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PREFACE

=&

his research work is convened out in'order to determme the

extends or the rate at whrch promotion can affect staff input
inan organrzatron

In view of this, the fi indings and recommendations will be of |

great relevance to any orgamzatlon that is confronted with
staff promotion problems. ' |

f
|
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: ABSTRACT [0
_,__‘Aassesses promotion as an mcentwe for Higher

y in Dutse Local Government Secretariat of
Jigawa State, -

The data used are personal responses from qu'éstionnaires
distributed to senior and junior staff of the Local
Government. Other relevant literatures available in the
library‘and internet were secondary data.

The study has shown thét.i'ackxof proper promotion of staff
as at when due leads to low productivity and sometime staff
turn over in Dutse local government. However, various

successive government ‘Have® attempted to femedy the
problem by increasing the chances of staff promotion
through encouraging in-service course for staff, recruitment
of staff that have qualifications relevant to their departmental
responsibility including higher academic qualification and
following the promotion guidelines of both jurior and senior
staff so that they will get pfom’oted as at when due.’

Thus, the problem of implementation could’ not ‘allow for
substantial reduction of staff turnover which is associated to

lack of promotion an anticipated by the various government

VI




m :n'catlon of- pollcy and human resource empowerment
by promoting staff as at when due which will -encourage
" hardworking ‘staff to put in their best and remove tribalism
;:and nepotism during the promotion exercise of both junior
and senior staff of the local government.
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s aspect of study geq

. S With . human
involves motivation Which ¢q

physiological aspect of human pe;

fésource management it

Mprises the psychological ang
ng. e

be influence through better inducement, for better out put (encourage
a person to-do some thing better ang effectively). ‘

Incentive can be very wide és the concept of motivation itself,

Therefore, promotion is among the:incentives to ‘b_eA mentioned.

Promotion lead to self- actualization;:which is ong of the items in
hierarchy of needs. Abraham H Maslaw in his book “Motivation and
Personality” :in 1954, defined self-actualization as the desire to
became more and more of what one is, to become everything one is
capable of becoming. The potentialities of talent and capabilities can
be best make use of where a person'is given'a change to display,
giving a person higher position or rank enables har.n t.o make use of

i t work to foster his ability towards achieving the best of
:fperlrefﬂfren:nce Obviously, as the role of an individual varies sg will

is perfo . o

be the eternal aspect of self-actualization.

; Iovides opportunity for satisfaction. Workers interest are
r .
Promctlonhli? h when they are promoted when due. Above zll, self-
kept very high v

ivated by increase opportunity to
ization i d to be motivate opp
actualization itself ten s

¥

er, human behaviour car'




Atisfy that need Promotlon is an

5 as
relevant recognition PeCt of satisfaction, because

advan
Cement, "ESPDnmbllmes etc are aII

jOb satisfaction. He descrlbed si

X (6) of these motivation factors or
satisfiers as follows:

Achievement

The work itself
Recognition
Advancement
Responsibility and

@ U BE o T

The responsibility of personal growth.

Base on the above cénditions, we can say that promotion not only
gives room for higher productivity, but also lead to self actualization,

self esteem ete.

In this case of study, it has been observed that senior and junior staff
of dutse Local Government Area of Jigawa State perceived their
satisfaction and overall enthusiasm to how consistent they have been
enjoying their promotion. It is in realization of the above that this

research is being conducted.




which has been Witnessing g
operative fi

government,

“over both in the personnel and
elds. The resignation of ot ¥ '

operative staff call for critical exami
leading to the unprecedenteq develo
N Some of these problems includ

taff turn

Pment in the Local Government.

e the existing guidelines and

precedures of the promotion of staff in the Local government.

For instance, . the existing guidelines and procedures for. the

confirmation and promotion of staff stipulate that a new employee
shall serve a probational period of not iess than six (6) months with
effect from the date of assumptiOon of duty; such probationary period
may be extended up to a maximum:of another six (6) months on the
recommendation of histher immediate officer/supervisor. - An
employee shall be notified in writing of his confirmation of

! appointment or, of an extension of his /her probationary period.

In addition, once every year, performance evaluation and annual
reviews of confirmed employees performance and the eligibility for
promotion or increment will be assessed objectively based on
performance on agreed job description and objective set by his /her

ot

officer or supervisor.

All recommendations for promotion to grades of personnel officers
and above is only considered if an employee has given an overall

berformance rating not below four (4) points. In fact‘, dedication,

3




. LaGK of proper ang adequate staff welfare,
~ ¢ Lack of promotign as at when dy

properly,. the rate of their ‘inpu
frustrated, looking for the slightes

Problem of favoritism in the Promotion of staff is a major obstacle to
higher productivity among the senior and junior staff of the Local.
government. Some staff get favoured becayse they are closer to the
board of authority while ‘others suffers that frustration. The above
factor and policies which are the major obstacles to higher
productivity among the staff of the Local Government is what this
research work is determined to critically analyze and recommend
useful solutions to the problem ' k.

©. When staff are not induce.
t will be low and they get
t opportunity else where.

1.3 SIGNIFICANCE OF THE STUDY

This study has become necessary in view of the alarming staff
turnover in Dutse Local Government Area of Jigawa S_tgte. Knowing
well the causes of this staff turnover, recommendation arising from
the findings will be of help in minimizing the problem of staff
promotion in :the Local Government. The research will contribute
immensely to the administrative running of the Local Government

especially to its personnel officers. -




14 SCOPE AN‘D 'LlMi‘TAT]ON OF sTupy -
I 1his study is on s-e'rtior and junior staff of dut
L s quemmem e Se local government.

Area With major towns ang villa

: 9es such as Fagoji, Galamaw:
Kasarau, Baranda, Chaichaj, 90j wa,

Isari, Abaya, Yargaba, Tabobo Fanisau,
war-wade, Laraba, Bakin Ruwa, Kudai etc. The categories of

employees are: Chairman, Secretary, Heads of Departments,
Managers, Directors and Personnel:Officers which are all referred to
as the senior staff. While that of junior staff include; Departmental

Secretary personnel assistance, store keepers, dispatch riders,
Drivers etc.

Thus, the study of this nature cannot be successfully: completed
without some:- problems. One of the major problems was with some
senior staff and Head of departments who are so pre-occupied to
grant audience to the completion of .questionnaires at the scheduled
time. While others like junior-staff were: not wiling:to cooperate in
providing the necessary information during the course of specialized
interview, they tend to underrate the purpose of the interview or

research work and refuse to disclose some vital information.

Furthermore, some of the staff ear-marked for interview were

reluctant in completing the questionnaires in

good time.




. Paor financial support to travel roung the entire Districts apart
Government, - 0 - :

s

¢ Some 'jur3ior staff of the Local vaernme'nt can hﬁt read and
write for that, to read the questionnaire was a prob?am.

£

| 1.5 METHODOLOGY
In conducting ‘this research, I:laid ‘émphésis: on method: of .data
~ collection that are relevant to the studies. In pursuance of these
‘objectives, | decided to use specializedrinterview with principal
officers, that is, heads of department, sectional heads of junior staff;”
Specialized interview was also conducted randomly ‘on selected
senior and junior staff of the Local Government which  reflect the
general views of the population in ‘order to obtain first hand !
information of the relevant data required. A major proportion of the:r
data collected was through the use of questionnaire§4 which were
servedto .both the senior and junior. staff within the strain 'of,the

research randomly selected.

6 DEFINITION OF TERMS

he key and major terms here.are!:promotion, incentive,. production

1

‘which are defined as follows: o ; |



_P ‘D‘UCTIO‘N:-This means optimu_m utiliz -
 or the realization of desjreq goals,

| 1.7 HISTORICAL BACKGROUND oF THE STUDY AREA

- In the real sense, Dutse meaning *Rock or Mountain® o

- from the hilly rocks which surround the town and covers an
| approximate area of about Smiles. Dutse has been an old local
: community and is the state capital of Jigawa State, at the same time,:
the headquarters of the emirate council of Dutse Emirate. The local
government.which - comprises of the whole of Dutse; district, Chamo,
and Sakwaya- District, was created during Yakubu Gowon
administration.

Dutse is bounded in the south with Takai Local Government of Kano
State, and Birnin Kudu Local Governmentin the South‘lEast, in the
North by Jahun Local Government, west by Albasu Local
Government and Gaya Local Government in Kano state and Kiyawa
by North-East. Dutse is one of the important towns with a long history
dating back to centuries before the Fulani Jihadi of Shehu Oathman

- Danfodio. The city Dutse is situated between latitude 1148 and 11N
and longitude 90 450E with a population of 148 374 according to the
1991 census figure and 246, 143 in 2006 census figure respectively.

Jigawa State —out of which Dutse Local Government is one of it 27
e intobeing:precisely on: Tuésday 27%

local governments, cam




_ &
_ -‘_ansﬂmnal pruvmcaal ec

om Kano have (5)
he state lieg betwee

€ af1991

n 11N to13N and 8E:
a land areg of about 224103 square

kilometers. Jigawa is housework referring to vast loamy and non-

auchi State and on the East by Bauchih
- state and shares ang |nternat|ona! boundary to North with the

Republic of Niger, o :

- In addition, Jigawa State has a population of about 4,348, 649
| - according to the 2006 census figure ranking it 8 out of the 36 state in.
- terms of population. About 96 ipercent of the population are Hausa/
Fulanl and rel:giously Islam with 80% of the population inirural areas.
The predominant of the state occupation is farming. The first military
administration of the state was colonel Olayinka Sule (1991-1992)
~ while the first Executive Civilian Gaovernor was Barrister Ali Sa'ad’
Birnin Kudu (1992-1993) the present Executive Civilian® Governor is
~ His Excellency Alhaji Sule Lamido, May 2007 till date.

Dutse first be.came a local Government caved out from the former
 South East division of Kano with capital at Bimin kudu following the
1976 local governlment reform. In 1981 Dutse local gov'érnment was
further sub-divided into two as a result Kiyawa Local Gover frwet
f,emerged to be a fully pledged Local Government during Ibrahim

five emlrate and 27 B
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ITERATURE REVIEW
 PROMOTION

N pain to probe in the local.
government sector. The importance of motivation system in an

£ organization like Dutse Local Government cannot be over-

emphasized. HoweVer some of the work of individuals on premotion

as an incentive in an orgamzatuon shall be gwen consideration in this
chapter. ' 2

i

Furthermore, the issue of promotion in Dutse Local Government as at
when due become highlighted about a decade ago, among the senior
and junior staff of the Local Government. In the course of this
research, many senior and junior staff who have stayed on a
Particular post for more than four years wnthout promotion expressed
bitterness about their plight. This has further reduced their

- enthusiasm to put in their best.

As a result of the tensed situation in the Local Government due to
lack of promotion as at when due to the deserving staff. In view of this
situation the Gommission Visitation Panel that sat ‘in the Local
" Government at first had cautioned the various heads of departments

10




PROMOTION as a term which is one of the key concepts in this

research have been defined as “the effect of increase in enumeration,-

recognition of one's potentials, confidence and prestigs. It can also
be seen as the practice of elevat[ng's{éff in an orgar;izat‘io'r{; ihcrease
i responsibility, recognition etc...." While demotion ‘and down
grading are the opposite. '

It is more economicé! to move employees upward, the existing
employges. of the organization are already familiar with and over the
years identified with goals of the organization than recruiting new
people from outside. In recruiting new hands/staff from outside
negative effects on human aspect on

organization, there are some

the organization. One of which is that, there is tendencies of

recruiting people who - might have been tried elgewhere “and
discarded. This may have. 2 negative consequences for the

; ot ls. So promotion of employees is
realizati organization goa ; _
i or 1= e J. Wilkins et al, summaries

B

useful in boasting their morals. Gardens
the objéctives of promotion as follows:

11




gical training for advancement.

_ CO-Operation aind lon i
| ; . : _ g service,
- ltis useful in conserving skills, training ang ability.J

Gives reward for loyalty,
Taking into consideration Garden's postulatio

' . NS, one can conclude
~ that promotion is an

| important motivational factor in a given.
| organization like ‘Dutse Local Government Area. In_this coﬁtext
' therefore, lack of these factors __in-.any‘fmotivétional arrangement is a

, : symbol of denial of promotion,

PRODUCTIVITY: This refers to the optimum utilization of human
potentials for the realization:'of desired. goals, It ‘brings about
efficiency with which things are done or performed.

HOW THE TERMS ARE RELATED: Considering the two concepts
extensi\'rely, one can conclude that promotion gives room for higher
preductivity. When staffs are promoted as at when.due, ;the rate of
their input is always very high. On the other hand in some
organizations, when the rate of their productivity is higher, this

encourages the management to promote staff as means of

. encouraging staff input.

12




ABRAHAM MASLow e

~ classified in order of five categ

' THEORIES OF MbTIVATl'ON : | ‘

Wi it states thyt humah needs are
ories: ' !

1. Physiological Needs: This ne

sleep and other physical Comforts, . ;
2. Safety and Security needs: This level involves safety (physical
and job'security), a priority for most People. That js, protection
of life and Property, protection against arbitrary lost of
employment etc, B g,
3. Social or affiliation needs:: This include feeling of belonging,
being accepted by others, need for friendship, affection and
interaction with others. i
4. Esteem need (Ego): This include self , confidence, |
achievement, competence, respect of others and recognition, J
S. Self-actualization: This is the individual highest needs, the |
Need of realizing ones potentials (fulfilment) and to become :
What one wants to become. Employee move up and down the
. p loyment experience. The highest and
Pyramid during their emp =y _
f motivation (self-actualization) is short
most influential level o

13




Supports  employee

Success, ang adjusts for failure js
necessary when Motivating employees, |

According to Ma_slow’s view, human strive 1o satisfy their need
in the. specific order shown above, that is, what sets of need
must be satisfieq first before the other function to motivate
behaviours. Maslow concluded that once a need is satisfied. it
no longer motivate behaviour, ! '
In a brief analysis of Abraham Maslow's postulation, it is an
observable fact that some or all of the hierarchy needs of this
motivation theories have an effect on the behaviour of senior:
and junior staff of any-organization of which..-Dutge Local
Government Areé staff are inclusive. i -

Another aspect of Maslow's hierarchy of need that touches the
behaviour - of senior and junior staffs of Dutse Local

Government Area is the social affiliation need wh_i::h has .!ed to
the formation of various common forms for the realization of
individuals and group objective. Example of s—uch forums
formed in the councils by the staff include the following: -




[Moreover, the hilosophica) and secyrit néeds of Maslow’s theory
ecome: a is my ' :
be .oth Need that is mog sssential for every category of
or_k.er 405 108l Government 5 SVery body wants fooq shefter!
lothing’s, safety, etc, higher than every other '

13 aspect of human
I needs. :

VICTOR VROOM'S EXPECTANCY THEORY

Another scholar's reviewed work is that of Victor Vroom carried out in
- this research project. In this theory ‘Expectancy theory”

that peé)ple behave and act in anticipation of future ha
- theory emerged that motivation is a function of expect
individuals have concern for

‘it postulates
phenings. His
éﬁcy and that
future out comes. The objectives of
Organization are to attain its goal and to achieve this, employees

21,

. have to be motivated to put in their best in order to realize the
. Organizational goals.

- According to Professor William Onchi, ‘motivation is all those inner.
siriving conditions described as wishes, desires, drives. g e
" inner state that activate or.moves individuals to peff”m'? joato the
- Best of his ability”, He went ahead to ceteqerize metlyalegl horkers o5
- follows: : ;

1. The person's behavior is salf—directed for important goals.

o

2. The person work hard it
A work.
3. The person sustain a pace of har

15 :




1 seholars looked gf .
;, Al predi's;?ositian to be
: specific unmet Needs (
» The way urges, aspirg
direct or contro of exp
» Some driving force wit

v-ation as;

have | \si e
€in g purpqswe Manner to achieye

Buford, Bedei_ah_, and Linder, 1995)
tlons, driveg and needs of human beings.
lain thejr |

beha_vio_ur (Applieby, 1994)
hin an ingiyi

achieve some goals

e

In proceeding with this conception, human motivation are based on
needs, consciously and sub-consciously felt. Thes.;e needs are
Primarily such as the physiological requirements for air, To:cf, v:aln:zz
- 38X, sleep and shelter. Other needs are sﬁeco,n‘jar:y Wr‘llc o) iving
self esteem, status, affiliation with others, gffec:‘lqn. giving

Complement and self assertion.

‘motive’ can be

According to Benson and Sterner, thc'a conc:s; t en;ot:-e =l

' Viewed. as an inner state that energies, ac. i il el

E o Thils el tordivegt or e8| pehaviouy niire class of
I:O;\’:L\::rds lr'hc:)tivaltion is a general term applying to entire ¢

, imilar forces.
, drives, desires, needs, wishes and si




arding their condition of Service, stq
made specifically on Prescripg

officer could be promoteq aftg, every th
P senvice existence of vacancy been ggg
preference to 'serving officers in the civil

ree (3) years, but satisfactory
ential. It went further to give
ser\fice," In all promotion the
should be preferred to those:

A

interest of all deserving serving officers
not already in the service.

A promotion vacancy should ‘normally be filled by promotion within
the ministry and where it is not forth coming, civil service commission
be consulted to seek for a suitable candidate from anofher ministry.”
| This indicates about even in govemnment establishment which are not
only for profit oriented. Promotion is still emphasized as a motivating
factor (incentive) to encourage workers to put in their best. With this,
it has become necessary to ascertain the -effectiveness of.
Motivational theories and other behaviorist postulations years back.

~ 23 MOTIVATION :
| This refers to the process or factors el i o thex

Way the would not have acted.

e




1

9 and well, whie
N thig Outcomes,

M.éﬁvaﬁo” Sipleing why SOMe peqpe Work h

| pers perform poorly, ang the vay .
; afous states employeeg Will ingr
piicipation of receiving an approp

® they placeq 0
ase their. oyt
riate reward,

A

This is @ belief that hard work leads to 4 quick promotion
rhe application of this theory in e promot

ion exercise in Dutse Local
Government Area, is constrained by stri

ct adherence to procedure
heory is one of the factors

senior and junior staff cadre
as the potentials and hard work extended by staff often failed to result

inanticipated rewards that are commensurable to such effort,

frmalities. The non application of this t

responsible for the staff turnover in both

EQUITY THEORY OF MOTIVATION -

Equity theory was made popular by ADAMS (1965). It posits tl‘!at
Perceived inequity is a motivational force. Workers evaruat.e. eq-u:ty
. Using a ratio of inputs to outputs. Inputs include q'ualmcat.l?n,l
SXperience, effort, and ability. Outcomes include beneﬁt‘i. inequalities
0curs when workers feel that outcomes are not comparable to
inputs,

HERZBERG’S TN FpETn e ontent explanation of
Fredei‘l'ck Herzberg advéncedf another € 4

d

was/ pased on & study of nee

Mlivation in 1g69. His theory: untants. The theory is referred
Saf

. cco
isfaction among engineers and at-va on (Herzberg Mausner and
to a5 th of motl
e two-factor theory
: 8).
Snyderman, 1959 and Lidner 1998)

Herzberd and his associates
e

“4

18
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led the sublects to think of times oth when

| o and when they fgit SSpecially 8 sboyt :/ .felf especially,
| :loyee was then askeq 1, describg the bo‘nditions t: i J°.bS- i j
§ w¢lings (Donnelly, Gibson and IVancevich 1995) bas S e "
| perzberg reached two conclusiong: , 4 on the study,

1. Some job conditiong Operate

primarify to dissatisfy employee’

presenf_of these conditions does
not  build strong motivation, Herzberg called these

ed ten: L

- Company policy and administration i

- Interpersonal relationg with the supervisor

- Interpersonal relations with subordinates
Salary

‘maintenance factors” and he identifi

- Job security

- Personal life ; L
- Working condition

- Status : :

1. S;Jme ?Zb conditions build high — level motivation an:i jhorb
satisfaction, but if they are not present, they cfo net preve hig !
dissatisfying. Herzberg described six of these:

- Motivational factors

- Achievement

- Recognition ’
Advancement

- The work itself
Responsibility

* Growth




advance toward his Secondary goals and higher at any stag

e of his'
life coritinuoﬁuslyduntil death, The degree of employee’s motivation

apart from money and other materig| gains depends largely on other
| factors like enVirqnment, social security factors etc.

* In view of Hull's Drive Reduction Model, the degree of employee
| motivation apart from money depends largely on some other factors
. like environment factors, social security etc. that contribute either
Positively or negatively. There are some professors who have
rejected political appointment and prefer to profess their ideas on the'
young -generation than accepting. poliical office. .For example,
professors like Abdulsalam from ABU Zaria, ALaba Ogunsawa from
Unfversity Df Lagos, Professor Emeh O. Auwah and Dr. Beko

Ransom Kuti who was appointed as chairman of Lagos State

UniVersity teaching Hospital (L.U.T.H) but rejected an_fzi refused to

take all incentive that goes with the responsibiliy like official car and
Il incen L
| official house etc, This also confirms what Chris Agris (1957) stated

. that an aqult behaves either (motivated or not) at work can be

Comprehended by the extent to which he or she has matured since
: rehende

-

20




childhof?d- The main issug at Stake Wwhi

i : ) ich the re
address llr1 . S Particylay Point of yigy, IS that '
~ incentive in mfluencing higher prbd " Promotion serves B

Uctivity i -
i 4 tiwty N Dutge Local-Government

industry seeks from its work force.

Reviewing the Hull's Drive Reduction Mode Motivation and judging
from the general perspective as assessing motivational-factors in the
Present society particularly among the senior and Junior staff of Dutse
Local Government secretariat. One could ascertain that in present
scciety where salaries and wages earners are constrained with in:
adequate supply of social and economic resources andjcoupled_ with
the absence of social ideological political RANGENANL., This Hisory
<an not serve the purpose in the context of thi_s résearch work. y

This s becausé it has been witnessed that inspite of the prestigious

: i ing a head of
®d other numerical benefits associated with being

. There are some
depanme”b’unft ks LOCa"LGOVQmmem iy ce to the Local
“Ccepted offers in another organization:in referen

GDVi‘-mrm:ent department/unit leadership-

21
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]
.

et is. relevant ¢,
werefore, it :

fors that could serve as
fa0torS -

Is Chapter, that motivation
incentjyg for highe, Productivity i, other
in p i

' in

ization like increage ' iNcregsg
ai .
orga

0
th the senior and junjo, staff of Dutse 4
of DO :

Vity, Its absen

loyee productivity in 5 emarkable signi
- grplo
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“HAPTER THReg.

| METHODOLOGY |
PROMOTION GUIDE ;e IN DyTse

| ;1 PROMOTION EXERCisE IN
pomotion guideline in any ¢

H9caL COVERNMENT

sraluated and implementeq

promotion exeréise for each session of the year emanating from the
tfice of the chairman of appointment and promotion committee to al
feags "o departments/units. The circular states the approved
Ndance for promotion of senior and junior staff which requested all
%05 of departments/units to strictly adhere to. Moreover head of
dEpartrnents/unl'ts are requested to ensure the observance of thf
rD”m"’ing Criteria when considering staff for pr °m°ﬁ°"-to.be S
That there are vacancies ta--wkTich.staffsl:rebe':_jln e
N other word recommendation shou i

8Pproved budgetary provisions s ey
during
That staff are not promoted

4

Period,

24
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., ?re Qualified ‘g&ade‘micall_y or professionally for thei'
which promotion I

SR is being recommended :
‘That staff are not on co ' .

i urse at present on bei_ng. nominated
for course at time of promotion E

That all cases of promotion have passed through the,

- department officers and promotion committee

wd

.2 PROMOTION GUIDELINES FOR SENIOR STAFF OF DUTSE =
OCAL GOVERNMENT -
ased on the above rules, heads. of department may recommend’

heir staff for promotion to the committee:that are responsible for the
romotion exercise. The committee in effect consider the following
criteria for promotion of the staff (Senior) in Dutse Local Government

. Area. ; :

: 1. Ability and willingness to take or comply with lawfgl instruction,

human relation and leadership potentials. In addition to the

above attributes, staff are also requested to note the following:

that confirmation is not a pre-requisite for promotion and it can
be considered after six (6) months or one year of promotion’

_period of any time of the year.: . Gy e

And when a Local Government departments/units is looking
over his staff records with a view of making recommendation for
promotion, he may as well find out whether any confirmation
are due in the next few months. If there is no reason to
recommend, then the reason be started either of short coming.
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I

of appointment will not be approved while a staff

course,

In e o .

o .addltlon to having completed at least one year
f .‘ .o.mmwencement Qf appointment, in spite of the above’
guidelines for the Promotion of senior staff there seems to be

m:a-d.equately on jts application e.g. A deputy secrefary who has
attained the level of secretary can not be promoted, if the
present secretary is still on that post.

a4

':'_‘An_other example is that if an administrative officer/personnel officer
- who has attained the level of deputy secretary cannot be promoted
§  because there is no vacant post, even though his/her productivity is
high. This does not encourage high input that can give room for

b

~ higher productivity.

3.3 PROMOTION' GUIDELINE FOR JUNIOR STAFF IN DUTSE
- LOCAL GOVERNMENT SECRETARIAT

On the junior staff of Dutse Local Government cou‘lr‘}cil, warkers
promotion .guideline is quite different from their senior counterpart.
The advancement of this categories of staff is based:on certain
academic qual.ification. These -include at least school certificate,
ertificate on secretarial administration or Diploma e.g. for a typist to:
; promoted to the rank of chief typist. He/she must obtain a school
in the same requirement for a secretary to the
e to the chairman, he/she must obtain

certificate .
chairman/personnel assistanc
at least-certificate on secretarial administration.
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bove guideli ,
b elnes for the promotion of jynior staff the

s/guidelines are ofte
2 n observed , S
staff for promotion; Ved when recommending

That there are vacancies to which staﬁs a

: re to be
In other words gl

+ ecommendation- should be in line with'
approved budgetary policies. 2

That staff are not on course at the time of promotion

* That the affected staff must meet the minimum requirement
for the rank in view.

. Provided he/she have not less than (4) points .obtained‘-;olely on the
. basis of qualification. In spite of all these guidelines head of
.f departments/units who feel otherwise may recommend staff for
: promotion on special ground such as long service and hard work,
: ignoring the rules and regulations governing promotion..However, still
- inadequacy of the apblication of: these policies in elevating staff for
" further -position exist even though his/her productivity is higher
because the post in question is not vacant. This trend does not

encourage productivity.

3 wrt

34 COMPOSITION OF APPQINTMENT AND PROMOTION
COMMITTEE AND THEIR FUNCTIONS.
e composition of the above committee in dutse local ‘government

I:;seizretariat include the following: .
4. The chairman: the chaiman is the head of the local
| government. All recommendation from his office are “duly

. considered. He is the chief executive of  the local

government.




v Bi b§|rman. This is a person elected together wih
€l executive of the council tg assist and act as députy

s hal'rman in Dutse Local Government secretariat, the deputy'
~chairman act as head of personnel, i

TE: some other important gfﬁcers of the local government include: |
Secretary : | .

Treasurer

Head of departments (HOD) 7 |
Councilors

Internal/external auditors etc. o) 5 :

: FUNCTION OF THE COMMITTEE
- The functions of the committee include the following:
To recommend the commission of the local government for

B

promoﬁon to grades of deputy chairman

To recommend to the local government service officers of
the local government. That is head of department etc.
. To -appoint or promote all other members of the local

government staff and recommend promotion to the local

government service commission

d. To look into the problems of an aggrieve staff over
promation. Above all the committee deliberate intensively
based on the heads of departments/units recommendation.

28




- o

clusion

. Qf'.‘t:he above formaliti -.
BRoa les the successf .
m by se Uccessful candidates are

cretary (Appointment ang promotion committee) by a
er indicating the new post, salary and effective date of promotion
the staff concern. In usual cases the staff are requested to writ:
ptance in acknowledgement of the 'promotion; Rs a routine
practice, in other organization, Dutse Local Government Secretéria’t

5 does not emphasize on promotion through examination or interview.
_-_But rather promoting staff in the secrétariat depend on the
- recommendation of units/department heads. 4t

i

. PERSONAL INTERVIEW
. This concept entails questions, seeking opinion, ideas etc with
- regards to the sdbject under study.
Some questions raised during the interview to gather n‘i§r data-are as
follows:
1.  Which post do you occupy?
5 Who long have you been on the post?
. a. Less than one year . ,,

b. one to three years

c. over three years
3. Are you responsible for the promotion of senior and junior
staff in your deparfmentlunits? a) Yes b) No '
Are you conversant with 'thevlocal governmeht promotion

policies?

a. Yes
b. No
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What crlfu.aria do you épply on these policies?
. a. Specifically on laid down regulations

b. Not §peciﬁcally on laid down regulations
c. On personal initiatives

How malmy years does a staff stay on a particular post before I 4
he/she is considered for promotion?
a. One year

b. Two years : &

c. Three years and above
Does a staff require confirmation of appointment before
. being promoted? ;
a, Yes : : - !
b. No
Do you consider a staff for accelerated promotion in your
department? '
a. Yes
b. No
If yes, under what basis:-----==----"= 3
In your opinion what hinders 2 staff from being

_recommended for promotion !

does the qualification or years of experience cdn_sidered asa
yard stick for staff promotion? ?
a. Yes
b. No

30
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b tht .
seﬂlarand e s i::d. ;li\:: guideline on Promation
. State? e

a Ag:re-e_d

b. Not agreed

If no, give your recommendation—- X

_ of
local government Jigawa
f

Judging from your experience does promotion serves as an

department/units? e

a. Yes b. No

. Does a staff resign his/her appointment due to lack of
promotion? -

a. Yes b. No

c. No Idea

If Yes, how can you relate it to total turn over in Dutse Local
Government Jigawa State -

a. Very high

b. High

c. Low etc
. Recently the Jigawa state government introduce promotional

examination to state government workers do you want local
government workers be included?

a. Yes

b. No

If yes, why?
If no, Why. e

31
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CHAPTER FOUR

DATA ANALYSIS

| ; f
is research work is based on the satisfaction of specific items like

alities. Based

: ; | issued thirty (30) copies of.
questionnaires which were served on both senior and junior staff in

' promotion, education, qualification ang established form
n the above areas of interest,

- accordance with the research proposal. Out of the 30 copies of

[ & ‘questionnaires distributed to various categories of staff, twenty (20) of
£ the questionnaires were responded to. The low level of the responses
I to the questionnaire which might not be unconnected with the fact
. that some of the respondents even after explanation arid assurance
of the confidentiality to the study could not understand the aim of the

research work, and some -were even afraid to. complete - the

. questionnaire issued to them.

- Invariably, this in an indication that ten (10) out of the thirty (30)
guestionnaires were not returned or filled, in a nut-shell therefore, |

take a critical look at the above issue one by one starting with the f
preamble that promotion as an incentive foe higher productivity

among the senior and the juniorstaff of Dutse Local«Government

secretariat. This-analysis is a response of those respondents that
returned filled questionnaires and the general opinion of the

population.
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containg responses to
have you been on the posts

TABLE 4.1

MINIMUM NUMBER OF YEARS SPENDS ON A POST

ED NO. OF RESPONDENTS |PERGENTAGE GOF
I RESPONDENTS
|2 —3YEARS 10 50%
! 13 —-4YEARS 30%
| ABOVE 4 YEARS 4 20%
4 LTOTAL" 20 100%

As to how long they have stayed on a particular post before they
were promoted which is presented in table 4.1, majority of the:
respondents, that is fifty (50) percent §aid_ they havqls_t_ayﬁd between

W - 2-3 years on a particular post but thirty (30) percent said that-they

particular post before they get promoted.

33

have stayed between 3-4 years on a particular post before they were
- promoted while (20) percent said they spent above 4 years on a
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\gocelerated promotion
' onsideration on

. In response to this question, the responses obtained from the

respondents in Dutse Local Government Secretariat, generally

§ indicated that seventy-five percent (75%) stated that staff were not
considered for accelerated promotlon while twenty-ﬂve Jercent (25)
said that staff could be considered for accelerated promotion. This
particular qUést_iCn and responses help to elucidate the mixed feeling
of staff on accelerated promotion.

Since the number of people who responded that staff are not
responded for accelerated promotion out-weights the number of
people who responded that staff could be considered for accelerated
promotion, this-is an indication that hard work, efficiericy dedication

s . and productivity are relegated to the background.
.3 S
E?EEE# OF QUALIFICATION ON PROMOTION :
| EDUCATIONAL NO.'OF "PERCENTAGE OF
LEVEL RESPONDENTS RESPONDENTS
Post graduate degree 1 5‘?:
First degree/HND 4 gg D/A,
NCE/Diploma S o
Certificate Course 7 150/0 o
School Certificate - 3 100‘;
TOTAL 20 100%

o TP AR
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urse. In most cases, this qualification do
various responsibilities being carried out b
is follogved by twenty five percent who

es not corres'pﬂond with the
y staff in many places. This

had NCE or Diploma and
twenty percent as graduates of first degree or HND and finally five

§ percent had post graduate or second degree. It is not surprising

§ therefore, that most of these respondents could: not attract promotion
£ asatwhen duerbecause of the lack of requisite qualification.

TABLE 4.4

GENERAL VIEWS ON THE IMPACT:OF PROMOTION OR .LACK
OF IT

ITHDRAWAL NO. OF - PERCENTAGE OF
b LEVEL RESPONDENTS RESPONDENTS
| (RESIGNATION) ‘ |
Low Resignation 12 : .B0.
Indifferent : L@ ;1430
No idea E 2 10%
TOTAL 20 100%
The table 4.4 above, containé'responses to question’ number 15.

“Does a staff resign his/her appointment due to lack of 'promotion?“
Though close ended questionnaires were issued, but the ideas
genera£ed from the opinion of the respondents presented other areas

where the close ended questions could not. e
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arcity or lack of employment

portunity else where coupled with the €conomic predicament in the

=]

:‘percent were indifferent in opinion whether promotion or lack of it
| could cause people to seek for greener pasture elsewhere. However,

| ten percent claimed to be ignorant for lack of promeotion and its effect
£ onworkers.

.

In further approach towards the phenomenon and iniorder to obtain a
compressive knowledge on this area of the research-work, | went
further to set other questions for the heads of department who are
directly responsible to give recommendation for the promotion of staff
under them. Then in responses to the questionnaires; tQuenty copies
were sent out presumed to be equal to 100%. :

| then enquiréd as to how long these set of people i.e. head of
departments/units have headed their depadments._ | gpserved that
fifty percent had been heading the section for over three years.” .

Tﬁis is an indication that officers have undergone considerable years
of experience and knowledge required for the promotion of staff. Ten
percent ‘had assumed: leadership far:less than one year while forty
percent had served between three years as shown from the table

below.
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ABLE 4.5

WORKING
EXPERIENCE
than one year

RS OF ADMINISTRATIVE EXPERIENGE.

NO. O
RESPOND
1

% OF

F
ENTS RESPONDENTS

P The ten respondents i.e. one hundred percent of the reépondent from
the above table confirm that

they are responsible for recommending

- their senior and junior staff " for promotion or confirmation of
appointment. In any organization, be it private or public there used to.

be specific policies and guide line to be followed in prometing its staff.
These policies and guidelines, has to be strictly applied to ensure

justice and fair play.

TABLE 4.6
HINDRANCE TO STAFF PROMOTION | 5
‘ITEM NO. OF % OF
RESPONDENTS RESPONDENTS
Lack of educational 10 50
qualification
Lack of productivity B .“30
and in-efficiency | )
| T e FO . -
Disloyalty and lack of 4 : 20%
etary provision
:L;—QAL = 20 7 100%
L
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me of the factors that would: militate again
his is further testifi

F \r'cent indicated th
P responsible while dj

st a staff promotion,

at it is low productivity and in-efficiency that is

sloyalty and lack of budgetary provision carried
| twenty percent as shown in the table above. -

. The bureaucratic phenomenon identified in the responses in question:
I twelve tried to measure the heads. of . departments/units satisfaction
~ with the criteria they follow in recommending staff for promotion: Qut
of ten, only one or ten percent expressed high satisfaction, seventy
percent felt satisfied, twenty percent felt dissatisfied yet these
procedure are followed strictly to the detriment of staff interest as’

gt T - shown below in Table 4.7. G
TABLE 4.7 :

FEELING OF RECOMMENDING OFFICERS ON PROMOTION.
CRITERIA. : e
BT ITEM NO.OF . .. |- . %OF :
- RESPONDENTS RESPONDENTS

“Highly satisfied 1 10%

Satisfied : 7 70
: A 20
Dissatisfied 2 4
TOTAL 10 10

38

ed that fifty percent affirmed this notion, Thirty
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e =

RESPONDENTS RESPONDENTS

| 80%

. |increase

. i

| Number changes in 2 20

& [output
Below expectation oo =
No. Idea . 5
TOTAL = 10 : ~100%

From the above table (4.8), it becomes absolutely clear that this
research hypothesis has confirmed that promotion does not only
influence higher productivity, but also contribute significantly to
employees greater input. =

This is vindicated by the fact that eighty (80} percent of the
respondents confirmed that those who are promoted increase their
productivity as compared to in-significant number of two,representing
twenty percent who did not see any differenqe in the performance of

workers even after promoted.
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identified job satisfaction through shouldering more responsibilities,

- gain some prestige and respect while others had the:opinion that
promotion offered them the opportunity to get closer to the decision

- makers in organizations. Some have even claimed that promeotion
enable them to acquire all the items mentioned above., ;
In conclusion of this chapter, the research work and findings have:
proved my hypbthesis as correct, meaning that promotion serves as a
great incentive for higher productivity of both senior and junior staff of
Dutse Local Government, Jigawa State.
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This chapter also deals with literature review where various theogries-

of human motivation were ‘explained. These theories - include
Abraham Maslow's theory of.- human- needs. Vietor Vioom's
expecténcy theory, Equity theory of motivation, Hertzberg's two factor
theory, Hull's drive reduction mode| etc.

According to Abraham H. Maslow's. theory of human needs, it was
stated that human needs are Classifiedin a hierarchical order.of five

(5) Categories viz:

41



Physical neegs

1

2. Safety and security needs %
3 Socig| Needs
i

5

Esteem need ang
Self actualization heeds

reduction mode| gave a brief explanation why people are'interested in
Promotion, giving such secondary benefits ag wealth, home,
education for relations and children etc.

Chapter three of this project discussed the methodofogy‘used to elicit
reSponées for the study so as to collect relevant data to the project in
areas such as promotion guideline for senior and junior staff in Dutse
Local Government Secretariat, composition of appointment and
promotion committee and theijr functions, personal interview which-
entail questions, seeking opinion,:ideas etc. with regards to the

subject under study.

Examp!e of suéh quesﬁons asked are
- What post do you occupy?
‘- How long have you been on the post? :
- Are you responsible for the promotion of eifher
senior/junior staff in your department? Etc
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| . Most staff spend three years before they get promoted formlng

data collected from the

responses received from

s such as promotion, education, qualification;* e‘stablishedr
malities and so on. o

My analysis proved that;

~ 50% responses

| . Accelerated promotion hardly oceur in Dutse Local Government.

" - There is poor educaticnal background for most staff of Dutse Local

Government
- There is.low level of staff turn overinthe said Local:Government. .
- Infinal analysis it can be considered that prometion motivates the
senior and junior staff of Dutse Local Government for higher
productivity. It also brings in more money and prestige to the staf-fl

and his family and raises their standard of living too.

oA

5.2 GONCLUSION

In conclusion the issu
higher productivity relates to the behaviour of employees particularly
junior staff of Dutse Logal Government. This is an ared

e of promotton as an mcentwe for mﬂuencmg

the senior and Lo
that has been explored in this research work. It is “thegefore my

fervent oplnlon that the objectives were outhned in this research,

which has been , achieved that promotion is very important to gear up

this set of people to increase their productwuty feel comfortable,,
i

confident and contended and raise their standard of living.
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4 g SUGGESTION

wish to recommend the following to the Local Gd\;ernment for

4,  Promotion of both senior and junior staff. A hard working staff:
~ who has already obtained-the required qualification should be
promoted when due. This will enable them keep peace with
their counterparts with similar qualification in other
organizations.

2. On the budgetary provision, my research work suggests that
adequate budgetary provision should be made to &nable staff to
be promoted when rightly due for it. Added to this suggestion is
the provision of contingency fund to take care of staff
pramotion. ¢

3. On the cases of heads. of .department/units who constitute
themselves as the Alpha andtOmega over differences in staff,

the Local Government should set up an impartial body or
cases of promotion victimization to check

{ committee to look into

favouratism and nepotism when it comes to promotion of staff:’

: Above all, promotion should be‘based on merit while the above

I
vices be avoided. ! ; i ofgy S s

4. To every'organization there are formal p
exercise. Since lack of promotion or a denial of it generate ill
feeling among staff and between the heads of de;??rtments and

plishment of the Local Government

bureaucratic bottlenecks in the

rocedures in promotion

staff towards the accom

objectives pase on my findings,

promotion exercise should be minimized.

£
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Good leadership in Duytge Local Government; rulers that will
considerably look at the needs of the common man. if this is
achieved, then not even international appointment opportunities’
will cause staff turn over in the Local Government but the sky

will be the limit in terms of promotion of staff at as when due in
Dutse Local Government.
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JIGAWA STATE PoLYTEGHN
LLEGE OF BUSINESS AND MANAGEMENT STUDIES DUTSE

| QUESTIONNAIRE FOR THE HEAD OF DEPT. / UNT DUTSE
LOCAL GOVERNMENT, JigAWA sTATE

Dear Sir/Madarﬁ,

] The researcher is a student of Jigawa State Polytechnic, College of
Business and Management Studies. Dutse, Department of Public
Administration, conducting a research on how promotion or lack of it
affects the output of senior and'junior staff of the Local Government.

It would be highly appreciated if you could kindly answer these

questions.

|
I
1§
b
It
{

All information'given is purely for academic purpose and all your
response will be strictly treated as confidential.

Please tick the following as appropriate; . .. RN e i
1. Are you a head of Dept/unit. In Dutse Local Government,

Jigawa State? (@) Yes [ | ()No [ ] \

|
i 2. How many years of administrative experience on this post? - !
" (a) Less than one year [:I (b) One to three‘years |:]

(c) Over three years D :
3. What factor do you think can hinder staff promotion?

(a) Qualification [__| (b) Lack of productivity [
(c) Disloyalty and lack of budgetary provision [j
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2 ‘performance? (a) Increase in oytpyt L] )No change in output m
(c) Below expectation D (d) No idea D .

5 Are you satisfied with the existing policies and guidelines on

staff promotion? (a a) Highly Satisfied L] Satisfied [ ]
(¢) Dissatisfied D

- 6. What suggestion and recommendations can you give to the

Local Government on the existing policies and guidelines for
the promotion:

~ Thank you, - : e
F Yours faithiully,

KAPSON SIMON A.
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3 ‘_ear Sir/Madam,

,j The researcher is a student of Jigawa State Polytechnri:;, College of
Busine§s and Management Dutse, Department of Public
- Administration, currently conducting a research on how promotion or
lack of it affects the productivity of senior and junior staff of Dutse
Local Government. Kindly answer the following questions.

All information given is purely for academic purpose and all your

response will be strictly treated as confidential.

PLEASE TICK THE FOLLOWING AS APPROPRIATE;
1. What post do you occupy?
2, wa long have you been on the post? (a) Less than one year |___|
(b) One to three years [ ] (c)overthree years D

3. Are you responsible for the promotion of senior and junior staff
in your department/unit? (a) Yes D (b} No |::|

4. Are you conversant with the Local Government: promotion
policies? (a) Yes| | (p)No [ ]

5. What criteria(s) do you apply on these policies?
(a) Specifically on laid down regulations [ ] -*
(b) Not specifically on laid down regulations |:’
(c) On personal initiatives |:| (d) None of the above. D
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" . How many years does a staff stay on a particular post before
she/he is considered for promotion (a) One year[:]

(b) Two Years [ |
(c) Three years and above [ |

7. Does a staff require confirmation of appointment before being

promoted? (a) Yes D (b) No ’:]

8. Do you consider a staff for accelerated promotion?

(a) Yes D (b) No (:]

9. If.Yes, under what basis?

10. In your opinion what hinders a staff from being recommended
for promotion?

11. Does the qualification or years of experience considered as a
yard stick for staff promotion? (a) Yes [ ] (b)No [ ]

12. Do you agree with the laid down guidelines on promotion ‘of
senior and junior staff in Dutse Local Govemment, Jigawa State

(a) Agreed [ ] (b)Notagreed [ ]

13. If No, give your recommendation:

14. Judging from experience, does promotion serves as agn

incentive | in influencing  higher productivity  in

your

department/unit?
@Yes [ 1  (@)No ] -
15, Does a staff resign his/her * appointment due' to lack of

promotion? s i

(@ Yes.- [ ] (B)No [ ] (c)Noidea ]
16. If yes, how can you relate it to total tur

Government, Jigawa State?.

@VeryHigh[ ] (o)High[ ] (c)Low [ ]

n-over in Dutse Local

&N



recently the Jigawa State overnme
; 17. sxamination, to state Qover
government workers o inc

mtroduce promotionaff

er
! Qu Want |
ludegs o

@Yes [ ] wyno =
fh. Why? =

- --..-...-....-....._._ ._
e —— S —

.----.-».-..-....

hanks.

wd

Yours fafthfuﬂy,

KAPSON simon A




