A CRITICAL REVIEW OF CIVIL SERVANT INDISCIPLINE AND ITS EFFECT ON PRODUCTIVITY

ABSTRACT
This research presents the investigation into the effects of civil servant indiscipline on work productivity, the National Revenue Authority in Ogun State was used as the location for the study and a total of 100 staff was sampled. Data was gathered using a self -constructed questionnaire and the result gotten was analyzed using the simple percentage method. The validity and reliability of instrument were ascertained. The result of the study reveals that some civil servant come to work late and some even take their daily task for granted. The analysis also shows that political, interference influences indiscipline and also indiscipline affects work performance and productivity of the entire civil service in Ogun state, therefore the study recommends that government should ensure that public servants are well remunerated in order to maintain high morale. Motivation of workers should always be on the front burner. Motivational may not necessarily mean financial rewards. Self discipline, Self actualization and job enrichment should also be exercised by the organization management. Disciplinary cases should always be hastily disposed and anybody who is culpable should be sanctioned appropriately to serve as a deterrent to others.
CHAPTER ONE
INTRODUCTION
1.1   BACKGROUND OF THE STUDY
The productivity and longevity of any business are heavily dependent on the quality of its personnel and their ability to align themselves with the firm's goals and rules. One of the biggest issues confronting the Nigerian public service is how to manage workers in order to run a successful administration. This is especially relevant since the amount of indiscipline in Nigeria's civil service has been determined to be responsible for low productivity in the government's quest to improve people's living conditions exclaimed Udoji (2017). According to Adebayo (2017), efficient administration of a structured workforce is only feasible if managers take the proper approach to incentive, teaching, and, if required, punishment, and this needs high levels of cooperation from the workforce. Effective discipline is dependent not just on competent leadership and a solid personnel policy, but also on employees' full collaboration with the organization's policies. Poor performance and low levels of productivity will result if employees do not follow the organization's rules and regulations and set standards. 

As observed by Nwakanma  (2019), the absence of absolute regard for ethical standards, rules, and regulations throughout the agencies of government and public service in Nigeria is a severe disadvantage. This is because civil service is one of the government apparatus tasked with carrying out the will of the state. There is no question that in any Nigerian administration, military or civilian, the civil service is expected to perform some core functions for the proper operation of the country's government. It is worth noting that the executive branch of government, whose role it is to carry out all governmental initiatives, significantly relies on the civil service to carry out this essential function. However, due to terrible performance and indiscipline in the public service, famous administrators, bureaucrats, and professors have assailed the civil service. Unfortunately, despite the fact that much is expected of this instrument of government, the lax attitude with which the civil service conducts its duties has produced a lot of heat for both the previous and subsequent governments in Nigeria.

Historically, the genesis, structure, and performance of Nigeria's modern public service can all be traced back to colonial administrative organization. Civil service in Nigeria derives from institutions founded during colonial periods by the British. According to Olaopa, (2016), the Nigerian Civil Service is a group of government officials tasked with administering the country and enforcing the policies of the current government. In other words, it is the group of civilian personnel at any level of government who are not susceptible to political appointment and removal and are typically employed and promoted primarily via competitive examination. However Mismanagement of conflicts, a lack of a better understanding of conflicts, their root causes, early signs or indicators, dynamics, and the manner in which they can be prevented, brought under control, and eventually resolved by the entire organization, are major reasons for staff indiscipline in the public sector (Kankwenda, 2002). According to Yahcioglu (1996), "people engage in acts of indiscipline because their interests and ideals are challenged or because their needs are not met."

According to Ani (1991), a large proportion of our public officials think that the public service belongs to our then colonial ruler, and as a result, they throw control and discipline in the service to the winds. Certain organizational factors, such as control and discipline, have been identified by management experts and scholars as viable tools for addressing the problem of ineffective performance in public bureaucracies. The Nigeria civil service is one of the institutions that has witnessed a wide range of demeanors from civil service employees. Unexplained absence, leaving without permission, dishonesty, deceit or fraud, willful damage to property/materials, fighting, insubordination, fabricating documents, and many more offenses are frequent in the civil service.

According to Johnson (1996), "any employer must have tools to eliminate people who do not contribute to its objective." If this is the case, the researcher believes that the civil service is currently facing horrible misbehaviour from its personnel, to the point that disciplinary measures or processes appear to have no effect on them. If it has, why is there fraud, truancy, absenteeism, tardiness, and other general malfeasance in the civil service? Is this to say that control and discipline are no longer relevant to the efficient running of the public services? If true, what impact has it had on the system in current Nigerian society?

1.2   STATEMENT OF THE PROBLEM
Public/Civil Servants, in contemporary public organizations in Nigeria, exhibit discipline at a minimal level coupled with some elements of indiscipline. In this condition, for example, staff may report for duty, in time and sometimes late. On arrival, they may perform their duties without seriousness. After spending few hours on duty some of them take permission to go out of the workplace while others just sneak or vanish. Another group may go to drinking houses or beer parlors’, to return to the office only towards the closing time. Some of them may take permission to stay away from the office or workplace for a number of days for fabricated reasons. Others may just absent themselves for reasons that are far from cogent (Ochai, 1984). It is needless to say that productivity is affected negatively by these vices of staff in the public sector. According to Adebayo (2001), such acts of indiscipline include lethargy, apathy, laziness, rudeness to members of the public, malingering, presenting false sick certificates in order to go and attend to private businesses and a host of other deplorable attitudes.

1.3   OBJECTIVES OF THE STUDY
The main objective of this study is to find out the influence and effects of workers indiscipline on civil servant productivity: specifically the study intends to:

1.   To find out the level of indiscipline among civil servants in Nigeria

2.   To investigate the causes of indiscipline among civil servant

3.   To find the effects of indiscipline on the productivity of civil servants

4.   To find out those factors that influence productivity in the civil service

1.4 RESEARCH QUESTIONS
The following research questions are formulated from the objectives to guide this study

1. What is the level of indiscipline among civil servants in Nigeria

2. What are the causes of indiscipline among civil servant

3. What is the effects of indiscipline on the productivity of civil servants

4. What are the factors that influence productivity in the civil service

1.5   SIGNIFICANCE OF THE STUDY
The most significance of this study is to promote productivity Nigeria Civil service. If this productivity is promoted the following people will benefit from it.

The benefit of civil servant discipline on productivity aims at alerting the employees whose performance is considered low to improve his performance, reminding the employees of the expected standards of behaviours and increasing the moral, motivation and performance. 

1. The civil servants of the commission will benefit in the sense that the workers will enjoy good salary and allowance.

2. It will help the civil service to maintain peace, unity, among the employees so as to have improved productivity. 

3. Students of laziness administration and management, human capital management will ﬁnd this useful as it will serve as a reference work for further researcher. 

4. It will also help the society at large to embrace discipline as a tool used to inculcate obedience and control in the life of citizens.

1.7 SCOPE AND LIMITATIONS OF THE STUDY

It will not be possible for the researcher to visit all of them and produce effective study. Consequently the study will be narrowed down to the Ogun State Revenue Office.

The researcher is faced with some limitation/constraints some of these factors are ﬁnance, time, transportation, lack of corporation from some members of staff who attempt to keep back relevant information as a result of bad attitude of some staff of public bureaucrats.

1.8 DEFINITION OF TERMS GOALS

A goal is desired result a person or a system envisions, plans and commits to achieve a personal or organizational desire end-point in same sort of assumed development.

PRODUCTIVITY: An economic measure of output per unit of input-inputs include labour and capital.
DISCIPLINE: It is a training that moulds or perfects the mental or moral character. It is also a set of rules that government and the conduct of people in any organization.

EMPLOYEES: Is an individual who work part time or full time under a contract of employment. Whether oral or written, expressed or implied and has recognized right and duties.
MANAGEMENT: It is the organization and coordination of the activities of a business in order to achieve deﬁned objectives and effective goals.

1.9 ORGANIZATION OF THE STUDY

This research work is organized in five chapters, for easy understanding, as follows;

Chapter one is concern with the introduction, which consist of the (overview, of the study), historical background, statement of problem, objectives of the study, research hypotheses, significance of the study, scope and limitation of the study, definition of terms and historical background of the study. Chapter two highlights the theoretical framework on which the study is based, thus the review of related literature. Chapter three deals on the research design and methodology adopted in the study. Chapter four concentrate on the data collection and analysis and presentation of finding. Chapter five gives summary, conclusion, and recommendations made of the study.

CHAPTER TWO

REVIEW OF RELEVANT LITERATURE

THE CONCEPT OF DISCIPLINE 
Discipline, according to McFarland (1979), refers to conditions of orderliness in which members of an organization conduct themselves with respect of the needs and desires of the organization, subordinating to some extent their own needs and desires. We see discipline as concern with the imposition of certain restrictions on the behaviour of members (employees) of an organization. 

There are two basic forms of discipline, namely, positive or constructive discipline on the one hand and negative discipline on the other. Positive discipline means the fostering of co-operation and a high level of morale so that the written and unwritten rules and conditions are obeyed willingly by employees. These rules may cover general terms of employment, hour of work, communication channels, performance standards, organizational expectations and general employees conduct (Onah, 2003). It also embraces good behaviour by managers or supervisors, such as good supervision, treating all employees fairly, eschewing bad manners, being helpful and considerate to staff and setting of good examples by not breaking any rules. This is where, in the opinion of the writers, the problems of public organizations start. Leaders (top civil/Public Servants) who are supposed to lead by example by being disciplined are the very ones who exhibit attitudes of indiscipline. It is, more often than not, the leaders who misuse government vehicles, report late of duty, siphon and embezzle public funds, delay actions on files which come to their tables, get drunk while on duty, play truancy, engage in acts of tribalism, sectionalism and nepotism, sectionalism andnepotism for deciding who gets what, when and how (Achebe, 1986; Okoli, 2004). These leaders however, expect their subordinates to behave like saints! “It is instructive, nonetheless, of them to know that personal example should be demonstrated, which is the hallmark of true leadership” (Achebe, 1986). Nevertheless, it is indeed, very difficult to change well-embedded ideas, especially when there has been no significant demonstration on the part of the leaders in that direction (Okoli, 2004). Conversely, negative discipline refers to control by force or punishments, threats, warning, pay- cut, interdiction, suspension and dismissal. Indiscipline, on the other hand, refers to conditions of disorderliness in which members of an organization conduct themselves without respect to the rules and regulations and subordinating their needs and desires to the overall needs of the organization. According to Ochai (1984), staff indiscipline is manifested in many ways in the public sector such as habitual lateness to work, truancy, and lack of commitment to work: loafing, buck-passing or refusing to take responsibility. It also includes bribery and corruption, tribalism and nepotism, misuse of government property, drunkenness, embezzlement or misappropriation of public funds. Public/Civil Servants, in contemporary public organizations in Nigeria, exhibit discipline at a minimal level coupled with some elements of indiscipline. In this condition, for example, staff may report for duty, in time and sometimes late. On arrival, they may perform their duties without seriousness. After spending few hours on duty some of them take permission to go out of the workplace while others just sneak or vanish. Another group may go to drinking houses or beer parlors’, to return to the office only towards the closing time. Some of them may take permission to stay away from the office or workplace for a number of days for fabricated reasons. Others may just absent themselves for reasons that are far from cogent (Ochai, 1984). It is needless to say that productivity is affected negatively by these vices of staff in the public sector. According to Adebayo (2001), such acts of indiscipline include lethargy, apathy, laziness, rudeness to members of the public, malingering, presenting false sick certificates in order to go and attend to private businesses and a host of other deplorable attitudes.

FACTORS RESPONSIBLE FOR STAFF INDISCIPLINE 

Major reasons for staff indiscipline in the public sector include mismanagement of conflicts, lack of better understanding of conflicts, their root causes, early signs or indicators, dynamics and the manner in which they can be prevented, brought under control and eventually resolved by the organization (Kankwenda, 2002). Yahcioglu (1996) opines that “people get involved in acts of indiscipline because their interests and values are challenged or because their needs are not meant…” the following are the reasons for indiscipline in the public sector: 

(a) The economic factors, 

(b) The socio- cultural factors 

(c) The socio-political factors 

(d) The management factors: 

(e) Laxity on the part of managers and supervisors 

(i) Lack of confidence in subordinates 

(ii) The role of the civil services commission, and 

(iii) Lack of motivation

THE ORIGIN OF CIVIL SERVICE IN NIGERIA 

The history of civil service can be traced to the history of colonialism and the development of capitalism in Nigeria in 19th century. Inevitably, the history of civil service in Nigeria can be attributed to the history of Modern Nigeria itself. Prior to the colonial rule, different ethnic groups and societies that make up today’s Nigeria, lived in clans and empires. In the north, there exist Islamic Sokoto caliphates (of Borgu, Sokoto, Kano and Kanuri); while in the West and East exist different empires and communities. The development of capitalism that came in the aftermath of industrial revolution in Western Europe imposed national limitations to its economic expansion later resorted to imperialism or imperialist quest for new colonies for trade and investment, and cheap source of raw material and mineral resources to feed its ever bourgeoning industries, as a way of strengthened it political and economic domination at home and oversea. The British colonial power through conquest forcefully integrated different ethnic communities and kingdoms under Lagos colony and established direct rule in 1861. Civil service was created in 1862 with the specific purpose: the survival of capitalism in colonial Nigeria, and the stability of colonial capitalist state structure. As a result, British government established different hierarchical positions of Governor, Chief Magistrate, Colonial Secretary and Senior Military Officers, Offices of Private Secretary to the Governor, Auditor for Public Accounts, Chief Clerk, and Collector of Customs2. These public bureaucracies was established as the essential ingredient, livewire, and sine-quo-non for the consolidation of pre-colonial state structure in Nigeria. Later, the Niger Coast protectorate was merged with the Lagos colony and became the Southern protectorate in 1900. With this a whole of Southern Nigeria was brought under the same civil service with its headquarter in Lagos. But in the Northern protectorates, the colonial power established the system of indirect rule where the traditional rulers serve as the link between the colonial civil service and the people. Under this arrangement, the emirs retained their caliphates title and positions, became the executors of British policy in their respective domain, but they were responsible to British district officers, who had final authority. With indirect rule, caliphate officials were transformed into salaried district heads and became, in effect, agents of the British authorities, responsible for peacekeeping and tax collection in their respective domain without any formal power to initiate development projects to improve socio-economic development (Ozigi and Ocho 1981:41; Tibenderana 1988:67). The balance of power rest squarely with the colonial official (governor-General) who has the power to fire any erring emir at will. Overall, the objective of the colonial civil service was for tax collection and maintenance of law and order in Nigeria (Ogundiya, 2007). 

The Colonial rulers had contemplated effective capitalist system where railroad lines will be able to transport tin from Jos Plateau and northern-grown peanuts and cotton to ports on the Lagos coast. But the drawback faced by capitalist expansion in the northern protectorates was the lack of access to the sea, and that Northern Protectorate had a budget deficits. The Colonial official under the leadership of Fredrick Lugard wanted to use the budget surpluses in the Southern protectorates to offset this deficit (Barkan and Gboyega, 2001) and hoped that amalgamation of the two protectorates into a single entity would help to ameliorate this problem, and make effective colonial administration easier. 

Then, the construction of railway from the North to the South began. Because of the shortage of skilled personnel that will manage the emerging bureaucracies, the colonial power quickly realised that the need to develop the indigenous manpower so as to aid the effective functioning of the colonial rule. Therefore, western education was introduced, with more schools for the natives especially in Southern Nigeria were built to train them tobecome railway workers, doctors, clerks, teachers, local administrators, etc. who are the embryo of the coming Nigeria intelligentsia and proletariat (working class). While in the North, colonial rule under Lord Lugard was reluctant to permit missionaries the opening of schools in Northern Nigeria, in order not to offend the Emirs on whom the country's administration relied. Though, few schools were permitted, but this colonial decision legitimatised complete feudalisation of Northern Nigeria where the emirs and the local ruling class entrenched Islamic education in order to prevent opposition to their misrule and domination.

COMPOSITIONS AND PROBLEMS OF CIVIL SERVICE IN NIGERIA 

Since the independent era, the structure and composition of the Nigerian civil service has changed and witnessed significant transformation. Immediately after independence, the Civil Service comprises the Federal civil service and the other civil services in three regions (West, east and North) and later between the Federal civil service and that of the twelve states of the federation. Currently, the Nigerian civil service comprises the federal civil service, the thirty-six autonomous state civil services, the unified local government service, and several federal and state government agencies, including parastatals and corporations. The federal and state civil services were organized around government departments, or ministries, and extra ministerial departments headed by ministers (federal) and commissioners (state), who were appointed by the president and governors, respectively. 

These political heads were responsible for policy matters. The administrative heads of the ministry were the permanent secretaries who were former called Director-General. The chief director general was the secretary to the government and until the Second Republic also doubled as head of the civil service. As chief adviser to the government, the head of the civil service conducted liaison between the government and the civil service. Generally, the structure of Nigerian Civil Service is patterned on the British style. The service is divided into the following classes: administrative class, executive class, professional class, clerical class and the messengerial class who function as a catalyst for crystallizing the shared goals of the society and as a machinery of public policy formulation and implementation. Despite its contributions to national development and democratic stability, the civil service over the years has been plagued by numerous problems. 

Prominent among these problems is politicisation. The Nigerian civil service had been politicized to the extent that most top officials openly supported the government of the day. The introduction of the quota system of recruitment and promotion, adherence to the federal-character principle, and the constant interference of the government in the day-to-day operation of the civil service--especially through frequent changes in top officials and massive purges--meant that political factors rather than merit alone played a major role in the civil service. Eme and Ugwu (2011) noted that ‘the enthronement of federal character principle of recruitment and other spoils system techniques have sacrificed efficiency and effectiveness in the Nigerian public service’. Subsequent observation by Mohammed Salisu posits that ‘considerable political interference in the process of personnel administration has led to improper delegation of power, ineffective supervision and corruption. Thus, result in official apathy that has so far culminated into unauthorized and unreasonable absenteeism, lateness and idleness and, notably, poor workmanship’ (Salisu 2001: 2). 

Strong institutions cannot emerge from present day Nigerian civil service where top echelons of these bureaucracies are handpicked on the basis of ethnicity, religion and class. 

Furthermore, disgruntled elements within and outside the civil service tend to politicise the activities of state by reading meanings and prejudice on government policies and programmes on the basis of primordial, religious, ethnic and regional sentiments. For instance, the recent government policy that limit the tenured the position of permanent secretaries to eight years regardless of age as a person or in service, has generated huge controversy as the affected officials used religion, ethnic and parochial sentiments to fight back. The policy stipulated that two terms of four years each for permanent secretaries with officials only allowed to commence the second tranche after being evaluated oncompletion of the first and found worthy. This implies that whatever effort that calls for more accountability in spending and the reduction of waste in carrying out government’s activities or attempts at preventing corruption and underhand dealing will be blackmailed and politicised by the affected officials in order to maintain the status quo. 

Another problem with the Civil Service in Nigeria is the high level of corruption (Okotoni 2003: 225; Expo 1979). Corruption is a major problem limiting public bureaucracies in Nigeria. Corrupt practices occur in nearly all ministries, departments, and agencies where virtually all members of the upper and lower levels of the bureaucracy are involved. Graft and corruption include bribery, extortion, and nepotism, and are characterized by the subordination of public interests to private aims and violations of the norms of duty and welfare, accompanied by secrecy, betrayal, deception and a callous disregard for any consequences suffered by the public. The public considers graft and corruption to be widespread and persistent in Nigerian civil service (Ogunrotifa 2012a). 

Finally, Nigerian civil service are fraught with the following problems and discontents: lack of measurable objectives; inadequate evaluations; mismanagement of time; inadequate facilities; disorganization; personnel mismanagement; and over centralization. These internal weaknesses led many ‘public organizations to: define their output as money disbursed rather than service delivered, produce many low-return observable outputs (glossy reports and ‘frameworks) and few high-return less observable activities like ex - post evaluation, engage in obfuscation, spin control, and official amnesia exhibiting little learning from the past, and putting enormous demands on scarce administrative and technical skills’ (Easterly, 2002: 223). This however culminates in marring of government’s laudable policies vis-a-vis poor implementation strategies (i.e. bureaucratic procedures) adopted by the civil service, effecting unworkable solutions, putting obstacles in the way of policies formulated by the political officials (Okotoni, 1996). However, these problems associated with the Nigerian civil service stems from the Max Weber model (western) of bureaucracy that Nigerian Civil Service adopted couple with lack of political will by the ruling elite and the nature of economic system in Nigeria—capitalism that emphasizes primitive and excessive accumulation of wealth. These factors together contributed to the failure of the numerous attempts to reform the civil service from post-independence period to date.

The Civil Service and the Challenges of Productivity and Efficient Service Delivery  

The public service is well placed to carry out its assigned tasks and responsibilities because, in analytic terms, its rational characteristics represent a shield from arbitrariness and undue interference. However, the performance of the civil service is significantly influenced by three broad relations forged with (i) political office holders, (ii) the larger public who are the object of government policy and (iii) the dialectics of relations within the service itself. The role of political office holders or those who occupy elective or appointive political posts at all levels of government is clearly defined by the constitution. The executive arm of government has the main task of determining the policies and programmes of government at the relevant level. It sees to the general direction of the polity. In a democratic setting, such as what is being built under the current dispensation, the legislature is also critical. It not only performs oversight functions, but also plays the major role of law making. In making policies, and in deciding on the day-to-day matters of the state, both the executive and the legislature are clearly required to adhere to the rule of law and due process. Public expenditure must be within what is appropriated. The bureaucracy must not also be interfered with not only in regard to the principles guiding its conduct, but also in the discharge of its duties. However, major frictions often do occur. Some are open but most remain hidden between political and administrative functionaries with serious implications for development. The principal cause of manifest and latent conflict is the non-adherence to powers and responsibilities grantedeach body by the law. It is no longer news to hear of interference by especially the executive arm of government in a purely administrative sphere of the state. This is typical in matters related to recruitment, placement, promotion and discipline of staff, award of contracts and so on. The question can validly be raised as to how far has any of the above been based purely on merit and in accord with the provisions of the public services rules and financial regulations? Undue politicization of the civil service, contrary to established guidelines and procedures, is also a source of conflict. There is also the strangling of the civil service of the needed resources especially funds with which to carry out its assignments. The norm that relevant bureaucratic agencies can incur expenditure once budget have been passed has continued to be eroded. Other issues of contention are the apparent lack of conducive work environment and poor condition of service. The wages of a fresh graduate employee of the public service can hardly guarantee the satisfaction of his basic needs. Many cases of sharp practices can be linked to this basic problem. Yet, as Maslow (1943) has argued, meeting workers’ basic needs is a prerequisite for efficient performance. 

Towards a More Productive and Service-oriented Civil Service 

One of the greatest requirements for enhanced mutual working relations between the public, political office holders and career civil servants is for each to respect the boundaries of the other. Both political office holders and bureaucrats have specific powers and responsibilities assigned to them by the relevant laws and guidelines. This should be adhered to. Today, we do not know how many appointments are based on merit, how many transfers, retirements or dismissals are fair and in accord with the law, how much of the lavish wealth displayed by politicians and even civilservants is judiciously earned? Clearly, it must be an issue of public concern: what resources are meant for the common must be utilized as such. Political office holders as well as top civil servants need to fully act on the basis of fairness and merit (including representativeness). Misuse and abuse of power by any could and often leads to friction. This is very significant especially in the context of an environment which is not innocent of misappropriation of public funds, imprudent political and economic decisions in the allocation of scarce but allocatable resources, erosion of the rights of individuals and the conspicuous consumption of a few amidst the abject poverty of the masses, among others. Interest in the welfare of the generality of the workers must also be sustainably generated. The use of human relations approach is key in this regard. It correlates efficiency with the welfare of workers and of their attitudes toward managements and their work groups (Singer, 1990:10, 89). It advocates the design of jobs which lead to social need gratification for workers, including the use of non-authoritarian leadership styles by superiors and the fostering of effective work group relations. It postulates that the interest of workers in terms of the basic concern for their physical and psychological needs is key. This is to avoid a frustrated and dissatisfied workforce that performs at minimal standards. It also lessens the chance of workers strikes. Of course, a look at the condition of work environment is also important: optimal performance must not be expected in an environment devoid of basic infrastructure and working tools, to take a few examples. There is the question of checking the excesses of politicians when necessary. Ordinarily, this is the responsibility of the legislature. However, the career civil servants also have a role here. They have the power to advise and turn down requests and/or directives that are contrary to established guidelines. The career public servants must strive to carry out this part of their responsibilities diligently. This is especially in areas where their powers vis-à-vis that of political office holders are clearly delineated. They should be able and courageous enough to tell the executives where their powers begin and end. Many may wonder whether, in the face of enormous powers wielded by political office holders, a career civil servant could turn down such a request from, for example, a governor. The hard fact is that this is possible provided of course that the career civil servant is principled, uncorrupt and absolutely dedicated to service. But where career civil servants compete with political office holders in the diversion of funds for private purposes, they could not check any ones excesses. On the contrary, they would only remain the willing tools of political office holders. There were classic examples where this role of the civil servant has been demonstrated. An example is worth citing here. The former Governor-General of the Northern Region Gen. (rtd) Hassan Usman Katsina, of blessed memory applied for a plot of land to build a house. His application was considered inappropriate by virtue of his office and the application was turned down and he took it. (Gboyega and Abubakar, 1989:10). Today, the frequency and speed with which such applications are made is hardly hidden. In trying to “handle” the political office holders, the career civil servants must for their part understand their main responsibilities in relation to the executive. They are not politicians and must be non-partisan. The implication of this is that they must serve faithfully the government of the day. Not only this, they must tender advise and place all information and expertise available for the government to succeed. Breach of these guidelines not only weakens the relations between the two but should also attract sanctions. They must also work hard to translate policies in to concrete realities. Facilitating improvement in the living conditions of the people through effective policy implementation is the surest way to regain the confidence of the public. Ultimately, the surest way for a more efficient and service oriented civil service is for all the stake holders to cooperate and positively partner for development to occur. Of course, people differ in terms not only of ideas, values and interests but also in the kind of work they partake in. But these kinds of differences are not, in reality, a hindrance to progress. The quest for socio-economic and political development constitutes a common ground for cooperation. Indeed, Durkheim (1858- 1917) argued that as people become more specialized and different, they grew more dependent on one another. Durkheim (cited in Kamenka, et al, 1979) called this sort of solidarity ‘organic solidarity’, because society functioned as a complex entity that depended on the proper functioning of a variety of parts, or organs. Sociologists have also drawn attention to the importance of group membership precisely because most of us live with “one or more individuals with whom we share some sense of identity or common goals and with whom we interact in a specific social structure” (Mclyntyre, 2002: 118).

THEORETICAL REVIEW 

Theoretical frameworks are explanations about a phenomenon and according to Marriam (2001) theoretical framework provides the researcher the lens to view the world. A theory is an accepted fact that attempt to provide a plausible or rational explanation of cause-and-effect (causal) relationship among a group of observed phenomenon (Kothari, 2004). Several theories and models have been put forward by scholars to explain the field of employee progressive discipline. The study is built upon certain theories that have much links with employee progressive discipline and employee performance. Mugenda (2008) defines a theory as a frame work of explaining phenomena by stating constructs and the laws that inter relate these constructs to each other. Theoretical framework provides the researcher the lens to view the world. Some of the relevant theories discussed include; Theories of progressive discipline, reinforcement theory, Business Ethics theory, equity theory and systems theory. 

REINFORCEMENT THEORY 

According to Hull (1951), asserts that as experience is gained in taking action to satisfy needs, people perceive that certain actions help achieve their goals while others are less successful. Some actions bring rewards, others result in failure or even punishment. Reinforcement theory was developed by Hull (1951), which suggests that success in achieving goals and rewards acts as a positive incentive and reinforce to successful behavior which is repeated the next time a similar need emerges. Conversely, failures or punishments provide negative reinforcement, suggesting that it is necessary to seek alternative means of achieving goals. This process has been called “the law of effect”. The associated concept of operant conditioning (Skinner, 1974) explains that the new behaviors or responses become established through a particular stimulus, hence conditioning people to repeat behavior by positive reinforcement in the form of feedback and knowledge of results. Through employee reprimand system, employees receive feedback on their performance. Reinforcement theory explains that people behave in ways they expect will produce positive outcomes. The degree to which experience shapes future behavior depends on extent to which individuals correctly perceive the connection between behavior and its outcome and on the extent to which they are able to recognize resemblance between the previous situation and one that now confronts them. 

It has been suggested that behavioral theories based on the principle of reinforcement or the law of effect are limited because they imply, in All port’s (1954) phrase, “hedonism of the past”. They assume that the present choices of an individual are found in an examination of the consequences of their past choices and this influence the expectations. EQUITY THEORY 

According to (Adams, 1965), equity theory is concerned with the perceptions people have about how they are being treated as compared with others. To be dealt with equitably is to be treated fairly in comparison with other group of people or relevant other person. Equity involves feelings and perceptions it is always a comparative process. It is not synonymous with equality which means treating everyone the same. Equity theory states, in effect, that people will be better motivated if they are treated equitably and demotivated if they are treated inequitably. It is significant in terms of morale. There are two forms of equity; distributive equity which is concerned with the fairness which people feel they are rewarded in accordance with their contribution in comparison with others, and procedural equity which is concerned with the perception employees have about the fairness with which the company procedures in such areas as performance appraisal, promotion and disciplineare being operated. The above theory facilitated the understanding of the third study variable and objective that is to establish the effects of employee disciplinary procedures on employee performance.

SYSTEMS THEORY 

The systems theory of industrial relations as propounded by Dunlop (1958), states that industrial relations can be regarded as a system or web of rules regulating employment and the ways in which people behave at work. According to this theory, the role of system is to produce the regulations and procedural rules that govern how much is distributed in bargaining process and how the parties involve or relate to one another. Dunlop explained that the output of the system takes the following forms; the system is expressed in many formal or informal guises that are in legislation and statutory orders, trade union regulations, in collective agreements and arbitration awards, in social conventions, in managerial decisions and in accepted custom and practice. The rules may be defined and coherent or ill-defined and incoherent. In a company the rules may be concerned with doing no more than defining status quo that both parties recognize as the norm from which deviations may be made only by agreement. In this sense therefore an industrial relations system is a normative system where a norm can be seen as a rule, a standard or a pattern for action that is generally accepted as the basis up on which the parties concerned should operate.

EMPIRICAL REVIEW

According to Aderide in (2014) in his paper re-inventing Nigerian civil service for effective service delivery in the 21st century. The use of secondary data was adopted as well as eloquent testimonies of the bad state of civil service as concrete evidence of inefficiency in the civil service. In analyzing the data, descriptive statistics and qualitative technique were employed. Findings reveal that the Nigerian civil service is one of the significant legacies left by the colonialists which serves as a functional tool required to put the nation on the path of recovery that could match the rising expectation of the people savouring the euphoria of independence which necessitated the reforms in the civil service. In spite of this reform, the civil service is faced with such challenges such as acute obsolescence of method, frequent postings and reshufflings of top administrators, problem of adequate and appropriate office accommodation, lackadaisical attitude of lower cadres etc. The paper therefore suggests that for effective and efficient service delivery of the civil service in the 21st century, there is the need to redesign services and deliver them digitally, organize in-service training courses for the junior cadres; and restore confidence and morale among the working force in the public service.

Ishaq (2013) said a key challenge facing the country in general is how to ensure the socio-economic and political development of the citizenry. Development, in all its facets, has remained a mirage in spite of the favourable human and material resources endowmen t of the country. His paper focused on the role of the civil service against the growing expectations of the public. It looks at the 'political' context within, which the civil service operates and argues that positive cooperation or ‘organic solidarity’, to quote Durkheim, is necessary if th e general and specific development objectives of Nigeria are to be achieved. A num ber of interrelated issues are a ddressed. What is the nature and impact of the civil service vis-à- vis the drive toward development? What kind of cooperation must be forged between political office holders and ca reer civil servants, on the one hand, and between them and the public, whose increasing expectations stare us at the face, on the other? What are the obstacles in the chosen task of harmonious working relationships between the two and what strategies could be developed to enhance such relations? What is emphasized here is the positive partnership of administrations and politicians in the quest for development.

Osezua et al, (2009) said that the existence of various acts of indiscipline in public sector in Nigeria is a source of concern to people (managers, bureaucrats, top public/civil servants and other patriotic Nigerians). The reason is that they see such negative/ deviant behaviour, which include habitual lateness to work, loafing, buck- passing, bribery, corruption, embezzlement or misappropriation of public funds, misuse of government property as counter-productive and therefore detrimental to the accomplishment of organizational goals. This paper perceives such acts of indiscipline as the reasons for low productivity in the public sector and argues that they are curtail-able. It goes further to discuss the factors responsible of such official acts of indiscipline which characterize contemporary public organizations in Nigeria. The paper recommends that to overcome the problem of indiscipline and low productivity in the public sector, there is the need for the three tiers of government to regularize the payment of workers’ salaries and wages to increase their productivity. Furthermore, the current efforts of the Federal Government in fighting corruption should be sustained. 

CHAPTER THREE

RESEARCH METHODOLOGY

3.1
Introduction

In this chapter, we would describe how the study was carried out.

3.2
Research design

The study employs quantitative descriptive research design to examine Indiscipline in the Civil Service as it relates to their productivity.

3.3
Research settings

This study was carried out in Ogun State Board of Internal Revenue. Ogun State Board of Internal Revenue was formally a division under the Ogun State Ministry of Finance. This will not be unconnected with the fact that the establishment of the Revenue Agency as a division under the Ministry of Finance was common practice when Ogun State was created in 1976. The Internal Revenue Division as at then was known as Board of Internal Revenue and was headed by a Director of Internal Revenue.

The Board of Internal Revenue was excised from the Ministry of Finance and Economic Planning in August, 1994 with the deployment of a Director General to the Board as the Chairman.

This was sequel to the enactment of Personal Income Tax Act (PITA) of 1993 from which the board derived its existence.

The Board was formally established with effect from 30th September, 1996 through the enactment of Ogun State Internal Revenue Edict of 1996 dated 30th September, 1996 as N0 1 of 1997 published in the supplement of Ogun State of Nigeria gazette N0 1 Vol.22, 2nd January, 1997. By virtue of personal Income Tax Act LFN 2004, as amended, the Board comprise Chairman, Directors from within or outside the state service and other members representing varied interests, while the operational arm is known as Ogun State internal Revenue service. The first Director or helmsman of OGIRS then known as Internal Revenue Division of Ogun State Ministry of Finance was Mr E.A Ogundalu, while the present Chairman/ Chief Executive is Mr Adekunle M. Adeosun..

3.4
Sources of Data
The data for this study were generated from two main sources; Primary sources and secondary sources. The primary sources include questionnaire, interviews and observation. The secondary sources include journals, bulletins, textbooks and the internet.
3.5
Population of the study

A study population is a group of elements or individuals as the case may be, who share similar characteristics. These similar features can include location, gender, age, sex or specific interest. The emphasis on study population is that it constitute of individuals or elements that are homogeneous in description (Prince Udoyen: 2019). In this study the study population constitute of all staff members of Ogun State Board of Internal Revenue.

3.6
Sample size determination

A study sample is simply a systematic selected part of a population that infers its result on the population. In essence, it is that part of a whole that represents the whole and its members share characteristics in like similitude (Prince Udoyen: 2019). In this study, the researcher used the convenience/judgemental sampling method to select 100 respondents based on availability and willingness to respond. 

3.7
Instrumentation 

This is a tool or method used in getting data from respondents. In this study, questionnaires and interview are research instruments used. Questionnaire is the main research instrument used for the study to gather necessary data from the sample respondents. The questionnaire is structured type and provides answers to the research questions and hypotheses therein.

This instrument is divided and limited into two sections; Section A and B. Section A deals with the personal data of the respondents while Section B contains research statement postulated in line with the research question and hypothesis in chapter one. Options or alternatives are provided for each respondent to pick or tick one of the options.

3.8
Reliability

The researcher initially used peers to check for consistence of results. The researcher also approached senior researchers in the field. The research supervisor played a pivotal role in ensuring that consistency of the results was enhanced. The instrument was also pilot tested.

3.9
Validity

Validity here refers to the degree of measurement to which an adopted research instrument or method represents in a reasonable and logical manner the reality of the study (Prince Udoyen: 2019). Questionnaire items were developed from the reviewed literature. The researcher designed a questionnaire with items that were clear and used the language that was understood by all the participants. The questionnaires were given to the supervisor to check for errors and vagueness.

3.10
Method of Data Collection 

The data for this study was obtained through the use of questionnaires administered to the study participants. Observation was another method through which data was also collected as well as interview. Oral questioning and clarification was made.

3.12
Method of Data Analysis

The study employed the simple percentage model in analyzing and interpreting the responses from the study participants.

3.13
Ethical consideration

The study was approved by the Project Committee of the Department.  Informed consent was obtained from all study participants before they were enrolled in the study. Permission was sought from the relevant authorities to carry out the study. Date to visit the place of study for questionnaire distribution was put in place in advance.

CHAPTER FOUR

DATA PRESENTATION AND ANALYSIS

4.0
Introduction 

This chapter deals with research questions and treatment.

Table 4.1: Demographic Data of Respondents

	Gender
	Frequency
	Percentage

	Male 
	47
	47%

	Female 
	53
	53%

	Age
	
	

	35-40

40-45

45-55

55-above
	35

25

29

11
	35%

25%

29%

11%

	Religion
	
	

	Muslim
	47
	47%

	Christianity
	53
	53%


Source: Field Survey, 2019

Table 4.1 shows clearly some demographic data of the sampled respondents. A total of 100 respondents participated in the study. The questionnaires was collected on spot while some were retrieved on a later day. A total of 47 male respondent participated in the study while the female respondents were 57. The ages of the respondents ranged from 35-40 (35%), 40-45 (25%), 45-55 (29%), above
(11%). the respondents were sampled from Muslim(47%) and Christians (53)

Research Question One: [ What is the level of indiscipline among civil servants in Nigeria?]

Table 4.2: Level of Indiscipline
	What is the level of indiscipline among civil servants in Nigeria
	Frequency 
	Percentage

	Low 
	19
	19%

	Minimal
	34
	34%

	High
	27
	27%

	Very High
	20
	20%

	Total
	100
	100


Source: Field Survey, 2019

The above table shows the level of indiscipline as opined by the respondents. A total of 19% viewed the productivity of civil as low; 34% opined it was minimal; 27% opined that productivity was high while a total of 20% claimed it was very high. From their responses, a total of 47% had positive responses towards the productivity of the Civil service while a total of 53% had negative perception towards the productivity of civil service employees. Hence, from the study, we can conclude that the productivity of the civil service is low although not significantly.

Research Question Two: [What are the causes of indiscipline among civil servant]

Table 4.3: Causes of Indiscipline 
	What are the causes of indiscipline among civil servant
	Frequency
	Percentage

	Low Reward System
	78
	78%

	Poor enforcement of punishable offenses
	58
	58%

	Bureaucratic Corruption 
	82
	82%

	Ineffective Judicial system
	77
	77%


Source: Field Survey, 2019

In understanding the causes of indiscipline among civil servants, the above table shows the various reasons. Some of the reasons for indiscipline were low reward system (78%); Poor enforcement of punishable offenses (58%); Bureaucratic Corruption (82%); Ineffective Judicial system (77%). from the responses, we can deduce that most of the reasons for indiscipline is structural. This means that if the structure of civil service is improved, it could enhance indiscipline.

Research Question Three: [What is the effects of indiscipline on the productivity of civil servants]

Table 4.4: Effects Of Indiscipline On The Productivity
	What is the effects of indiscipline on the productivity of civil servants
	Frequency 
	Percentage

	Poor Service Delivery
	49
	49%

	Inefficiency of operations
	67
	67%

	Departmental ineffectiveness
	88
	88%

	Poor Value system
	59
	59%


Source: Field Survey, 2019

The core aim of this project work was to determine the effects of indiscipline on the productivity of civil service. The study participant identified the following as the effects. Poor service delivery (49%); Inefficiency of administrative operations (67%); departmental ineffectiveness (88%); poor value system (59%). from the responses, it can be deduced that the effects of indiscipline is in three folds. First, it affects the economy by its inefficiency. Secondly, it affects the civil service system in terms of its ineffectiveness. Lastly, it affects the individuals by having a rub off on their value system.

Research Question Four: [What are the factors that influence productivity in the civil service]

Table 4.4: Factors that Influence Productivity
	What are the factors that influence productivity in the civil service
	Frequency
	Percentages

	Non-Interference from the political office holders
	67
	67%

	Competency 
	78
	78%

	Environmental condition
	92
	92%

	Adequate Reward system
	100
	100%

	Effective monitoring scheme of the government
	37
	37%

	Responsiveness to incentives
	86
	86%


Source: Field Survey, 2019

While in the above questions, we have tried to identify the problems and causes. In the table above, the respondents highlighted what could possibly influence the positivity desired in the civil service. Some of these factors are Non-Interference from the political office holders (67%), Competency (78%), Environmental condition (92%), Adequate Reward system (100%), Effective monitoring scheme of the government (37%) and Responsiveness to incentives (86%).

CHAPTER FIVE

SUMMARY, CONCLUSION AND RECOMMENDATION

5.1
SUMMARY

The primary objective of this study is to examine indiscipline in the Civil service as it affects their productivity. This study is divided into five chapter. The first chapter dealt with the study’s problem, specific objectives and study’s scope and significance. In the chapter two, we reviewed studies considered relevant to the study. We sampled opinions of scholars on the subject of indiscipline, civil service and of course productivity. In the third chapter, we described the method adopted for the study. We described the population and determined the sample size. In the fourth chapter, we analyzed the responses from the study’s participants and drew conclusion on the research questions based on their responses. The result from the study showed that the effect of indiscipline in civil service includes; Poor Service Delivery; Inefficiency of operations; Departmental ineffectiveness and Poor Value system. The study also reveals that productivity in civil service can be improved through various factors which includes Non-Interference from the political office holders; Competency; Environmental condition; Adequate Reward system; Effective monitoring scheme of the government and Responsiveness to incentives.

5.2
CONCLUSION AND RECOMMENDATION

The real goal of discipline is to encourage employees to meet performance standards and to take action meaningful and safe at work. Employees who can not stay online or who do not meet the standard are cautioned so that they can clearly know what is acceptable performance and behavior, individuals and staff comply with established organizational standards of work the performances and the personal behaviors influenced and maintained by the discipline must be sacred. Disciplinary actions based on established rules, regulations, policies and procedures must be applied strictly. On the basis of the findings and conclusion, the following recommendations are proposed: introductions and training that will introduce staff and new members to the organization; the goals and objectives of the service should be considered an important issue. The attitude of senior officers giving preferential treatment to some employees may be because of religious or tribal affiliation must be eradicated. This brought about the issue of godfatherism which has made many of the personnel who found favour with senior officers in the public service to be unruly and put despicable behaviour. The enabling social factors that will promote self-discipline should stressed. This has to do with societal and family values.. Due social security gap that is high, most officers take home cannot actually take home, as such they indulge in nefarious activities just to make end. Hence, government should ensure that public servants are well remunerated in order to maintain high morale. Motivation of workers should always be on the front burner. Motivational may not necessarily mean financial rewards. Self discipline, Self actualization and job enrichment should also be exercised by the organization management. Disciplinary cases should always be hastily disposed and anybody who is culpable should be sanctioned appropriately to serve as a deterrent to others. Records must also be maintained to document disciplinary cases and should often be referred to for promotion and other incentives.
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QUESTIONNAIRE

PLEASE TICK IN THE APPROPRIATE BOXES [ ]

Gender

Male 
[  ]

Female [  ]

Age

35-40
[  ]

40-45
[  ]

45-55
[  ]

55-above [  ]

Religion

Muslim
[  ]

Christianity [  ]

Section B

	What is the level of indiscipline among civil servants in Nigeria?

	Low 

	Minimal

	High

	Very High

	Total

	What are the causes of indiscipline among civil servant?

	Low Reward System

	Poor enforcement of punishable offenses

	Bureaucratic Corruption 

	Ineffective Judicial system


	What are the factors that influence productivity in the civil service?

	Non-Interference from the political office holders

	Competency 

	Environmental condition

	Adequate Reward system

	Effective monitoring scheme of the government

	Responsiveness to incentives


