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CHAPTER ONE

1.0 INTRODUCTION

Com: ionis a f , i
pensation 1s a fundamental component of human resources management, it covers etonomic

reward i i F : e ;
ard in the form of wages and salaries as well as benefils, indirect compensation or

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

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

The Relationship between employers and employees, and organisation is expected to be

mutually reciprocal, The employer expect employees (o give their best in the arcas of monitoring
!

their performance, learning to develop themselves, adhere to rules and regulations in the
pefformzmc:: of the assigned duties to increase productivity. They also expect their employees ta
be innovative and take initiative and address problems on their own. Employees on the other
hand are also looking up to the employer or management to provide the necessary tools and
equipment they need to work with and also get fair compensation for the work they do and the

other services they provide.

Many have said that the most valuable asset of an organisation is it is human Resource
and therefore they must be managed 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. Tt goes
without saying that erganisation which do not properly manage this aspects of human resource
activity very well will have a negative impact on the total performance of their employees and

impact on productivity.



1.1 BACKGROUND OF THE §TUDY ‘

The Jigawa State Minisuy of Education, Science and Technology is a labor-intensive

organisati ich requir i i i
g tion which requires mutual cooperation and good human relations thiive and 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. | hese needs are

what are spelt out in the five leyel hierarchy of needs he postulated in the five-stage models

which is well known in the fie]d today,

It therefore behold on the management of an organisation to take into consideration the
i

various needs of its employees in designing compensation packages them to influence

performance positively.

This research will apply the theorelical framework based on equity theory that examine the effect
of inadequate compensation, as it might influence workers motivation, job satisfzction, attraction

and retention at work.,
1.2 STATEMENT QF THE PROBLEM

Compensation is usually narrowed te cash and as a result, employers only have a tunnel vision
|

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

which makes up the total compensation package for the employ"ee are not given much attention.

BEmployees 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 compensation is that it is

poorly managed and most of the time porformance is affected adversely,



™

1.3 AIM A_ND_ OBJECTIVES Op THE STUDY

The aim angd

The general aim of this study is to determine the effi

objectives of this study are as follows:

ect of inadequate labour conmpensation on

employee performance.

3

b

To find out whether the compensation is appreeiated in the public service,

To find out the way through which public service could be made attiactive potential

employees.

To find out why public service weaken petform less than their private counlerparts,

To find out the way through which public service could be made attractive potential

employees,

} ;
To identify the compensation packages available at Jigawa State Ministry of finance and

economic planning,

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

public service,

1.4 RESEARCH HYPOTHESIS/RESEARCH QUESTIONS

There is no relationship between compensation and produetivity in the civil service.
Wages and salaries and other allowances are unfaivly renumerated in the publie service
fet S

Lack of improved pro;cluclivity by civil service has its roots cost due to improper

compensation.
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1.8 DEFINITION OF TERMS/CONCEPT

Wages: This is the sum paid to those employees who engaged in the actual production. This

means the amount paid to laborers and foremen for the service they rendered.

Salary: This is the sum that is being given to employes by the employer at a preseribed period. It

Maybe monthly, fortnightly or weekly even daily.

Motivation; Thisisq means through which employees are encouraged to put in their best for the

achievement of organisational goals, It can be a jam of money or promotion or gift for a certain

period.

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

it goes with his pay,

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

employee and union for reaching consensus on a certain bargain on the condition of service.
1.9 PLAN OF THE STUDY '

The plan of the study consist of chapter one to five. Chapler one comprises the [ollowing:
Background of the Study, Statement of the Problem, Aims and Objectives, Research
Hypothesis/Research Questions, Significance of the Study, Scope and Limitation of the Study,

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

Chapter two comprises the following: Literature Review and Conceptual Framework. Chapter
three comprises the following: Research Methodology, Research Design, Population, Sample
size and Sampling Technique, Methods of Data Collection, Methods of Data Analysis.

g=3

Chapter four comprises the following: Data Presentation and Data Analysis. Chapter five
2 ) - .
comprises the following: Summary, Conclusion and Recommendations,

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



‘Ul 2194} PRIRISTUILIPE ST 1T MOy
pue aaiarag arand ayy a1 saqdde 11 oy aas puw nandumsse a1 Gusnl 0] £yiom s1 31 papIemar

2q PIN02 MOA S59[UN BT, JA1[Aq AT, ‘paiapuat SOLAIDS J0J PIEMAL & 51 Wsds uonesuadwod [ejo

JBU] PIBS “uon

SIUILPE SaLtejes pue safom (([461) [PUowy A Jueld pue wundg o o3 mE_u.Suuﬁ

‘PArapURL 901ATRS AU 10] adk0|dua ue Supremar

Jo wasds aur st puwr Sunpey Aoeaur oy wapqoid [euosiad J[noLJip I1SOW puosas ai uj

NOILVSNUJdWOD I'T'T

‘Upieasal jo atdo o amy

100 1312 80) Yoiym (siayio pue Aranonpord ‘uoneAnowWw

‘saumeres pup safem  ‘nonesusduod Aimeuociu-uoy ‘uonesuaduios  Amjauouy ‘uonesuadiuco)

1dasuos ay; ayen[uas pue jdasuos AU} tRIM U Tautew pue Avm o1 Surprear SIBOUDS JURIaIIp

._3 EYIOAL

O G020

A A “Fugop os up oy PUnoISaRg renjoapayur

i
sjenbape pur ALy JULRYINS ¢ W) o) PaPaau S 31 “9ay7a S[qruOsEal B WM M0 stios

0] 1ap1o up £pujs jo BAIE IO SE UoHEINPT] JO ANSiuA s0g emedy ayy w:ﬁu?mzoo “SAnENIEIn

s s1afordwin Juawasour afem  wiu

i quesard ey o SOUSLIAL IM “3o1ATag orqnd

up uopusuaduion [aaa] ajunbspeur jo 129102 10 yardur ayy Fuiunmexs 1o Pesnaoy yosessar spyy

NOLLONUOWINI 0°Z

MUOMTINVIL TV, DLLIAOTILL ANy AHTATY TN LVHALIT

OMLMTLAVYHD




2.1.2 COMPENSATION OBJECTIVES

Compensation objectives in theoretical berspectives of any sector (both private and public) xnmy

assume to include the following elements to molivate employee unless there is Dimension

collapses from the objectives in the maintenance and that is something entirely.

2.1.3TYPES OF COMPENSATION

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

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

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

508 - i ~ .
administration, state that there are two types of compensation thus:
1. Monetary compensation

2. Non-monetary compensation

1. Monetary Compensation

This is a view held by scientist management as the best and only way to increase produetivity in
an organisation. They believe that it is necessary to give the workmen what he want i.e high

wagés and the employer what he wants is low labour cost.
i
2. Non-monetary Compensation

This holds the motion that monetary reward is not the enly methed 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 movewment emphasized
that factor other than pay is productivity in an organisation, in fact each movement have product

it is a compensation systen.



2.1.4 COMPONENT OF MONETARY COMPENSATION

I i y \ ivati
Workers remuneration from both moenetary and motivational source, monetary the first payment

made incurs esent i i ‘
and cost incurred, the present the bulk of work income and can be measured and analysed

by money to many employee during most of the worl rear one by far most impertant,

According to Robert L. 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 and organisation objectives, the most usable way

to identify them can be in terms of employee needs and orpanisation objectives. Monetary

compensation can be categorised into the following components:
1. Wages and salary !

2. Bonuses

3. Fringe benefit

1. Wages and Salary: Essential wages and salary rewarded for labourers according to Robert E.
Sibson in his book compensation state that salary and wages are the best which 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 annual basis, again bonuses is another aspect of monetary compensation and entered
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the entire class of drjve, desire

) Needs, Wislies ang Simil

. : ar Force likewise remote belween
subordinate is to say that

they do thi :
n ;
5o 88 Which they thmk{ hope was satisfying their drive and
desire, induce the subordinate foactin g desired
manner,

2.1.6 MOTIVATION

b
Motivation are worse things wivel w1« :
s which wi|] Induce an individyg] to perform, they may include higher

ay, a prestigious title, i
pay, a prestig: name on the offjce door, the acclaim of colleague cost of other things

that find people a re: . P o -
people a reason to perform, To be sure while motivated reflect wants, they are the

erceived rewar " incentives e ; ; .
p ards or incentives that sharpen the drjve to satisly this wants, they are also the

means by which conflicting needs may be reconciled one peed may be aceepted so that it will be

given priority over another,
2.1.7 PRODUCTIVITY

. it . . ", . ol
According to E.F.L Breach principle and practice of management which state that productivit
& P ¥
however has been the subject of confusion and controversy nol so much in regard to ways and
means of pursuing it is in the context of measuring what has been achieved, has long been a topic

of argument and 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
positively Direct the individual in working harder, matching the required performance in the
organization, are also defined as method used by organisations to encourage employees lo work
with high spirit and also as concrete and immoral method of satisfying the individual's moral and

material desire.

11
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2.2.1 Abraham Masjgw: - 2
Maslow's theory of hierarchy of Needs

Abraham Mas]gw 194 y : et
(1943, 19545 People in achieving organisational objectives are motivated to da
50 by trying to achieve Certain individyg)

~Stage models which is well known in the field today. It therefore

behold on the manage: B ey ;
agement of gy Organisation to take into consideration the varioys needs level

of it is employees in dogion: . ; . ,
EEP¥5Es in deblgmng Compensatipn Packages that will motjvate them to influence

perlormance bositively

All this theory i ned wit - ; : ;
1 1C01Y 1S concerned with non-finaneja| tewards only, that salisty employee psychological
i

needs. This rewards related 1o Jeff variety, Job challenge, achievement, recognition, opportunities

for career development, Intrinsic rewapd tompensated workers or employces depends upon his

economic needs,
23 EQUITY THEORY

Equity Theory was first developed in 1960 by J. Stacy Adamd, o workplace wnd behaviayral
psychologist, who stated that employees seek to maintain equity between (e nputs that is a
bring to a job and the ouicomes that they receive from it against the perecived inputs and
ouicomes (Adamd, 1963). ‘\uco‘rdjug W equily Theory, in order (o maximize individug] rewards,
Wwe fend to create systems where resources can be Fairly divided among members of 4 group,
Inequalities and reialionships will curse those within it to be man bhappy to a degree Pproportional
to the amount of inequality. The belief is that people value fair treatment which causes them (o

B G A e e e S s
be motivated to keep the furnace maintained within the relationship of their co-workers and the

organisation.

14



o

PRlied to Compengyigy

rding fo this theopy, + SR

= 10 1S theory, thm?:h should be pg uniformity in the pay structure of an employee
remmeration. If the enislgven 2 A S
e the employes foq) he is npt being paid fairly for the amount of work he does ina
day will result in Lower Productivigy, nereased furpove; an

d high absentecisn, System should
comply with three types of equity: -

Internal equity

The employee Percetved unfaimess in differeng people different jobs based on thes nature of work
involved, that is he must feel that pain differentialg

among the jobs are fair,
External equity

b

The employee shoylg fill the furnace in what they are being paid in align with what other players

in the same industry at in(e 1

e employees for the same kind of job,

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, un individual with more sxperience gets

higher remuneration as compared to the fresh irrespective of the nature of a job.

24 EXPECTANCY THEORY

o ps ictor br in 1904 of the Year School of Mosuene
This theory was first developed by Vietor broom in 1964 o7 the Ve sehool ol Monngement.

; 3 ; |
Expectancy theory proposes that an individual will behave or actin a certain way because they

are motivated to select a specifie behaviour over others due to what they expect the result of that
otiv

lected behaviour will be. Which Theory emphasizes the need for organisations to relate i
selected behavi -

15




A

that the rewards provided are those

T performance (E-P)

entality; Performayoes. Outeome (P-g)

3. Valence: V@i_ﬁutcome- reward,

Expsstancy: Effort> Performange belief thag one's airport will result in altainment of desired
performance goals. Usually baseq on an individual's pasy experience, self-conlidence (self-
efficacy) and the percejved c_li'fﬁculty of the performance standard or goal,

1
Instrument: Performance. believe that o person will receive a reward if (he performance
expectation js met. May present itself in the form of o pay inerease, promotion, recognition or
sense of accomplishment,

Valence V (R): It is the value and individual places o the what's of an outcome which is based

on their needs, goals, values and sourees of motivation, Violence is char

acterized by the extent to

which a person values a given outcome or reward. This is not an actual level of satisfaction

~ rather the expected satisfaction of a particular outcome. The violence refers to the value the

individual personalities on the tewards; -1>0+1,
-1= avoiding the outcome
0= indifferent to the cutcome

*1= welcomes the outcome

16




)i wages ;Rild salaries administration, publish and printed by me grew hill

nanagement published and printed by international edition USA.

4)5-‘C-Ommnsati-on, published and printed by Amacon New York USA iy
; mﬁ'kﬂ &K (1981): personnel management in Nigerian published and printed by Ethiopia.
Nigeria, published company,
Ibrahim N.M | a] (2002); publisheqd aceounting and dccountability published and printed by
Munawar boolks intertionalkano,
Coolu . {1977): public ex

penditure efTective manugement,
b
London,

and control P.P by Dryden press

Hunichinson R. (1995); cooperative fin

ance principle of invesiment financing
Publish by Stanley chill ten ham,

and evaluate.

% ~ John et al (2002): economic of the public sector, P.P by ITBC kaishinanaga’a Delhi indie.

Sulaiman S et al (1998):effective financial management published and printed by Bayero
University Kano.
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ate the methods that were followed in the study through wmmh

-s@&i@h Wﬂl use the findings ¢, compile information

about input of inadequate labour
&ﬁmpan&aumn m public service. The methed adopted for daty ¢

ollection questionnaire distri buted
’m both Junior ang senior workers inye

Ived, this is because only this group ol people could
supply the needed information freely whicl may lead to accurate finding,

3.3 POPULATION OF THE STUDY

The population of the study is very impo

lant, in research work, |t indicales the census of all the

characteristics or fhat knowledge of phenomenon being studies. The population of the study area

from the Permanem Secretary to the j Junior stafT was One Thousand One [undred and Farty One
- (1141).

SAMPLE SIZE

The sampling technique for selecting the subject matter shall be by random sampling about and

s restricted to 50 people from Jigawa State Ministry of Education, Seience g Technology,

Who constituted the population size of the study as a sample from the fota] population, which are

‘ going to be used for the study of findings.

18




&dopred because the population is finite, the probabi
ang ﬂlﬁasﬂfn e-e

Stimated.

lation of (he study, it s believed that random sampling is
rom the .gerspeotive?of'Gccurrénc'e.

6 METHOD ,@F"'DATA CQLLECTION

¢ method of dagg collection wiy| be carried our by the use of questionnaires and petsona!
erview within the study areg,

37 RESEARCH INSTRUMENT

Research instrument fo, data collection are specifically concsived and exceuted to bring

evidence to bear research problems. The purpose of this research design is to undersiand how
valuable explanation can gecur as d

ata is collected in their original forn, Muorcover, for the

purpose of this project work, the most efficient gnd accurate method of obtaining information

leads 10 the examination or obtaining information through primary and secondary data.

PRIMARY DATA:
These are information, piece of ideas, data usually collected directly from the field ang the

- Origina state. Sometimes, search information are usually very strietly on variability and facts

ectly relevant to the Rescarch objectives. The importance of such information collected here
- depend highly on the efficiency of survey within the area of case stud y and extent of cooperation

- and responses from the respondents.

19
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CHAPTER FOUR
4.0 INTRODUCTION

This chapter deals with ¢ ‘esentati
. Hife he presentation of data that was colleeted using questionnaire survey, It
also deals with the dissension in relation to the
hapter i i
chapter deals with the test of the hypothesis of the complete project research.

4.1 DATA PRESENTATION AND ANALY

presentation of the data and it al least each

S1S

The data presentation and discussion is done variable basis, variable are presented and analysed
with the aid of table depicting the degree Lo which a variable is vital in the answer (he research
question for a comprehensive conclyusion to be drawn purticularly on a topic of (his nature. When
was defend on the secondary dat but on primary data. Therelore, this chapter carries the
presentation and discussion of the data collected on the ministry of finance and economic
planning. 100 questionnaires were distributed and 97 were eolleeted, The responses received

were the ones presented and discussed in the tables below:

Table 4.1.1: QUESTIONNAIRE DISTRIBUTION

S/N QUESTIONNAIRE | FREQUENCY | PERCENTAGE (%)
|
1 Administered Questionnaire 100 L ""ﬁfw"{f i e
2 Returnuthlicr;(im;mm'c IRET Y1% I
TOTAL ) 1w 100% =
; |

Source: Research survey, 2019

4.1.1 DEMOGRAPHIC DATA OV THE RESPONDENTS

Table 4.2.1: Sex Distribution

“TND. OF RESPONDENTS | PERCENTAGE (%)
| ()

DL e e D5
Source: Questionnaire survey, 2019

21

e e 6T 09,0744

FEMALE i | B
T E (30.03%
DT e 97 T 0%

TOTAL ‘




41-50

te that 67 Jmmmients that is

Thus, the ‘majority of the respondents a

T

OTAL

. - = ﬁ*.—_‘——*—“‘
Source: Questionnaire survey 2019,

3
‘The above table shows that the highest frequency

NO. OF RESP ONDENTS PERCENTAGE (%)
56 57.93%

B 31.96%

10 10.31%

97 100%5

ol each distribution is centred within the range

of 20 to 30 that is 56 respondents which is equivalent (0 57.73% of the tolu] years while 31

age of 40 150 years.

Table 4.2.3: Educational Qualification

3 ~ respondents that is 32 to 40 years on (1 0) respondents latest about 10.31

EDUCATIONAL STATUS

per cent fall within the

i NO. OF RESPONDENTS [ PERCENTAGE (%) |
13 = FTg.lxﬁ% e
; [ SECONDARY 23 7_"%‘5?387/0
5 :';,P.@S‘T'SECDNDARY 40 4129%
: f@THERs 15 16.49%, - e
[ T0TAL 97 W A

ce: From the questionnaire distributed to the staff of the minisiry in the year 2019,

the response to question on educational backaround 13 respondents aswer o primary

ation, respondents attend post Secondary Education, As these results indiente that 41.24% of

Eo
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; ducation, These results clearly indicate that most of
education qualification in the state were the research was carried

: Pk ey PERCENTAGE (%)
SKILLED WORKER 65 67.01% &
UNSKILLED WORKER 09 927%

13 |NON (P s 23.7%

|4 | TOTAL [Emm 100%,
“Source: Questionmaire survey 2019,

‘The table shows that 65 respandents of the 97 indicate that they are skilled workers, thus

covering 67.01% of the respontents out of 97 were lilled by unskilled workers and claims 9.27
percent, lastly 23 out of the 97 did not indicate whether they

those who did not indicate their views.

are skilled workers or unskilled and

Table 4.2.5: Salary Grade level of Respondents

/N [SALARY GRADE LEVEL NO. OF RESPONDENTS | PERCENTAGE (%)
GL 01-03 0 0%
GL 04-06 72 ' 7422%
GL 07-09 17 17.54%
4 TGLio-12 8 ‘t B25%
TR R ' 0 (0% T
:f' GL 16- ABOVE 0 0%
TOTAL 97 100%

Seldd L - .
* Source; Questionnaire survey 2019
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Hies 74.22% of The Return questionnaire, 17 out of 97
Javel ¢ grade-level 07-09 and claims 17.54%, indicate that they are within
‘el range and lElEﬂy eight people indicate that ¢

Over 8.25 per cany of the total percentage,

hey are within the salary Grade

SESEONSES PRESENTATION AND ANALYSIS

4.3.1: Some government iy
s. What do you thinl i

il servants are alwvays reluctant in the discharge of their
is the reason behind (ha(?

[ | ALTERNATIVE NO. OF RESPONDENTS | PERCENTAGE (%)

|1 1 LACK OF PROMOTION 14 s 14,435

|2 | LACK OF COMPENSATION |12 N 12.37%

'3 |LACK OF TIMELY PAY 08 8.24%
LACK OF SUPERVISION T 17.52% e
ALL OF THE ABOVE ' 46 42%

i ToTAL 97 100%

ree: Questionnaire survey, 2019,

is table shows that 14 out of 97 or 14.37% respondents indicate that it Is eoused by lack of
promiotion, 12 respondents out of 97 or 12.3 7% say that there is a lack of adequate
compensation for their efforts, 8 people out of 97 or 8.2% we are saying that the payment of
salary is not regular that is why. While 17 oul of 97 or 17.2% ol not having proper supervision of

the effort Lastly, 46 respondents out of 97 said that all the factors make them fee! reluctant in

discharge of duties.

i
Ve therefore concluded that all the above fuctors cause workers reluctance in the discharge of
‘We therefor: @

i e . ther similar worls situation U Yileonie rewards
their i ¢ i % fing the [llIPOlt\\lthh other simila (RN olllcoine L
neir dutlﬂS dUIng comparing

hey receive is not adequate.

24




 that lost some part of ﬂmr

PONDENTS [ PERCENTAGE (%)

46.39%

33.61%

100%

97 indicated that there is provision for
of warkers that logt any part of his her organs in the course of discharging their
condense out of 97 indicated that there is no any provision for such compensation.
‘Therefore we conldu_ct that if all the workers are part of organs in the course of discharging their
~duties most especially the junior.

‘Table 4.3.3: What type of composition do you think is the best way to incrense workers
- productivity in organisation?

[ SN[ ALTERNATIVE NO. OF RESPONDENTS | PERCENTAGE (%)
| PROMOTION ' 34 35,08
MONETARY COMPENSATION | 63 64.95%
3 [ TOTAL 97 100%

‘Source: Questionnaire survey 2019.

above table shows that 34 out of 97 or 35.05% respondents said that promution is the best
of compensating the workers to Increase productivity while 63 out of 97 or 64.95% that

etary compensation is the better way than promotion to increase workers productivity.

is results show that paying a worker that is high wages is the better way of compensating an

mployee in an organisation which will lead 1o increase in productivity.

25




T

- and cannot find oul the comment pettaining those who suid eff;

.

acilities With your counterparts in the
cationale behind asking (his question is to
ctor and private sector,

'NO.OF RESPONDENTS | PERCINTAGE (%)

43.65%

56.35%

100%

3 ':-‘Questmnnane survey 2019,

m book table illustrates' that 42 Out of 97 respondents indicated (hal

L they enjoy the same
benefits and facilities as in

the privale sector 97 indicated that they do nol enjoy the same

facilities EOUCll:ded that enjoy the same benefits and facilitics,

We therefore concluded that those that enjoy the same benelits and facilitics at the senior staff

effort hussein or of the opinion that

no one come about productivity achievement and services 1o the populace exhibited by workers.

 Tabled3.5 (A): There should be an inerease in wages and salaries?

| SINTALTERNATIVE NO. OF RESPONDENTS | PERCLENTAGE (%)
Tl | 50 5155% ‘
;NO 47 48457,
, TTOTAL 9 T T i

%ﬂms Questionnaire survey 2019.

he ‘above table shows that 50 oul of 97 of the respondents indicated that thers should be an

e[eas_e in wages and salaries and pn,:;eut cconomie candition is not satistactory.#7 out of the 97

spondents indicate that there should be no increase in wages and salaries. In vonclusion, the
respondents md: @

: ic her e an increase of wages and salaries, prosent economic
espor i d that there should be an 1 . .
respondents indicate

tuation so that workers could petform (o commensurate 1o the new pay package,




Y

>
«affe,cf the economy generally? Give you a reason,

s is fo see hoy respondent think the economy will be affected if the
table 4,21,

NO. OF RESPONDENTS | PERCLNTAGE (%)

30 S1.55%

47 48 454, (e
(AR S e ek

e

e 97 100% Ik (
s - - { be
: Questionnaire survey 2019, : ; [

¢ above table shows the Tipton vespondents out of the 97 feel or think (he ceonomy will be b ;

y affected, 47 respondents out of 97 indicated that the economy will be budly affected if

ies are paid at same rate,

ble 4.3.6: Are you satisfied with the present government salary? !

ALTERNATIVE NO. OF RESPONDENTS [ PERCENTAGE (%)

“‘ - | YES 32 ' 32,994, j
e 65 48.45%
B TOT AL 97 100%

ource: Questionnaire survey 2019,

The above table shows that 32 respondents out of 97 responded by saying yes sutisfied with the

. P e g a : eV oHre satisll hich covers 32,95
dent's salary while 65 respondents 1 know they are not satisfied which covers 32.99 and

% respectively.

ious fr 2 ranee those who are salislied and senior members of the staff
_obvious from the selected rang

iafied and Junior cost to the president standard ol living now it is not
le just responded not satisfied

factory or adequate. |




Returned. Thereby, i

bove table saws that 66 respondents out ol 97 ind
e cellular structure and the constituted 68,01

should be no further adjustment of the salary

is not &ampansmd

shﬁ
: ey uld e fm'ifmr the. Adjustment of the salary structure?

PERCENTAGE (%)

68.01%

31.96%

100%

icated that there should be an adjustment
Y% and 31 how to of 97 respondents said that
strueture und discovered 31.99 per-cent of the
: ineluded that there should be the Adjustment in the salary structure due
b the inflationary situation or cost-of-living in order to commemorate the situation.

Pable 4.3.8: From the following which one does your ministey h,]lm\ (o0 your salary

increase?
SIN| ALTERNATIVE NO. OF RESPONDENTS | PERCENTAGE (%)
1YEAR 1 STEP 68 70.01%
2 YEARS 1 STEP 09 9.28%
|1 YEAR 2 STEPS 07 T35
ANY OTHER METHOD | 00 L
W |3 13.40%
NONE }
o w i
TOTAL |
ce: Questionnaire survey, 2019.
28




ﬁ@tﬂa‘& Ueing followed by
that the rend followed by the
B espondents out f 97 respondents
Sty for salacy in ease 1 year o 2 steps. Any other

Honed provided no response, Lasily, 13 respondents out
any of the trep mentioned,

ot respond to

1A S e S
‘e h« : ke the freng lollowed by vou gy St S U sl Tuoisise is
ough: The follgwing | : ; ' .
o Owing table iy A testimony of {he analysis pertaining trends
Ministries for salary increase

which aimed at determining whether motivating

[NO. OF RESPONDENTS | PERCENTAGE %)

34 T 33.05%

[ N 64.95%
e — 100%

ree: Questionnaire survey 2019,

e above table shows that 34 out of 97 respondents are of the opinion that the salary increase
followed by the ministry is motivated enough while 63 respondents in all out ol'97 indicates that

ry increase followed by the ministry is nol motivated enough.

le 4.3.10;: Which of the following allowances do you enjoy?

N [ ALTERNATIVE NO. OF RESPONDENTS | PERCENTAGE (%)
= | VEHICLE ALLOWANCE 30 30.92%
RENT ALLOWANCE | 22 B e o

3 LEAVE ALLOWANCE 15 15.40%

~ [LEAVE GRAND ALLOWANCE |30 30.92%

[ TOTAL 197 ‘ 100%
A

29
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rece

; eh .le allowances, 97 ed rent allowances, 15
al,l-owmcva{s- when we concluded that vehigle allowances is not paid
Wha are interesteq gy h

was givey added together wi thei

e View of pot feceiving i, Wi cou

ve the capacity to colleet ang pay at due.

Usalary in the monthly payment voucher

Id not read or wrile in order, therefore did
erstand that it vyqg added to (e salary, travelling

allowances jg given 1o only
Ve grand allowanceg i Ppaid to g]]

those who
wolkers,

11 Can You suggest
CTERNATIVE

any way to mproye compensation in public service,

NO. OF ETE@T}‘NEEN"ES*[T@EEEN'}"AGE (%)

|
63 iy

64.95%
PROMOTION . HA e B
G s e “h"‘tﬁuﬁ
Questionnaire survey 2019, S

above table shows that 63 out of 97 respondents covers 64,95% said that using incentive pay

the best way to improve compensalion in the public sector while 34 respondents oul of 97

fon i ¢ i impr 4 cusation in public seotor which covers
ate that promotion is the weight improve compensation in p ¢

: i f livity in the civil
i i between compensation and produc 3

othesi h o relationship

pothesis (1) there is n

this question.
tative and quantitative measure based on this qu

30




-

.

Hypothesis Will be rejecteq on 1}

- e iy
response indicated thers ig relatig }g- bt wWhen the goiyq) salary was carried out the
“H908hip pey, iy

e WEEI T 0
service. Ompensalion gpg productivity in the civil

Hypothesis (2}, wages an( salap] :
dlles ara eyt
; s fire Unfairly, hypothesis question 4, 13 and 15 was used
to text bhatt the quantitative and qualigatiye : s e sy
HHAHVE meagyre |y

will be accepted on the ground | ased on these questions, Hypothesis one

hat Persongl b.‘. i ¢

. 5 5 4518 the nain ¢ iteria u jed Lor pron i i
civil service, W, 1t 18 thig one lﬂ‘\ r Prod { " . i
tig CK o oduge

ity among the civil servant hes its roots in ¢

W E ; 2 Ve g ant hey its roots in the
Improper compensation they receive for their effo -
) efforts,

To test third hypothesis, que

Sons 4.11,13,7 ang 19 will be used 1o test but

itati Ui qualitative and
ntitative measure hooe )

quantita casure  based o that, 46 adjusted tht g wages and salay increase to

commensurate to their service, Oreps dre saying that saluries should be [airly .

Hypothesis there ig ‘elationshi - ; o i
yp no “-f-lllgﬂbhlp between compensation and productivity and the Civil

Service. That from (e analysis and discussion ol’ dyte ly

I by sesencetiers wnd fyboucers [y

Jigawa State Ministry of Finance ang Feonomic Plamning as (ollows:

The productivity and compensation ol workers uc

hand in the ¢ivil

ve. But the end
result is that compensation of workers affict productivity of workers in the eivil service. This is

because there is inadequate compensation system which brings aboul inequality in the seclor.

Hypothesis wages and solarics ave certainly administered among publie off

i mastermind the
Payment of overtime wages and salaries, sometimes the puyments ave based on persomil vehicle

rather than produectivity level and this indicate that wages and salaries are cortuinly administered

among public servants. Alluded that the trend followed by ministy of finurce in increasing
salary increase is usually when one year to one step. Then only senior ollicers receive whal are
categories of allowances. so this system should be given due consideration,

the Improper compensution . receive for

Lack of productivity of civil servant has its roots in

effort. Also the senior officers complain that when they exhibited i o et lewr Is
. Also the s T QIIICers _ o .
he effort and bring about ¢ ity in the eivil serviee

he researcher

not given to commensurate t = ) ;
. ared In the present sector, The inpul and suteomes are in
3 . ive hvpothesis compared |
agreed with alternative hypoth ) )
i avinent of salaries based ersonal blas w
equitab] i Permission and Um\‘.‘-l,\’ paymentt of salares pased on per U bias which
qQuitable proportion. e o

s lrelng (Heirdy
Detwork is reluctant in the airport i disehpegibet

31




nd printed by mark3 Hills

Managerment sty on :
Sement, publisheq and printed by international edition, uSA.
(1981). Personnel gy,

Nigeria publishing company,

gement in Nigeria, published and prinied by Ethiopian

S. (1974). Campensation, published and printed by American New Yok, uSA.

hn S.A (1973), An enquiry in nature, published and printed by international edition USA,
%BM ith GMC, (1976). Salavy administralion, published and printed by GMC press New York,

 Sulaiman S. et al (1998). Effective Financi

al Management, published and printed by bayero
University Kano.

im NM et Al (2002). 1

Public accounting and accountability, published nd priuted by
manowar books international.

32




SBEPter i 1o sumumg

CRBPLEL IS {6 Sty 1y, -

| s Himarize (e whole research work findings data collected, It also
) g@n@]ﬂgmﬂ_ of the findin 25 and {he recommendy

aply and appendiy which consist of the books in v

tion. Lastly the chapter consist of the

hich the researcher uged,

UMMARY

ject intent to achieve o
ERIEEk intent o achieve whelher (e compensation is all appreciated in the public services

extends to which public Servants are encouraged 45 the case may be. The civil servant

forms less than their conferparts in the private sector, [{ also suggested on ways through

~which public service could be niade atbractive o potentinls employee, To asses and recommend

‘connection in the compensation imbalances il any in the public service as we suid carlier, this
tesearch work is almed at seeing thal whether compensation is appreciated in the public service
the public workers productivity level. Compensation is the second to personal problems alier

entory taking and is the system ol rewarding an employce [or the services renderers.
CONCLUSION

 pr s, and has hijhli,_,h L& El\’DOf.! esis there s no
i § ing has alot o ])J(]]JICKTIS, ang has ahitght o y
C’.OI]CIUSJ.OH the ﬁl]d.lllm has hi

ti()nship between compensation and productivity in the civil service,

i i e civil servic the end result is
: ot ivi hand in hand in the civil service, But
Compensation and productivily g0

s in the public service. This is become there is inadequate
compensation of wotkers

. s Smrral s e seclor,
JMmpensati stem which brings aboul inequality in the scel
\pensation sy o
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and selaes o
: L18S are ks
' v um'fmy‘ﬁdmnimméﬁ any

ong public afficers master

T than prodygi,!
: HVILY leve Pt

md : : I and thjs Indicates gt wages and salaries are unfairly

tered among public Servants, - '

‘We concluded that the treng followeq by the m;
C M

s T istry for salary increase iy usually one
year to one step. Then fhe only senjoy officers recejye ofher calegories of allowarnces so tiiis
. system should be given due consideration, [gel of produetivity of ol s
: the improper compensation they receive for offort. Also juniar officers compliant that when fhey
exhibited maxinmun ¢fToy and gel they Pay is nol commensuration wilh proper eampensetion

they receive, this brinps about tnequality in the civil service, The researcher agreed with the

alternative hypothesis compared in (he privels seetor, The input and oulput e in equitable

promotion, proper supervision and timely payments ave based on personal bins which makes
worker so reluctant in their effort in discharging their duties. Also the researcher disagree the
- null hypothesis on the bases that when the actual survey was carried oul from Uie response that

‘Was received there is relationship between compensation and produetivity.

A 54 RECOMMENDATIONS
' Based on the findine and conclusion the following recommendations have been alferad:-
e i

; i & chsati ld be equitable increase in
on: this project has receive thal compensation shou! ]
1. Compensation: this project

e ol | i 3} arners ©o (hat i ill be
n e the high and low income earners ©o that it wil

Vi row the gap between

way that h% 1” narro

d become adequate to worker due Lo the present economic conditions.
S P B i
appreciated and be

hould be encouraged so that maximum oulput will be attained by
2. Civil service shoult

vating 1 Iy praises by improving the working condition wough enough
ivati through I
motivating them th
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ding contral and also by

Aamong staff without showing any

ould regard junior workers as partners in

fevel their payment should be made:

25 - i S [
_ ty 510 the eivi] Service shoyld pe redueing so that productivity level
could be increased b a 1]
! Y harowing (he Bap between the similar worlc situation their input

and output recejveq for the some altention,

The work should be stimulating and challenging task and should be. piven consideration

so that their attitude 1o work will be boosted,

This clarities the fact that inflagion i the prime factor which affeet the salury and wages
of workers, The salary ranged be narrowed between the high and low incoime earners and

productivity sheuld be given priority in giving monetary and non-menetary compensation
in the public service and the issued outlined above should be addressed 10 us to reduce

. i AU o s L ety 41 B
inequality in order te bring about humors working environment tha! when increase

productivity and accountability.
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Isma ‘l Sabo, A student from the above instityiion in Dutse, Jigawu Siate.
e is Inlended 1o 50

belt for your opinion and answer on the topie “the effect of

uate labour Compensation on employee performanee”

In your organisution, Plense, you are

ed to express your opinion and the choice aud answering the question,
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Pensatiy do

0 i}

du 9 et e

P"'@ CUWW AL T e best Way 0 increase workers’

SFP—F"'?‘P’

a

b,
&
d

10. Do you feel that (here should be
present’s economie condition?

. Do you enjoy the sam

. Promotion 4 i 1

Incentives

 Award Presentatigy,

Mouetary CoMpeng
All of the above

ation

¢ benefirg and facili ; -
Strongly the same And facilities wiy »OUE counterparts in the private sector?

P'n'ticulzuly the same

Strongly not the same
Not at al] !

an increase i wages and salaries considering the

a. Strongly supporte

b Particularly supporied

¢ Strongly not supported

d. Particularly not SUpported

11. Are you satisfied with the present government salary?

a.

b.
&
d

Strongly satistied
Partially satisfied
Strongly not satisfied
Partially not satislied

Do you feel that these should be further re- adjustment of the salary strociupe?

Strongly feeling so
Partially feeling so
Strongly not feeling so
Partially not feeling so

)] i &) 4 S i I."ll'V ollow for salary e 2se?
¢ g w I trend does Your ministe 2
Fl'Dﬂl the follow ng whic

a. On;: year - unestep ()
b. Two )‘,'enrs - one step ()
¢. One year -two steps ()
d, Any other method ------=---
e. None ()
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14, Do you think the trend followed by your ministry from salary incregse
a. Strongly motivated

b. Partially motivated i

¢. Strongly not motivated

d. Not motivated

molivate enough?

15. Which of the following allowances do you enjoy?
a, Vehicle allowances ()
b. Rent allowances ()
¢. Travelling allowances ()
d. Leave grand allowances ()

service?

40




