AN EXAMINATION OF THE FACTORS CONTRIBUTING TO DIMINISHED PRODUCTIVITY WITHIN AKWA IBOM STATE CIVIL SERVICE
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ABSTRACT

This study used the Akwa-Ibom State Civil Service Commission as a case study to investigate the causes of low productivity in the civil service. Three research questions and a hypothesis were developed in order to do this.  In this study, the survey design was chosen, and the Taro Yamane formula was applied. The Akwa-Ibom State Civil Service Commission's 100 employees made up the population. The researcher calculated a sample size of 80 respondents using the Taro Yamane formula, and each response was confirmed. A self-made, verified questionnaire was employed to gather data. Frequency tables and percentages were used to analyse the completed and verified questionnaires. While SPSS v23's Chi-square statistical tool was used to test the hypothesis. The findings show that a number of factors contribute to civil servants performing below expectations, including inadequate education backgrounds, a lack of motivation, incompetence, and a lack of necessary skills. It was also revealed that the primary causes of the decline in productivity at the Civil Service Commission were a lack of training, a lack of motivation, a lack of participative management, a poor leadership style, improper job delegation, a poor salary scale, a lack of adequate training, late salary payments, and a lack of modern, adequate equipment. The findings also indicate that hiring competent workers guarantees excellent performance in the public sector and that incentives and motivation increase productivity. Finally, adhering to statutory working hours increases public service output. The study advised that the State Civil Service urgently adopt a merit-based hiring, promotion, and appointment policy based on the findings. The selection process must meet the fundamental standards of reliability and validity. In order to bring the State's motivational incentives for civil servants into compliance with current economic realities, it is also necessary to review them. Thirdly, the State Civil Servants must receive proper training and retraining. This will allow then1 to stay up to date with contemporary methods of management and administration. This is required because society is changing quickly, resulting in new and complicated issues for the government and adjustments to the duties played by civil servants. Fourthly, the State Government need to make an effort to provide employees with their salary and benefits on time. Finally, it is important to appropriately apply the additional steps recommended in this study.
CHAPTER ONE 

INTRODUCTION 

1.1
BACKGROUND OF THE STUDY 

The historical background of the civil service date back to the end of colonial masters and post independence period.  After the second World War there were about 14  British administration in the recitation to Nigerians supported staff and one European Stenothern.  The headquarter of the mot technical departments was in Ebutometa that of reterinary service was in vow.  While that of agriculture and forestry was co-ordination from two centres Kaduna for the North and Lagos later Akwa-Ibom for the South.  In 1939 Southern Nigeria was split into two regions.  The Richard constitution in 1946 further divided the country into the regions namely the Northern and Eastern regions.  The Mcpherson Constition of 1951 introduced the departments of ministers for the regions and at the centre.  It also suggest the independence of the civil service between political in the office and authorities of the central government.

During Lord Luggard era the duties of administration officers was just maintaining of law and order in the district placed under their immediate administration control.  It was only at the end of the World War II, that efforts were made to achieved some social and economic benefit for Nigerians. It was at that time that such office like the department of marketing and export were established. In the Western Nigeria civil servants were told that policy making was the exclusive function of the legislature. So the civil servants were to do whatever the legislature wanted them to do. In the Eastern state civil servants were to give sound advice to the political leaders, control the traditional aspects of the  government activities and were also to be official executive who would manage and treat all the complex operations of the modern state.

It was also English language that was used as a medium of communication in the conduct of the government.  The country sought civil war six (60 years after independence and this was quickly followed by another six (6) years of oil boom which brought about extreme materialism.  This games used to great indiscipline, corruption and a total contemplation of order within the whole society including the civil service. Having discussed the historical background of the civil service and its roles before and after independence. It is necessary at this stage to define “productivity which is the main objective of this research.

Productivity has been defined as the volume of goods and services produced per worker within some specified unit of the year, month, week, day and hour.  For some years now there has been consistent public outcry about continued decline of productivity in the civil service.

It is for this reason that this work is been carried out in the view of find the causes and thereby bring about commendation that will promote productivity in the civil service in general to achieve a successful result in the programme.  The researcher has decided to carryout a case study of Akwa-Ibom State Civil Service Commission.

1.2
STATEMENT OF THE PROBLEM 

There has been consistent low productivity in the civil service since Nigeria became independence.  This study is set out to assess the knowledge of job motivation and use of official work hours in the civil service in order to promote productivity.

1.3
PURPOSE OF THE STUDY 

The purpose of this study is large extent is to explain the titles promoting productivity in the civil service. To be more specific the purpose are as follows:

To identify the things that makes civil servants to perform below standard.

To find out the main causes of productivity decline in the civil service commission.

To determine the measures to be taken in order to arrest the situation.

RESEARCH QUESTIONS

The research questions are as follows;

What are the things that cause civil servants to perform below standard.

What are the main causes of productivity decline in the civil service commission.

What are the measures that will be taken in order to secure the situation?

1.5
RESEARCH HYPOTHESIS 

In seeking of promoting productivity in Akwa-Ibom State Civil Service Commission. It is essential for one to have a true understanding of low productivity in civil service. It is when this knowledge is there that suggestions an be made to solve the problems of the following research hypothesis as being considered.

H0:
Recruitment of qualified personnel does not ensure high performance in civil service.

H1:
Recruitment of qualified personnel ensure high 
performance in civil service.

H0:
Incentive and motivation does not promote productivity in civil service.

H2:
Incentive and motivation promote productivity in civil 
service.

H0:
The use of official working hours does not promote productivity in the civil service.

H3:
The use of official working hours promote productivity in the civil service.

1.6
SIGNIFICANCE OF THE STUDY

The most significance of this study is to promote productivity in Akwa-Ibom State Civil service Commission. If this productivity is promoted the following people will benefit from it.

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

The government will also benefit from the promotion, in this case government will no more be faced with the problem of complains that comes from the civil servants of the commission.

1.7 
LIMITATION OF THE STUDY 

For one to carryout with a research of this nature one would always require adequate provision of finance and accurate information.  The inadequate of these factors affect this research in the following:

Finance: This has been the major problem in any type of project.  This is true in the sense that one has to make some trips from one place to another in search of information. Unfortunately the cost of transportation made it difficult for the researcher to level all the place be would have wanted.

DEFINITION OF TERMS

In the course of this work, some key words and phrase, which are very vital has been explained below for better under standing.

Productivity: This is the ratio between out put an all resources used in production.

Low Productivity: Inadequate productivity or mainly low level of production.

Where withal: Things required or needed for a purpose.

Laxity; Careless or not strict in discipline or moral.

Technology: Mastery and utilization of manufacturing methods and industrial arts.

Public Sector: There are of the economy concerned with the government.

Geometrical Rate: Series of numbers with a constant ratio between a successful quantities of the number which increase by a common multipler or decrease by a common division.

Economy: system for the management and use of resources.

Production: Etiquette applying to real or status, correct production.

Remuneration: Pay or reward for the service rendered.

Motivation: Cause or reason for the action of a person.  Reflection of a persons desire to fulfill certain needs.

Biennally; Happening every second year or happening once in every two years.

CHAPTER TWO 

REVIEW OF RELATED LITERATURE

INTRODUCTION
Our focus in this chapter is to critically examine relevant literature that would assist in explaining the research problem and furthermore recognize the efforts of scholars who had previously contributed immensely to similar research. The chapter intends to deepen the understanding of the study and close the perceived gaps.

Precisely, the chapter will be considered in three sub-headings:

Conceptual Framework
Theoretical Framework
Chapter Summary
2.1
CONCEPTUAL FRAMEWORK

THE ROLE OF CIVIL SERVICE IN NATION-BUILDING

Civil Service is the pivot around which all government policies revolve. This is because, all government business is done within the framework of the Civil Service. This explains the great attention paid to it and the concern always expressed about its plight. * Concern over the plight of the Civil Service is understandable. As Ejoor (1991:l) noted, a moribund Civil Service is not only likely to bring down a lot of avoidable difficulties on the governed but also leads to a total collapse of the government. This makes it necessary to examine the role of Civil Service in nation-building.

Chukwuezi (1996:27) in his study, asserted that Civil Service is indispensable in nation building. He argues that, "most of the social services offered in Nigeria are handled through the public service either by the Federal or State Public Service, and as such, their performance is very vital to the development of the country".

Some scholars, are not in agreement with Chukwuezi. Agbo (1998:32) in a critical view, argues that Civil Service has never and cannot be a potent instrument for National Development. Explaining the basis of his argument, Agbo noted that the bureaucratic process inherent in the Civil Service isolates decision making from popular participation. According to him, Civil Service emphasizes regularity in behavior and stability. He then, argued that since development is a political .and riot an administrative process, it would be quite illogical to expect development through the administrative apparatus.

Ukaegbu (1995.46), in his own view stated that it is certainly wrong to assert that civil service is an impossible tool for bringing about development According to him, the problem is rather that of the behaviour of the Civil Servants especially the Nigerian Civil Servants. He argues that the image presented by the Nigerian Civil Servant is that Civil Service is an establishment where individual cannot or do not perform well. That it is an establishment where people spend greater part of their life time without realizing their ambition. He continued by maintaining that it is seen as a place where work is dull, monotonous, unchallenging, frustrating and tasks and responsibilities non-existent for many employees.

Uche (1984: 1 l), in a corroborative assertion, argues that, Nigeria's ambition for rapid industrialization, economic prosperity and political stability will be frustrated if the Nation's Civil Service is to continue the way it is functioning. He continued by stressing that Civil Service work in Nigeria, is regarded as a "white-man's job" (Olu Oyibo). Seen in that perspective, a Civil Servant does not require much effort since he will be paid whether he works hard or not.

Uche's view, corresponds with the assertion of Oguonu (1995:102), that the Nigerian Civil Service cannot perform since the system makes it difficult to hold any individual I responsible for poor performance.

Oloko (1981 13), in what looks like offering justification for the above-named poor attitudes, observes that a Nigerian worker does not believe that his advancement depends on his performance. In a study he carried out with 405 workers in a factory, he discovered that 55% out of the 405 workers believe that people are promoted "mostly as their bosses' favorites", 23% believe that promotion is based exclusively on skill and effort; and 22% say it is mostly skill. Oloko's interview of managers showed that 77% believe that fate alone determines success, while 23% attribute success to effort.

Arrnstrong (1969:38), in an earlier observation, stated that, one of the fundamental things about a civil service job is that it has no particular significance in itself. According to him, no individual can easily be held accountable for non-attainment of the collective goals of various departments within the Public Service.

The above assertion correspond with the views of Ukaegbu (1995) and Uzoigwe (1985:33) that the general notion that has characterized the service for quite a while now is that government work is "no body's work" and therefore is not entitled to the same dedication and commitment as employees show in their private activities or in the private sector. The authors, as well, traced this back to Nigeria's colonial experience because during that time, indigenous civil servants had very limited future and growth potential, and this undoubtedly led to lack of incentive and motivation among public workers. But even now, the colonial civil service attitude they contend, has persisted Egbe (1998:26), however disagreed with the above scholars. He argues that the notion that Nigerian workers have an inherent incapacity for high performance cannot be ' substantiated. According to him, this was articulated as far back as 1963 in a communique of the first Nigerian National Seminar on productivity under the Chairmanship of T M Yesuh, then Secretary, Manpower Board as follows:

(a) that there are no indications of any inherent incapacity of Nigerian workers to , achieve high level of productivity; 

(b) that where systems of production are similar, there has been nothing to suggest that the Nigerian worker is inferior to his counterpart in Europe.

It was found out that the main factors which affect levels of productivity but which differed between countries and establishments were;

the relative skills and experience of the workers;

the state of the market for the product of the enterprise

Adequacy and quality of supervision, including the relationship between management, the trade unions and employees,

the relative payments and the character of incentive schemes;

the degree of security of employment of the employees; and

Factory design and Layout, including factors such us heat control and ventilation.

Following from the arguments, we are inclined to agree with the assertions of Friday (1988.6-7) that Nigerian workers are unfairly and unjustly treated like late payment of wages and salaries, pay-cuts; reduction of fringe benefits; retrenchment with or without benefit, denial promotion, deliberate and intentional frustration and lack of provision of modem equipment That might have informed postulation of Enyinta (1988.23), that low productivity and negative attitude of Nigerian workers to their work are as a result of their not being well motivated It is in view of this that we now turn to examine various motivation theories in order to establish the reason(s) why workers behave the way they do, and to find the appropriate motivation theory that we can use to ginger workers to higher productivity.
PRODUCTIVITY 

The term productivity may be perceived by different people in different ways and situation. This according to Dr. Solomon he deformed productivity as companies between the quantity of goods and service employed in living out these goods and services.

Another autor, A.. M. Soda defines productivity as the volume of goods and services produced by a worker within some specified unit of the year, week, days or hours.  Productivity is a measure of production efficiency as a relationship between output and input.  From this definitions it can be seen how different people view productivity. There is no standard basis of calculation on scale on which productivity could be measured in different situation. It is rather a general used relates output to input. In discussing how different people see productivity.

It will be necessary to hate some people who would at one tie or the other be involved in promoting productivity.  For example an economist may want to make companies of productivity in standard internationally or between different organizations an accountant may new productivity in financial terms such as ratio between investment and returns.  An Engineer will tend to concentrate only in physical asset, while a personal manager may be concerned with measurement technique to obtain result.

Finally, productivity is the measure of how well resources are brought together in organization and utilized for accomplishing a set of result. It is reaching the highest level of performance with the least expenditure of resources.  Productivity simple means a combination of effectiveness and efficiency.

Effectiveness is refers to performance, while efficiency refers to resources utilization.

LOW PRODUCTIVITY IN THE CIVIL SERVICE   

The level of service provided by the civil service these days when companed with the independence era is nothing to write home about.  A lost of public funds are sunk by government into these ministries for the provision of service of one kind on the other but almost all the them leave below expectation. One important factor in this decline can be attributed to the abandonment of the old system of posting newly recruited officers to the field for experience under senior colleagues; they had the opportunity of acquiring skills and abilities of taking decision and assuming leaders process through practical problem solving.

The standard of education in the state especially at primary and secondary school is declining when compared with what was obtained in the past secondary school products.

Despite the huge amount of fund been expended on education most school in the state still lack good accommodation, textbook, equipment and qualified teachers.

However in-spite of public concern one declining productivity little or no effort were made to solve the problem. It has received in some other African countries. Productivity in the civil service has declined to the stage that something urgently must be done.

CAUSES OF LOW PRODUCTIVITY IN THE CIVIL SERVICE 

There is a case resource resulting from mobility to measure evaluate and manage productivity of the civil servant, I.e workers are paid according to specified grade ad not according to their performance.  Resources used in carrying out certain task are not compared with the out come of such operation since productivity is not measure, more resource are used to produce less outputs.

The quote system of employment. Quote system is a system whereby civil servants are employed based on geographical representation rather than on merit.  Through these ways incompetent persons are employed and placed in position of responsibilities where they cannot cope.  This type of employment procedure does not favour productivity.

This is because the cost of maintaining such employees is higher than what they produce or since they render in the ministries. This is true when we consider the statement of Dr. Solomon, he said “when the same resources that were employed in the past now produce more than they did before we agree that productivity has increase” but when they produces less this decrease productivity of the civil service.

The wish for individual materialism independence and this was followed by another six years of oil boom which brought about extreme materialism, this gave use to great indiscipline, corruption and low contempt order no hours and excellence within the whole society including the civil service.  As a result, of this great indiscipline and corruption on the part of civil servants efficiency and effectiveness could not longer be assumed for one to get the service of these employees, he would either had more bribe his way through or want for more then there weeks if such service were to be taken only one or two days.

Specialized and restriction work process. In the civil service some employer are assigned certain works that has specialized and restriction process which lead to work dissatisfaction and boringness.  Take for instance the case of executive officer who sits effort will automatically decrease hence productivity is affected.  According to Mr. Paul to most people functions that have routines that lead to dissatisfaction contributed to productivity decline of the civil service.

The demand for misuse time many employees make use of their official working period reissue abandoning their official work.  Some world claim to be going to break other would claim to be going to the hospital.  In this case the official working hours are almost wasted.  The resultant effect is decline productivity.

 CONDITION FOR PROMOTING PRODUCTIVITY IN THE CIVIL SERVICE 

The need for a concentrated effort in the promotion of productivity in Nigeria is well documented.  In 1978 government formed the productivity price and income board.  In 1978, there was inauguration of multipartite national productivity scheme and state productivity committee were inaugurated in all the state in Nigeria.

The following condition necessary for promotion productivity in the civil service are:

EMPLOYMENT SYSTEM 

The employment system of civil servants should be done in such a way that meritocracy replaces quota award. In this case every unit will try to see that non of its members of staff will be absent throughout the month.  This should be made a continuous exercise in order to promote productivity in the service.

PROBLEMS HINDERING PRODUCTIVITY IN AKWA-IBOM STATE CIVIL SERVICE COMMISSION

Many students and known scholars have carried out studies on this issue of low productivity.  They have carried out research to find out the real factors responsible for low productivity in Akwa-Ibom State Civil Service Commission, various factors were observed as hindering productivity. Generally, there is common impression that every Nigeria worker is lazy, slow, sleepy, reluctant to act, unconcerned and deceitful in their approach. In the course of their study, the researchers observed the following as some of the problems hindering productivity in Akwa-Ibom state civil service commission.

A). POOR EDUCATION BACKGROUND OF WORKERS  

Most of the staff in Akwa-Ibom State Civil Service Commission were discovered to be lacking in terms of their educational background, majority of them had certificates without the basis knowledge. Instruction, abilities required of their jobs.  Consequently, most of them finds it difficult to steer the affairs of their various positions thereby creating lapses here and there which should not have been.

B).
LACK OF TRAINING 

As rightly defined by Denyer, J. C. (1975), “training is the adoption or molding of a person to increase his fitness for a specific activity.  Training of workers would make them more productive as well as improve their moral, thereby increasing their loyalty adaptability of their immediate environment.

C).
ABSENCE OF PARTICIPATIVE MANAGEMENT 

Permit to say hence that there is an absence of participation management, workers would not productive. Participation management is an decision making process where worker discuss with their supervisors and influence decisions that affect them.  It explores the feelings and opinions of worker about their jobs.  With the use of participation management. Every group is consulted before any change is initiated. Through this system, every workers develops a sense of participation which results in high productivity.

D).
COMPENSATION OF WORKERS 

Compensation package are reward for performance.  They can be either cash items such as salary, allowances and Christmas bonus or in non cash items which we call fringe benefits such as giving the local government workers some items from the governments in scripted products such as calendar, cups, wall clocks etc.

When there is poor compensation of workers, the workers will not put in their best in their jobs thereby causing low productivity.

E).
WRONG CHOICE IN DELEGATION 

  Delegation as we known is an organizational process that permits the transfer of authority from a superior to a subordinate to make commitments use resources and take action in relation to duties assigned to him/her. No government can function well and effectively without delegation.

Therefore, when wrong people or workers are delegated, this well drastically affect the anticipated results which consequently will be detrimental to the level of productivity.

F). THE LEADERSHIP  

This is one major problem that will hinder productivity in any government while conducting this researcher, it was disconcerned that workers in Akwa-Ibom State Civil Service Commission finds it a bit difficult with their boss, that is their Director.

Most of them complained of him being too authoritative, which is characterized by centralization of authority and decision making in their boss.  Although, this type of leader tends to emphasis neither negative nor positive leadership. He motivates his subordinates by forcing them to rely upon him for satisfaction.  As such he takes full authority and responsibility for the work to be done.  One may argue that in government, things are different but no matter the institution or organization, the type of leadership goes a long way to either make or mark the level of productivity of that institution or organization.

G).
DIFFERENT SALARY SCALE 

In Nigeria generally where standard of living vary from area to area, to motivate workers. It is important that an evaluation bearing in mind cost of living, style and standard of living in different cities in our country is carried out.

In Akwa-Ibom, workers know that standard of living vary and that payment system based performance as in the case of civil service, it will not motivate.  

Also if remuneration is not based on performance as in the case of civil service, it will not motivate.  But if a worker realizes that if he works hard, he stands to be recognized by paying him extra, then he will be motivated to work there being none productive. All these and many more are some of the problems found to be hindering productivity in Akwa-Ibom State Civil Service Commission.

2.2 THEORETICAL FRAMEWORK

EXPECTANCYNALENCE THEORY OF MOTIVATION

Brayfield and Crockeft (1955) suggested an explicit theoretical linkage between satisfaction, motivation and the organizational goal of productivity. They said: It makes sense to us to assume that individuals are motivated to achieve certain environmental goals and that the achievement of these goals results in satisfaction. Productivity is seldom a goal in itself but it is more commonly a means of goal attainment. Therefore, we might expect high satisfaction and high  production to occur together when productivity is perceived as a path to certain important goals and when these goals are achieved. 

Georgopoulas et al (1957:345-353) provided some early empirical support for this notion in their test of the "path-goal hypothesis" Essentially, they argued that an individual's motivation to produce at a given level depends upon his particular needs as reflected in the goals toward which he is moving and his perception of the relative usefulness of productivity behaviour as a path to attainment of these goals. They further contended that no other economic paths must be available to the individual, and there must be tack of restraining practices. The pioneer work of these scholars led V.H. Vroom to develop expectancy/valency theory which was later expanded and refined by Porter and Lawler and a host of other scholars. this theory is based on the assumption that behaviour in organization is a function of the interactions of personality (ability, values, needs, expectancies, instrumentality and role demands), and the general environment (organization contingencies, environmental constraints, supervision and available alternatives). Vroom's theory has three basic concepts: valence, expectancy and instrumentality. According to Vroom, motivation is "the product of three factors: how much one wants a reward (Valence); one's estimate of the probability that effort will result in successful performance (Expectancy), and one's estimate that performance will result in receiving the reward (instrumentality)". The relationship between these three factors, according to Davis and Newstrom (1985.96-97) can be stated in the following formula: Valence X Expectancy X instrumentality = Motivation. It therefore, follows from this equation that motivation is the product of Valance, Expectancy and Instrumentality. He thus defined motivation as "The strength of the drive toward an action". According to him, Valance refers to the strength of an individual's desire for a particular outcome of alternative courses of action. Expectancies is the momentary belief concerning the likelihood that a particular act will be followed by a particular outcome, while instrumentality indicates an individual's perception of the extent to which a first level outcome is seen as leading to the accomplishment of a second-level outcome According to Vroom, these three factors may be combined or may exist in very different and almost infinite combinations. However, the combination that will produce the highest motivation is high positive valence, high expectancy and high instrumentality. The lowest level of motivation will be produced by the opposite. And where any of the elements in the combination is low, then motivation will be moderate. The major shortcomings of this theory borders in applicability. It is too technical theoretical and unsuitable in our environment. It can hardly work well in a developing nation. 

CHAPTER THREE 

RESEARCH DESIGN AND METHODOLOGY

3.1
RESEARCH DESIGN 

This chapter deals with the following researcher method area of study population of the study, sample and sampling procedures, instrument reliability of the researcher, instrument method of data collection and method of data analysis.  The researcher gained direct access to the staff of the Akwa-Ibom State Civil Service Commission and was able to use the observation tools for this study this is in realization of the fact that in behind every kind of behaviour displayed by an individual in the workforce is a motives or reason.

AREA OF STUDY 

This is a study of promoting productivity in the civil service and the source of data is from the workers and it is limited to workers of Akwa-Ibom State Civil Service Commission.

3.3
POPULATION OF THE STUDY 

In order to carry out a successful research of this nature, the researcher has limited the population of the Akwa-Ibom State Civil Service Commission therefore that constitute a good representative of civil servants the population of the study was drawn from the management and people working in the civil service commission Akwa-Ibom. Thus the population in the commission is 100 which form the population of this study.

3.4
SAMPLE AND SAMPLING PROCEDURE

The basic principle for choosing the sample size is to choose objectivity, a sample which scientifically would be representative of the larger population.  A total of 100 (One hundred) questionnaire were administered to the staff and management of this organization under study.  More so oral interview was used by the researcher.

INSTRUMENT FOR DATA COLLECTION 

For purpose of this research work data was collected from two major source namely primary and secondary data.

Primary Data 

This type of data include data obtained from questionnaire covers.

The level of job problem

The things to be known for the job to be well done

Qualification needed for the job 

Recruitment problems

Incentive and motivation problems 

Secondary Data

The secondary data refers to information that had been assembled by others and readily available for use in order to complete the data collected by primary means the researcher under took the extraction of some background information from the following:

Library 

Office recorded in the personnel unit

Newspaper magazine 

Seminar journal 

3.6
VALIDATION OF THE INSTRUMENT 

The instruments were validated using focus validity.  The questionnaires were properly recorded by the project supervisor who proved it to be valid for electing information requirement.

RELIABILITY OF THE INSTRUMENT 

Self test method was used, this is done by designing questionnaire of similar strength but the statements are made in reverse order.  Two persons were administered to one person at a time using fifteen different civil service commission from other nearing states and were used before the study.  The two sets were analyzed and compared and were found consistent in the respondent and the analyze should be high degree reliability.

METHOD OF DATA PRESENTATION AND ANALYSIS 

The researcher used questionnaire and personnel interview information supplied by those respondents to facilitate the work of its research. In one of the interviews, one senior executive officer in the personnel unit was asked a question about productivity promotion and he answered that government must do some thing to see that there is room for promoting productivity in the civil service.  Another senior officer in the same unit was asked whether eh thought that workers input sunk into the operation of the commission he said that he did not think so because there were many lousy whom were never prepared to work who would only be asking for higher pay always.

3.8
METHOD OF DATA ANALYSIS 

The kennel of analysis that will be done in this research work is the chi-square lest.  The chi-square designated by X2 and frequently used in testing hypothesis concerning the different between a set of observed frequency of a sample and a corresponding set of expected on theatrical frequencies.

The procedure for setting the chi-square (X2) test is as follows:

Set up hypothesis usually the null hypothesis as already done in chapter under the subtitle research hypothesis.

The observed frequencies are then compared with data based on some assumed frequencies are then compared with data based on some assumed frequencies.

The chi-square (X2) statistics is then complete from special statistical table of some agreed level of significance.

The resultant figure is this discussed with that abstained from the equation involving observe and expected frequencies.

The hypothesis is then accepted on rejected on the basis of this statistical evidence on probability the formular for chi-square (X2) is (X2) = (f-fe)2
Where fo = 
observed frequency obtained after an observation of 




experiment been carried out.

Fe =

Expected frequencies generated on the basis of a hypothesis on 


speculation

SAMPLE SIZE DETERMINATION 

Determination of the sample size using Taro Yamric formular


=
N/1 + N(e)2
Where 
n
=
Sample size



N
=
Total population 



E
=
Tolerance Error Margin 



1
=
Constant 

Therefore submitting no the above formular:


N 
=
 100/1  + 100 (0.05)2

n
=
100/1 + 100(0.05)2

n
=
100/1 + 1.2580

Sample Size 
=
80

CHAPTER FOUR

DATA PRESENTATION AND ANALYSIS

4.1
PRESENTATION OF DATA 

This chapter represented the data collected for the research.  A total number of eighty (80) questionnaires were distributed and these same number were completed and validated.
Table 4.1: Demographic data of respondents

	Demographic information
	Frequency
	percent

	Gender

Male
	
	

	
	40
	50%

	Female
	40
	50%

	Age
	
	

	21-30
	15
	17%

	31-40
	32
	41%

	41-50
	33
	42%

	51 +
	00
	00%

	Education
	
	

	HND/BSC
	45
	53%

	MASTERS
	27
	35%

	PHD
	08
	12%

	Marital Status
	
	

	Single
	28
	36%

	Married
	41
	52%

	Widowed
	11
	12%

	Working Experience
	
	

	1-3
	17
	21%

	4-6
	26
	34%

	7-9
	37
	45%

	10+
	00
	00%


Source: Field Survey, 2021

4.2
ANSWERING RESEARCH QUESTIONS
Question 1: What are the Things That Cause Civil Servants to Perform Below Standard?

Table 4.2:  Respondent on question 1

	Options
	Yes
	No
	Total%

	 Poor Education Background Of Workers 
	80

(100%)
	00
	100

100%

	Lack of motivation.


	80

(100%)
	00
	100

100%

	Incompetency


	80

(100%)
	00
	100

100%

	Lack of adequate skills
	80

(100%)
	00
	100

100%


Field Survey, 2021

From the responses obtained as expressed in the table above, all the respondents said yes to all the options provided.

Question 2: What are the main causes of productivity decline in the civil service commission?

Table 4.3:  Respondent on question 2

	Options
	Yes
	No
	Total%

	Lack Of Training 
	80

(100%)
	00
	100

100%

	Lack of motivation


	80

(100%)
	00
	100

100%

	Absence Of Participative Management

	80

(100%)
	00
	100

100%

	Poor leadership style
	80

(100%)
	00
	100

100%

	Wrong delegation of job
	80

(100%)
	00
	100

100%

	Poor salary scale
	80

(100%)
	00
	100

100%

	Lack of adequate training
	80

(100%)
	00
	100

100%

	Delay in payment of salaries
	80

(100%)
	00
	100

100%

	Lack of adequate modern equipment
	80

(100%)
	00
	100

100%


Field Survey, 2021

From the responses obtained as expressed in the table above, all the respondents said yes to all the options provided.

Question 3: What are the measures that will be taken in order to secure the situation?
Table 4.4:  Respondent on question 3

	Options
	Yes
	No
	Total%

	Periodical training of staff to acquire new skills 
	80

(100%)
	00
	100

100%

	Implementing and improving staff motivation


	80

(100%)
	00
	100

100%

	Improving leadership quality


	80

(100%)
	00
	100

100%

	Delegating jobs accordingly and based on staff specialization.
	80

(100%)
	00
	100

100%

	Increasing workers salaries scale
	80

(100%)
	00
	100

100%

	Prompt payment of staff salaries
	80

(100%)
	00
	100

100%

	Adequate provision of modern equipment to help accelerate work speed and efficiency.
	80

(100%)
	00
	100

100%


Field Survey, 2021

From the responses obtained as expressed in the table above, all the respondents said yes to all the options provided.

Question 4: Does the recruitment of qualified personnel ensure high performance in civil service?

Table 4.5:  Respondent on question 4

	Options
	Frequency
	Percentage

	Yes
	55
	60

	No
	10
	18

	Undecided
	15
	22

	Total
	80
	100


Field Survey, 2021

From the responses obtained as expressed in the table above, 60% of the respondents said yes, 18% said no. while the remaining 22% were undecided.

Question 5: Does incentive and motivation promote productivity in civil service?

Table 4.6:  Respondent on question 5

	Options
	Frequency
	Percentage

	Yes
	53
	58

	No
	15
	22

	Undecided
	12
	20

	Total
	80
	100


Field Survey, 2021

From the responses obtained as expressed in the table above, 58% of the respondents said yes, 22% said no. while the remaining 20% were undecided.
Question 6: Does the use of official working hours promote productivity in the civil service?

Table 4.7:  Respondent on question 6

	Options
	Frequency
	Percentage

	Yes
	55
	62

	No
	12
	18

	Undecided
	13
	20

	Total
	80
	100


Field Survey, 2021

From the responses obtained as expressed in the table above, 62% of the respondents said yes, 18% said no. while the remaining 20% were undecided.

TESTING OF HYPOTHESIS 

Ho1:
Recruitment of qualified personnel does not ensure high performance in civil service.

Ho2:
 Incentive and motivation does not promote productivity in civil service.

Ho3:
The use of official working hours does not promote productivity in the civil service.

Hypothesis One

Recruitment of qualified personnel does not ensure high performance in civil service.
	Response 
	Observed frequencies
	Expected frequencies (E) 
	O-E
	(O-E)2
	(O-E)

  E

	Yes

No

Undecided


	55

10

15

80
	26.66

26.66

26.66
	28.34

-16.66

-11.66


	803.16

-277.56

-136


	30.13

-10.41

-5.1


14.62


Degree of freedom =
(row-1) (column-1) 

= (3-1) (2-1)

= 3*1

=2

At 0.05 level of significance, given the above degree of freedom, table value of X2 (ie X2t) = 5.991.

The decision rule is

Accept Ho if X2t>X2cal, and

Reject Ho if X2t<X2cal

Thus, since the X2t (5.991) < X2cal (14.62), we reject null and accordingly accept alternate hypothesis. This implies that the recruitment of qualified personnel ensure high performance in civil service.

Hypothesis Two

Incentive and motivation does not promote productivity in civil service.
	Response 
	Observed frequencies
	Expected frequencies (E) 
	O-E
	(O-E)2
	(O-E)

  E

	Yes

No

Undecided


	53

15

12

80
	26.66

26.66

26.66
	26.34

-11.66

-14.66


	693.8

-136

-214.92


	26.02

-5.1

-8.06


12.86


Degree of freedom =
(row-1) (column-1) 

= (3-1) (2-1)

= 3*1

=2

At 0.05 level of significance, given the above degree of freedom, table value of X2 (ie X2t) = 5.991.

The decision rule is

Accept Ho if X2t>X2cal, and

Reject Ho if X2t<X2cal

Thus, since the X2t (5.991) < X2cal (12.86), we reject null and accordingly accept alternate hypothesis. This implies that incentive and motivation promote productivity in civil service.
Hypothesis Three

The use of official working hours does not promote productivity in the civil service.
	Response 
	Observed frequencies
	Expected frequencies (E) 
	O-E
	(O-E)2
	(O-E)

  E

	Yes

No

Undecided


	55

12

13

80
	26.66

26.66

26.66
	28.34

-14.66

-13.66


	803.16

-214.92

-186.6


	30.13

-8.06

-7.0


15.07


Degree of freedom =
(row-1) (column-1) 

= (3-1) (2-1)

= 3*1

=2

At 0.05 level of significance, given the above degree of freedom, table value of X2 (ie X2t) = 5.991.

The decision rule is

Accept Ho if X2t>X2cal, and

Reject Ho if X2t<X2cal

Thus, since the X2t (5.991) < X2cal (15.07), we reject null and accordingly accept alternate hypothesis. This implies that the use of official working hours promotes productivity in the civil service.
CHAPTER FIVE

SUMMARY, CONCLUSIONS AND RECOMMENDATIONS:

5.1 Introduction

This chapter summarizes the findings into the factors responsible for low productivity in the civil service using Akwa-Ibom State civil service commission as case study. The chapter consists of summary of the study, conclusions, and recommendations. 

5.2 Summary of the Study

In this study, our focus was to analyze the factors responsible for low productivity in the civil service using Akwa-Ibom State civil service commission as case study. The study specifically was aimed to identify the things that makes civil servants to perform below standard; find out the main causes of productivity decline in the civil service commission, and determine the measures to be taken in order to arrest the situation.

The study adopted the survey research design and randomly enrolled participants in the study. A total of 80 responses were validated from the enrolled participants where all respondent are active staff of Akwa-Ibom State civil service commission.
5.3 Conclusions

Based on the findings of this study, the researcher made the following conclusion.

There are variety of factors which causes civil servants to perform below standard and among them include;  Poor Education Background Of Workers, lack of motivation, incompetency and lack of adequate skills.

The main causes of productivity decline in the civil service commission include lack of training, lack of motivation, absence of participative management, poor leadership style, wrong delegation of job, poor salary scale, lack of adequate training, delay in payment of salaries, and lack of adequate modern equipment.

The recruitment of qualified personnel ensures high performance in civil service.
Incentive and motivation promotes productivity in civil service.
The use of official working hours promotes productivity in the civil service.
5.4 RECOMMENDATION

Based on the findings of this study, the researcher recommended that there is urgent need to base appointments, recruitment and promotions in the State Civil Service on merit. The selection procedure should satisfy the essential requirements of validity and reliability. Secondly, there is need to review the ~motivational incentives given to Civil Servants in the State, so as to be in line with the prevailing economic realities. Thirdly, there is need to train and retrain the State Civil Servants adequately. This is to enable then1 to be abreast with modern administrative and management techniques. This is necessary because the society is fast changing, creating new and complex problems in government, with attendant changes in the roles of Civil Servants.

Fourthly, the State Government should endeavor to pay salaries and allowances of workers as and when due. And lastly, other measures as outline in table 4.4 should be adequately implemented.
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APPENDIXE

QUESTIONNAIRE

PLEASE TICK [√] YOUR MOST PREFERRED CHOICE(S) ON A QUESTION.

SECTION A

PERSONAL INFORMATION

Gender

Male [  ]
Female [  ]

Age 

20-30
[  ]

31-40
[  ]

41-50   [  ]
51 and above [  ]

Educational level

WAEC

[  ]

BSC/HND
[  ]

MSC/PGDE
[  ]

PHD

[  ]

Others……………………………………………….. (please indicate)

Marital Status

Single
[  ]

Married [  ]

Separated [  ]

SECTION B
Question 1: What are the Things That Cause Civil Servants to Perform Below Standard?

	Options
	Yes
	No

	 Poor Education Background Of Workers 
	
	

	Lack of motivation
	
	

	Incompetency
	
	

	Lack of adequate skills
	
	


Question 2: What are the main causes of productivity decline in the civil service commission?

	Options
	Yes
	No

	Lack Of Training 
	
	

	Lack of motivation
	
	

	Absence Of Participative Management
	
	

	Poor leadership style
	
	

	Wrong delegation of job
	
	

	Poor salary scale
	
	

	Lack of adequate training
	
	

	Delay in payment of salaries
	
	

	Lack of adequate modern equipment
	
	


Question 3: What are the measures that will be taken in order to secure the situation?
	Options
	Yes
	No

	Periodical training of staff to acquire new skills 
	
	

	Implementing and improving staff motivation
	
	

	Improving leadership quality
	
	

	Delegating jobs accordingly and based on staff specialization.
	
	

	Increasing workers salaries scale
	
	

	Prompt payment of staff salaries
	
	

	Adequate provision of modern equipment to help accelerate work speed and efficiency.
	
	


Question 4: Does the recruitment of qualified personnel ensure high performance in civil service?

	Options
	Please Tick

	Yes
	

	No
	

	Undecided
	


Question 5: Does incentive and motivation promote productivity in civil service?

	Options
	Please Tick

	Yes
	

	No
	

	Undecided
	


Question 6: Does the use of official working hours promote productivity in the civil service?

	Options
	Please Tick

	Yes
	

	No
	

	Undecided
	


