·!11·1) ¡ l1C ween rnmpc·11satiu11 ,111d productivil_.· :111CI the Civil

i
1

Service. That from ll,c: u1"1ly1:ic: ,11,d di,,·,",¡"" ,,i· .,_,, l:c·l,i L:
Jigawa State Ministry of Finance anel Ecn110111ic l'larn1ing us [ülluws:

ii

:·¡11,,[!!•.1:, 111

The productivity and cornpe11sation or wurkns go h"'ll'-i11-it"llll in the d vil ,,.,•,:,-e. llut the end
result is that compens,1tion of workers ulfrct productivi1_1·ui'workcrs in the ci•. :, ··:ervice. This is

because there is inndeqw1le comp1.·nsalion systl'lll which brings .aboul inequality ;,1 t!1i..: sector.

Hypothesis ,vages and ':J;.1[arl1...·s ?ll'L;' ci..·n?1i111y ?1dmin:,:1.?·1l•¡_J ?l!!1ung public ul"lií.·!::;•; 11,;":\lr,;rmind the

payment of overU111e \Y[lgcs ?incl s?1hiriL•:-;, _.;;;omcli!nl·:? :::l· p:1) c?l..!nls un.: bu:.--;•?·d •!"•;u11:1! 1/i.:.:hide

rather than productivity kvel and this indic·ak that wu_,ics a!ld salari,,-s arc ccn,:i: ! , administered

among public servants. Al luclecl that the trend foliuwcd by ministry or li""1 , i:i increasing

salary increase is usually ,vhc-n o:1e ycat· to únt'. skp. -'.-lK'n only SC'"nior 01-iici.;.·:·s , .--..:-:ivi:: wh:.tl arc

categories of a1lo\vances, so thls syslen1 should l).___, gívl·:1 ,_::1.._• ;.'.tHl')ilkr?nion.

Lack of productivity ofcjvi! si:rvant lws its roots in t)h: ::t?propctcompi::ttsi.!tioi• lt,?·y 1-._•cl'ive for

I
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.

.

' te whole research work findings data ?ollectecL lt .also
_ ?l'Wttll ci:inclusitm of the findin. 3 and 1

.
.?7-1:. g he I ecommcnd11t1011.Lüstly the clrnptcr consist of the?g?phy ao.d appendix Which consi t f ti b

.
.,r.-,. s O ie ooks 111 which the researcher 11sed .

. ,

??MMARY

!'•fie ·,pro1ectintent to achiev<c ,·'l1et·J1e1· ll1e O
· ·

¡¡
·

¡

·

¡ bl' ·

,·
·,

· ·· ·º
v

e mpcnsat1on 1s u appreciate< m t 1c pu JC services
.!!!fq extends to which p1.1blic servants are encouraged ns the case may be. The civil servant

1¡:¡í,rforms
less than their conterparts in the privnte sector. l( ulso suggested on ways through

??h public service could be made uttractivc to potc111i:Jis rn1ployec. To asses :111cl recommend

'âlllieétion in the compensation i111bak111ces if' uny in the public service as we said cmlier, this

·earch work is aimed at seeing that whether compens:llion is appreciated in the public service

'Q\'the public workers productivity level. Compens?tion is the second lo person:i! J•rublcms :ifter

·v. ¡ t ¡
· j ·s ¡¡1

• S)'Stcm of rewarding an ?mpioyce for the services renderers .
... . en ory a ang anl I e

fi d.
.

¡ ·is .1 lot of problems, and has highlighted hypothcsiô there is nothe 111 rng 1' '

.

, ,d productivilv in Lhe civil service.
lationship between compensatwn "1 -

•

. • "º hand in hand in the civil service. But the end result is
Compensatíon and product1v1ty "'

tr service This is become there is inackquateof workers in the pu> ic .

compensation
•

,
.• 1ns aboul inet¡uality in the sector./ mpensation system which bi li "'
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· JJayn1ent are san1e tín1e based on personal""' / / er,
.

·-

PIOdt1ctrnity IevêJ and this. inti· t
I

1ca t:S t 1at wages and saludes are unfairly}s't&rêtl an1t1hg public servants.

·: Wê concluded that the trend fi lI

J, ,
•• •

_ _

.•

.

0 OWed by the 111inistry for salary increase is usually one
:.)tli\Af' to one step. Then the only senior offi .

.
.• iceis 1ece1ved other categories of :1ilowances so this

; tystem shoi1td be given due consider· ·

.
.

·, ,1lton. Lack oi p1·otluct1vity of civil servants hnsits roots in
th.e improper compensation they rece· . "

.

,r¡· .. • • •
·

..
, ivc ,01 e 01t. Also _¡unwr officers complrn,i\ !lint when theyexhibited maximum i;:ffort ·mel net ti .. .

·

• ·

• " ic:y p.iy ts not eommensurat,on wllh propc:r compensation
they receive, this brings abou\ inequality in the \Civil service. The researcher ªl?reed With the
alternative hypothesis compnrcd in the privets sc·c101·. The inpul and output an, in equitable
promotion, proper supervision uncl timely payments are baseei on personal bias which makes

Worker so reluctant in their effort in discharging ihc;r duties. Also the resean·'icr disagree the

null hypothesis on the bases lh:1l wlll'n the :1c1ual su,-n-y wus carried out from l: 1e response tlmt

\\lllS received there is relationship between compcnsminn ami productivity.

'5,4 RECOMMENDATIONS

·B
- ·

d ¡ sion the followin° recommendations have been c,!'!::rccl:-ased on the tmdmg an cone \' ?

. ·,,
¡

. -·ceivc that cornpcnsation should be equita1}1e increase inl. Compensation: t!us proJed ias'"
.

. , "' between the high and low income earners ,·u that it will beway that will narrow 111" ".ip

t

- worker due lo the present economlc L·11nditions.
.

ted and beeome adequate o
apprecrn

..
.

¡ so that maximum oulput will ·,e attQined by
1 ¡ be encom c1gcc2. Civil service shou l

·

lhe working eondi1ion ·,•·uugh enoughI ·aises by irnprovwg
motivating them throug 1 JJ'

!

.
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??§. Shp.u)\:t: Õé fmfly·a:dm(pisteretlamong staff withOLlt showí11g any; ·? 9j'p,ersonm biak Md · · ·
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· · ·
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..
··

· ·
·

· ·

·

se1119r Workers should tegal'dJuru01· wôrkcrs as partners 1n

.-
j,

. •·.••,¢ii.?-¡".fhe.lth(ly work e)Ht'a hour or go on level their payrnem shoLrld he macle
. ?êdi!!.1:elyor prompt.

Inêq\:tality Which exists in the civil service should be reducing so tbat pn)ductivity levelêould be increased by narrowing the gap between the similar \York situation their input.and output received for the some attention.

The work should be stimuhiting and challenging task ?ml should be given consideration
so that their attitude to work will bé boosted.

This clarities the fact th,at inflation is the prime ille!or which affect !he s:da,-y and wages

b
I I

.

I 'lid low iPc,,ine earners and
of workers. The salary ranged be narrowed etwven tie Hg l 'l

.

productivity should be giwn priority in giving monetary and non-monetarv compensation
.

.

. .

I th, issued outlined above should be addressed :so ns to reduce
in the public service anc ?

humors working ?nvironmcnt th.a'. \Vlicn increaseinequality in order to bring about

productivity and uccotmtability.

35



'Zi'
fl!"i!'-,

'!?- ?-...·--

-:_. ·., ..

?-:?/.·

•.-·.

-•·.
--1. -.-? ...

•·: ' '"!.? 01'1 lit?.. ·",,,,.-..,,_ ... _ 11),·-
?d llqew Yo:rit USA

.

'Jll• fiir:ttJ, 'Í:vagês d · ·

··

..

.

.

·

an
s11lanes

adn1inístration, publish ;md printed by inc grew hlll
w"Yorl!:USA,

J - .

I:,•:

1l?ti:!iltal,(f979): management
Jll1blishecl Md printed by intel'nationaJ edition USA.·-?.,, (1974), "'""'º""'°'• P>,blisho1 ""' pd"le<I hy Amae," New Y,.,.,_ USA, ,l<p AK ( 1981) i P•<sooo,I "''"'""""' i O N ige, ¡,., P"bfübed '" d p,i" t,d by E Ih fo piá

Nigeria, published
company.

?"'1üm N.M d •I (2002), poblished """""'"'' """ """'""'"bilily p"blisl,e.1 ""' pdared by
Munawar books iillertionalkano.

Coolu D. (1977): pLJb/ic expenclitul'c effective man"gcment, anel eontl'ol P.P \v Dryden press
London.

Publish by Stanley chill ten ham.

John et al (2002): economic of the public seclor, P.P by rmc kaishinmiaga'" ,.,?!hi india.Sulaiman s et al (1998):effective financial management published and pr' ,kcl by BayeroUniversity Kano.

R.B (l 987)·. financial nrnnagement, printed by DPpLJb/ished ::rn iced casJeigh

Brockinton

Hart.

994).' ountino for m[lnngcrs, P b)' chJpmnn nncl hnr: 2-6 boundary

Micha el P.M et al (1 · ace º

Row London.

. •

,

a rngement in Niger;a, PP and printed by ·... ,i versi!y press

Oladimeji A (1935): fornncia, m.i'

Nsuka,

A

;··.¡Ji"
i,:
,,

,;¡
.

I

I

36 .,j¡·•
..··.··.•.\

r.f

l



.
• ?•?,,!

-

f:'lv• I, ''

-???i?··..
•'

'
.

Jignwil State Polytecbnie Iiutse.

?b:Istna•j¡ Sal;o, A student fro1n the above institution in D.nts.e, Jigawa State,

!Jestionnah:e is intended to solicit for yQur opinion afül answer on the topic ''the effect of
1 !l?qµate labour êo1npensation on employee perfornll!nce" in your orgunisalíon. Please, yo11 ate

1 ¡\ired lo express your opinion and the choice and answering lhe questíon.
II
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J}??1i:tl?ttibutio11
-,:-:-

.. g ?e' O
Pé f1¢male O
l¡tquontional qpaJificntion
a. Primary ( )

b. Secondary ( )
c.

Post-secondary ( )
d. Others

(specífy please)4. WI1at is the nature o:f yout work?
a. Skilled worker ()
b. Semi-Skilled worker
c. Unskilled worker ()
d. None of the above ( )

5. What is your salary grade?
a. GL 04-06 ()
b. GL 07-09 ( )

c. GL l 0-12 ()
d. GL 13-15 ()
e. GL 16- above
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Section B

6. Some government civil servants are always re!uctmll in the discharging ut' their dutieswhat do you think is the reason ?
'

a. Lack ofpromotíun ()
b. Lack of timely pay ()

·

c. Lack of adequate compensation ()
d. Lack of proper st1pervision ( )

e. All of the nbovc ()
7. Is there provision tor compensation worker that Jost ?.ome part of their boJy in the course

of discharging their duties?
n. Strongly awfüe
h. Particularly nware
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tawttre
'

I·

compensation d 0 You think is the best way to increase workers'
hlêentives

c. Awârd
presentation

d. Monetary compensation
e. All of the above

9 Do you enjoy the sallle benefits d,, ·1·
·

•

·

?

·

an ,ac1 llies wrtb your counterparts in tb,: pnvate sector.

a. Strongly the same
b. Particularly the same
c. Strongly not the same
d. Not at all

10. Do you feel th:1t there should be an increase in wages and salaries considering the
present's economic condition?

a. Strongly supponcd
b. ParticuL1rly supported
c. Strongly not suppon,:d
d. Particularly not supported
I J. Are you satisfied with the present gc>vcrnmcnt salnry'!a. Strongly satisfied

b. Pmiially satisfied
c. Strongly not sntisfied
d. Partially not satisfied

,
.

,

1 Id b. further re-adjustment oftbc snlnry str·.,cture?
12. Do you feel tlrnt the1e s 10u e

a. Strongly feeling so

b. Partially feeling so
c. Strongly not feeling so
d. Partially not feeling So

.

.
.

,I

• our mini,trv follow for s,il,1ry 11,,:,·,::1sc?

.

,1

·

li trend ( oes Y ·

·

13. From the followmg 11 iic

a. One year _ one step
(;b. Two ;ears • one step

( ?·c. One year . two steps
-------------------- --------d. Any othe1 metliod ---------

e. None ()
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14. Do yolt think the trend followed by your ministry from salary incrcusc •11olivate enough0

a. Strongly moti vatec\

b. Partially motivated
c. Strongly not motivated

cl. Not motivated
15. Which of the followtng allowances do you eojny'7

a. Vehicle alluw,111c,:s ( )

b. Rent allowances ()
c. Travelling allowar1ces ()
d .. Leave grand allowances ()

1.§, Cal'l you suggest any way to improve con1pe11sa'.ion in public service?

'i\
I \!
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