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Abstract

Civil Service (CS) is the body of government officials appointed to assist in formulating and
implementing governmental policies. Members of CS are employed in a civil capacity and non-
political career basis by both the federal and state governments mainly to assist in policy
formulation and faithfully give effect to their decisions and programmes. CS is officially under the
regulation of the Civil Service Commission (CSC), guided by certain rules of procedure and
operate in a systematic way to achieve the complex objectives of government. It has been
argued that the CS is the life-wire of state machinery and an essential factor to drive national
development as the responsibilities of the executive arm of government are carried out by them.
Public Service (PS) is a broader concept than the Civil Service. PS includes the Civil Service,
Armed Forces, Parastatals, among others. Not every Public Servant is a Civil Servant, but every
Civil Servant is a Public Servant. However, certain obstacles could hinder efficient performance
of CS duties. By careful theoretical analysis, the work examines the nature of the Nigerian CS
highlighting its performances, problems and prospects. In the end, it discovers that the Nigerian
CS is bedeviled not only by cumbersome bureaucracies but also untold corruption, inter-alia. It
concludes that the Nigerian CS could be re-posited for optimum performance; hence it suggests
that special steps should be taken to eliminate the corruption, while any bottle-neck bureaucratic
practices should be eliminated.

Introduction

A public service is something the government provides to citizens. Also, it is a service
which is provided by government to people living within its jurisdiction, either directly (through
the public sector) or by financing provision of services. The term is associated with a social
consensus (usually expressed through democratic elections) that certain services should be
available to all, regardless of income. More so, public service is a body or a department in the
executive arm of government responsible for the execution of the policies and programmes of the
government. The workers of public service are referred to as civil servants; they perform
administrative function which entails formulation and implementation of government policies. In
fact, people who want to help the community go into public service.

Thus, Public Service is a broader concept than the Civil Service. The Public Service
includes the Civil Service, Armed Forces, Parastatals, etc. Not every Public Servant is a Civil



Servant, but every Civil Servant is a Public Servant. The Public Service is established by section
169 of the 1999 constitution.

Almost every public service fulfills an essential need of the people who live in a city,
town, or state. Public services are just what the term sounds like: vital services for the public.
Most people agree that public services, which are generally funded by taxes and fees, should be
available to all people.

What is Public Service and Why it is Important

Adamolekun (1983) defines the civil service as the body of permanent officials appointed
to assist the political executive in formulating and implementing governmental policies. Ipinlaiye
(2001) perceives civil service as a body of men and women employed in a civil capacity and
non-political career basis by the federal and state governments mainly to assist in policy
formulation and faithfully give effect to their decisions and programmes. Ogunna (1999) avers
that civil service is a large scale organization of permanent government officials who are
employed in a civil capacity by the civil service commission with the mandate to exercise the
executive authority of government and whose activities are guided by certain rules of procedure
and operate in a systematic way to achieve the complex objectives of government. This
definition captures the meaning of the concept — civil service. It is able to reveal the fact that
members of the civil service are permanent officials who gain appointment via the civil service
commission and that the institution of civil service is bureaucratized as there are laid down
operational procedure as well as other important laws whose observance are central to attainment
of the objectives of the government in power.

It has been argued that the civil service is the life-wire of state machinery and an essential
factor to drive national development as the responsibilities of the executive arm of government
are carried out by them (Ogunna, 1999). The civil service is the administrative institution
composed of staff employed in a civil capacity whose main responsibility it is to reduce the
policies and programmes of government to concrete deliverables to meet the variegated
yearnings and aspirations of the people. Therefore, if the civil service lacks the capacity to
implement approved public policies, the government in power is certainly bound to fail (Abah
and Nwokwu, 2017).

Employee Performance: Performance management is a methodical procedure for enhancing
organizational performance through the development of team members and individuals
performance (Amstrong, 2006) this suggests that the optimimized performance and stability are
not an accident. It is undoubtedly done by working through the stages with solid performance
management. There are four ways to evaluate an individuals performance at work: first, the
quality of the work by by examining the error rate and accuracy; Second, the quantity, the
number of jobs produced; Third, the use of time at work as indicated by tardiness, absenteeism
and effective working time lost, working hours collaboration with others in the works.

Discipline: According to Dumisan (2012) discipline is the complete obedience of laws and rules
of society, community, or organization. Organizational misconduct is determined by how
employees view the company. Employees are less inclined to engage in wrongdoing when they
perceive their company is fair. There is propensity for behavioral attitudes to depart from the
established rules and regulations of the companies as a result of conflicting interests of
employees’ misconduct caused by violations of work policies and standards, discipline must be
instituted. The required level of performance for employees is upheld through the employment of



discipline policies. A reasonable level of predictable behavior is expected from employees for
the accomplishment of organizational objectives.

Employee Commitment: Managers in general management and human resources departments in
many firms have turned their attention to the idea of employee commitment when utilized as
indicators of employee retention. Organizations total stability, including its employee
productivity and financial sustainability, is maintained when it can find, train, and then keep
skilled workers. Numerous studies have identified organizational commitment as a determining
factor in employee retention. Organizational commitment can be predicted by how strongly they
identify with the company. Employees who are committed have a sense of purpose that may help
them advance organizational goals and objectives. Work attitude is crucial in influencing how
well individuals perform at work in organisations. Peoples behavior at work frequently reflects
how they feel about their jobs, therefore observing someone’s behavior at work might help us
understand how they feel about their employment. This invariably sparks the need to identify,
gauge, and improve employee work attitudes.

Governing Rules: Governing rules are those laid down regulations or laws which act as checks
or control to the conduct or behaviour of individuals who work in a given organization. Ogunna
(1999) contended that governing rules are essential in organizations in that men are not angels
nor are angels governing men. In the words of Ohuka (2011) governing rules in the civil service
provide a system of uniform standards which guide the recruitment, discipline, promotion and
other personnel related matters in the administrative institution. It has been argued that
excellence cannot be attainable in the Nigerian civil service if necessary rules to checkmate
excesses of civil servants are not codified in documents. Civil service governing rules are
essential as they can promote order as well as procedure necessary to carry out civil service
functions to meet the mandates of government.

In the Nigerian civil service, we have important governing rules that regulate civil
servants’ conduct in the performance of their duties. These laws include — public service rules,
financial instructions, and scheme of service, circulars, and code of conduct for civil servants.
The rules are essential to bring about discipline which is necessary for actualizing set objectives
of the civil service — effective and efficient service delivery. Rules bring about order and stability
necessary to move the system forward.

Analysis of the Rules Governing in the Nigerian Civil Service
It is not in contention that the civil service is a bureaucratic organization designed with intent to
assist the government of the day to succeed. Weber (1947, cited in Osawe, 2015) argued that for
an organization to be effective in the pursuit of its objectives, there should be a system of legal-
rational rules which are impersonal. He added that such rules should be derived from the laws of
the land and every employee in the institution should show respect for them.
In view of the foregoing, the Nigerian civil service is regulated by a good number of laid down
body of rules and regulations. In addition, there are core values that every staff of the institution
should manifest in the conduct of his/her day-to-day activities in the institution. It is necessary at
this point to analyze the rules that are very vital for the service to achieve its set objectives. They
are as follows;

A. Public Service Rules (PRS)
In the words of Magbadelo (2020), public service rules stipulate the operational
framework, the regulatory principles and a charter of rights, privileges and duties of all public
servants while stating in clear terms the sanctions that await erring conduct among staff. Ohuka



(2011) opined that public service rules are the operational norms, values and code of conduct
required of every public personnel in the day-to-day performance of his/her duties in order to
realize national development objectives. He went further to state that the rules provide a uniform
standard for implementation of applicable laws by appointing authorities in the process of
recruitment/selection, promotion, performance evaluation and lay off. To Okonkwo (2014),
public service rules mean a set of rules that provide guide to the conduct of public servants for
effective and efficient performance of their assigned jobs. He added that the rules equally contain
conditions of service for public servants.

The nomenclature of public service rules have continued to change from the colonial
period to this present era. From the colonial period to 1974, it was called “General Orders”.
Between 1974 and 2000, it was known as “Civil Service Rules”. However, from 2000 to date,
the document is referred to as the “Public Service Rules” (Magbadelo, 2020). It is important to
stress that the changes in name was accompanied with contextual and textual as well as structural
changes which are a reflection of the mood of each era beginning from the colonial era till date.
Okonkwo (2014) maintained that the title “Public Service Rules” was adopted to make the rules
have general application to the generality of government employees in the Ministries,
Departments and Agencies (MDAS).

From the foregoing analysis, we could conclude that public service rules refer to a
document that contains basic rules, regulations and procedures which are very essential for
carrying out government business with a view to addressing development needs of the people.
The rules ensure order and stability in public institutions. Without such well thought out rules,
conflicts, chaos and disorderliness could have reigned supreme in government establishments
thereby resulting in poor service delivery.

B. Scheme of Service
This makes unambiguous provision for qualifications, abilities and technical know-how required
for a particular post or position in the service. It provides for entry qualifications and abilities
into the service and goes a step further to specify all the needed qualifications and abilities in all
the cadres in the civil service.

C. Circulars
Circulars are important channels for dissemination of information among civil servants.
When there is a major or minor amendment to the public service rules, they are always brought
to the knowledge of civil servants through circulars.

Aside from amendments to the public service rules, some matters that require explanation
and uniform applications in the service are communicated to public servants via circulars.

Disciplinary Offences in the Nigerian Civil Service

Chapter three of the Public Service Rules (2008) did justice to issues relating to discipline in the
civil service. The chapter is divided into six sections namely:-

Section 1. is concerned with introduction.

Section 2. dwells on general inefficiency.

Section 3. centers on misconduct.

Section 4. focuses on serious misconduct.

Section 5. revolves around conduct prejudicial to security of the state.

Section 6. beams its searchlight on retirement in public interest.



In addition to the specification of disciplinary offences, the PSR (2008) equally makes
provision for adjudicative authorities to entertain cases relating to breach of disciplinary codes in
the service. It is shown in the table below:

Table 1: Schedule of Disciplinary and Adjudicative Bodies

Salary Grade | Adjudicative Bodies

Level of

Officers

GL 01-06 Junior Staff Committee (JSC) with powers to entertain cases and take
decisions.

GL 07-13 Senior Staff Committee (SSC) with powers to adjudicate and take decisions.

GL 14-17 Senior Staff Committee has powers to entertain cases and make
recommendations to the Federal Civil Service Commission (through the Head
of Service of the Federation) for final decision.

Source: Public Service Rules (2008)

It is important to note that the federal civil service commission acts as a moderator and
appellate body as it receives reports on all decided disciplinary cases treated from ministries and
such returns must state in clear terms the name, salary grade level, date of present appointment of
the disciplined officer, nature of offence committed and the punishment imposed for further
actions (Awodele-Fayomi, 2015).

However, for purpose of this study, we should concentrate on three important disciplinary
offences in the civil service system. They are-

Section Two: General Inefficiency — PSR 030201-030208

Section Three: Misconduct — PSR 030301-030314

Section Four: Serious Misconduct — PSR 030401-030434

i. General Inefficiency (PRS 030201)

This implies a series of omissions or incompetence which cumulative effect
shows/indicates that the officer is not capable of discharging efficiently the duties of the office
he or she holds.

The sanction for general inefficiency is withholding or deferment of annual increment or
termination of appointment (PRS 030206-030208).

ii. Misconduct (PRS 030301-030314)

Misconduct is conceived as a specific act of wrong doing or improper behaviour that drags the
image of the service to the mud and which can be investigated and proven. It includes:

a. Scandalous conduct such as: (i) Immoral behaviour (ii) Unruly behaviour (iii) Drunkenness
(iv) Foul language (v) Assault (vi) Battery

b. Refusal to proceed on transfer or to accept posting

c. Habitual lateness to work

d. Deliberate delay in treating official document

e. Failure to keep records

f. Unauthorized removal of public records

g. Dishonesty

h. Negligence

i. Membership of cult j) Sleeping on duty

k. Improper dressing while on duty




|. Hawking merchandise within office premises

m. Refusal to take/carryout lawful instruction from superior officers.
0. Insubordination

p. Discourteous behaviour to the public

iii. The Serious Acts of Misconduct include the following:

a Falsification of records

b. Suppression of records

c. Withholding of files

d. Conviction of a criminal charge (other than a minor traffic or sanitary offence or the like)
e. Absence from duty without leave

f. False claims against government officials

g. Engaging in partisan political activities

h. Bankruptcy/serious financial embarrassment

i. Unauthorized disclosure of official information

J. Bribery

k. Corruption

I. Embezzlement

m. Misappropriation

n. Violation of Oath of secrecy

0. Action prejudicial to the security of the state

p. Advance fee fraud (criminal code) 419

g. Holding more than one full-time paid job

r. Nepotism or any other form of preferential treatment

s. Divided loyalty

t. Sabotage

u. Willful damage of public property

v. Sexual harassment

w. Any other act unbecoming of a public officer. The penalty is dismissal without retirement
benefits.

Disciplinary Procedure in the Nigerian Civil Service

In line with due process as specified by the PSR 030302-030306, the summary of
disciplinary procedure are briefly discussed particularly when an officer has been accused of
haven committed an offence. They are as follows -
Step i: Issuance of Query - The query contains offence allegedly committed by an officer with
the relevant rule in the PSR that was breached. It requests the officer to submit his/her
defense/representation in writing within a specified reasonable time say 24 hours or 72 hours and
goes a step further by directing the alleged offender to state why disciplinary action should not
be taken against him or her. As the civil service tradition demands, the query usually emanates
from his/her Supervisor or Head of Department.
Step ii: The defense/representation of the officer is carefully considered by his/her immediate
Supervisor/Head of Department (HOD) within 48 hours through comments and
recommendations. If the officer is able to clear or exculpate himself/herself in the defense, the
matter usually ends there. But if otherwise, the matter is referred to the chief executive of the
ministry by the HOD within seven (7) working days of receipt of the document. The chief
executive makes his comments and recommendations and then minutes it to the director of



administration/numan resources management for further necessary actions within 2 weeks of
receipt.

Step iii: The director of administration/human resources management considers the response and
if convinced that the officer is culpable, applies PSR 030304 without delay. The director refers
the matter to the appropriate scheduled disciplinary and adjudicative committee or authority
(within 2 weeks of receipt).

Step iv: The disciplinary and adjudicative authority or committee invites the officer in writing for
physical appearance (within 72 hours of receipt) to clarify certain aspects of his/her submissions
or better still to add flesh to some relevant points or even make new submissions. This particular
step provides the officer with a veritable opportunity for fair hearing.

The committee or panel at the end of the inquiry writes its report that contains its findings
and recommendations which is subsequently forwarded to appropriate authority with disciplinary
power (within 2 weeks). It is either to the chief executive of the ministry or the federal civil
service commission depending on the rank or salary grade level of the officer involved for
appropriate disciplinary action.

Step v: If the Commission in her wisdom considers the report to be fair, it may uphold the
suggested disciplinary action or review it.

Step vi: But if the Commission in her judgment does not consider the alleged misconduct serious
enough to attract the suggested disciplinary action or measure, it could cause another
investigation to be made into the matter by itself to create room for fair hearing and to take final
decision on appropriate punishment.

Step vii: The appropriate disciplinary action is thereafter communicated to the erring officer
found guilty (within 2 weeks).

Step viii: All disciplinary procedures must begin and be concluded within a period of sixty days
(60 days) except criminal cases which have been moved to the police or court of law.

Step ix: The affected officer has the right to appeal to the commission within six weeks but
his/her failure to do so shall not invalidate the disciplinary action on him/her. The appeal gives
room for review or revocation order on him/her.

Disciplinary Actions/Measures in the Nigerian Civil Service

Disciplinary actions usually follow laid down rules and regulations that regulate them. It
is important to stress that disciplinary measures cannot outweigh the offence committed; it must
be commensurate to the offence. The PSR (2008) contains a wide range of disciplinary actions
that could be prescribed to punish officers for offences committed. The following are therefore
disciplinary measures which could be taken in line with the public service rules (2008) to punish
civil servants in the system-
i) Verbal/Oral Warning — In this case, a civil servant found culpable in a given offence is
warned orally to shun such act. Expectedly, it is a minor offence that attracts verbal or oral
warning from the immediate supervisor or HOD.
i) Written Warning— It is same as the first disciplinary measure. The only difference is that the
serious warning is penned down in black and white for purpose of future reference and for
deterrence.
iii) Reprimand — This has to do with a superior officer expressing stern disapproval or
criticisms over a proven offence committed by a civil servant.



iv) Surcharge — If public revenue continues to sustain a loss on account of neglect or fault of an
officer, he or she will be liable to be surcharged to the tune of the amount involved and any sum
due to him or her from government could be withheld to satisfy such surcharge. In other words,
loss of public funds by a civil servant will be cleared through withholding of money due to him
or her from government.

V) Loss of Pay or Reduction in Annual Salary— An officer could be punished when found guilty
of a given offence through loss of his monthly salary. In some cases, there could be reduction in
annual salary.

vi) Withholding or Deferment of Increment — An officer’s annual increment could either be
withheld or deferred to future years as a punishment for a given offence committed.

vii) Suspension from Duty— This has to do with barring an officer from coming to work so as to
give room for thorough investigation into his/her alleged offences committed. It may last for a
few weeks/months; it could be indefinite. It should be noted that suspension becomes applicable
when a prima facie case, the nature of which is serious, has been established against an officer
and it is considered in the public interest to prohibit the officer from carrying out his/her duties.
viii) Interdiction — The PSR 030404 states that where a serious case that may result in dismissal
has been instituted against an officer, the Permanent Secretary/Head of extra- ministerial
office may interdict him or her on not more than half pay pending the determination of the case.
ix) Demotion or Reduction in rank — This is a penalty extended to a civil servant which involves
reduction in rank due mainly to acts of indiscipline, negligence or administrative
incompetence.

x) Compulsory Retirement — This is a sanction whereby a civil servant is forced to leave or exit
the civil service on permanent basis before his/her retirement date. This punishment is a sort of
soft landing to enable the affected officer to go home with all his rights, privileges and
entitlements.

xi) Termination of Appointment — Is the severance of a civil servant’s appointment because he
has been found culpable in an act of misconduct or serious misconduct.

xii) Dismissal — This is a disciplinary measure employed to shamefully disgrace an officer found
guilty of an act of serious misconduct. An officer who is dismissed forfeits all claims to retiring
benefits, leave or transport grant, etc subject to the provisions of the Pension Reform Act, 2004.

Nigerian Civil Service Governing Rules and Challenges of Enforcement

Nigeria as a country has laid down rules and regulations but proper enforcement has
remained the major challenge. The situation is same in the Nigerian civil service. Despite the
existence of extant standard rules and regulations that serve as guide to civil servants in the day-
to-day discharge of their assigned responsibilities, majority of them still break the rules with
impunity. According to Awodele-Fayomi (2015) documented disciplinary problems extracted
from the Federal Civil Service Commission and reports of past administrative panels revealed
cases ranging from minor to major acts of indiscipline by civil servants of variegated ranks. The
cases include- lateness, absenteeism, leaving office before closing time, insubordination, fighting
on the job, inefficiency, negligence, forgery, false claims, falsification of records, incompetence,
suppression of records, corruption, fraud, embarking on unauthorized educational courses among
others.

However, the following factors have been identified as the major reasons for poor
enforcement of public service rules in the Nigerian administrative institution. It is no longer
contestable that Nigerian civil servants are hardly motivated. For instance, most state



governments have blatantly refused to pay workers minimum wage using approved salary chart.
In an attempt to make ends meet, civil servants go against laid down rules and regulations of the
civil service by engaging in some business activities. The superior officers, who are not from the
moon, look the other way even with reports and clear evidence of violation of rules by the
subordinates. To the superior officers, their subordinate staff should be allowed to hustle in order
to meet the ever challenging responsibilities in the Nigerian clime where inflationary trends have
continued to skyrocket. Thus, most civil servants divide their time between their civil service
jobs and individual businesses. It is not an exaggeration to say that they pay more attention to
their businesses than to their official duties, hence the embarrassing absenteeism that has
characterized the system leading to poor service delivery.

In addition, some government policies are equally responsible for poor enforcement of
civil service governing rules in Nigeria. There is a particular state government in the southeast
Nigeria that has continued to promote a given concept “second address”. The “second address”
has been subjected to various interpretations leading to a situation where many civil servants
have obviously established private businesses which in most cases take major part of their time.
Expectedly, their individual business ventures have become areas of primary assignments while
their civil service jobs are now places of secondary assignments. The “second address” idea is in
serious contravention of the public service rules which forbid/prohibit civil servants from
engaging in commercial ventures other than agriculture. The government of Engr. Chief David
Nweze Umahi of Ebonyi State has continued to push the frontiers of the concept. Little wonder,
civil service institutions in the state have remained the shadow of themselves.

Furthermore, some acts of misconduct are subjective e.g. insubordination, abusive
language, sleeping on duty, malingering and discourtesy etc. The questions that come to mind
include- How do we measure or record them? How do we justify them? The questions become
imperative in that they do not manifest physical proof and are therefore subjective. Awodele-
Fayomi (2015) argued that general inefficiency as provided for in the Public Service Rules is
ambiguous and subjective as it cannot be objectively established. The foregoing burgeoning
issues account for inadequate enforcement of public service rules in the civil service as they have
proven very difficult to establish.

Moreover, the human factor has remained a cog in the wheel of progress in enforcement
of laid down civil service rules and regulations. It is a known fact that those vested with
disciplinary powers are humans while erring officers are colleagues, friends, kinsmen,
neighbours. Under such circumstances, objective/effective enforcement of rules of discipline is
thrown overboard as brotherhood feeling does not permit any superior officer to sanction or
punish his/her kinsmen or neighbour. This explains why the rules have been obviously flouted
with impunity.

More so, it has been observed that there is uncertainty of sanction against erring staff. A
worker who flouts the law by becoming a habitual late comer and demonstrating inefficiency in
the performance of his duties usually goes against the governing rules in the system simply
because he has at least fifty-fifty chance of going scot-free without punishment.

Again, the use of discretion has played significant role in the rising cases of indiscipline
nay ineffective enforcement of civil service governing rules. Awodele-Fayomi (2015) found out
that reports on disciplinary problems submitted by different ministries to the federal civil service
commission showed that sanctions were not the same for same offences against erring officers.
He argued that in some occasions, offences such as fraud, theft, false claims etc resulted in
outright dismissal of offenders in Ministry “A”, while they attracted termination of appointment



or demotion in Ministry “B”. This issue is a clear case of discretion by disciplinary or
adjudicative authorities in the system which discourages civil servants from showing adequate
loyalty to the laid down rules guiding the service.

Another factor is wrong rules — every society experiences change as the only constant
thing in the world is change. As the society changes, its rules cannot remain static. According to
Magbadelo (2020) the Nigerian society which is the operating environment of the Nigerian
Public Service has transitioned to democracy in 1999, hence necessitating the Public Service
Rules to be thoroughly stripped of those anti-democratic provisions that run contrary to the
fundamental rights of the citizenry.

Finally, Ohuka (2011) maintained that the infiltration of the public service with the
viruses of nepotism, godfatherism, corruption and graft has made it difficult to enforce discipline
as some people are perceived as sacred cows, who should not be touched because of their
political connection or regions of origins.

The consequences of the foregoing anomalies are out there for us to see — the civil service
has failed to justify its existence in its environment as its activities overtime have not produced
improvement in the living standards of the people. In the words of Awodele-Fayomi (2015) “the
mark of greatness in any public institution shows in how policies, procedures, rules or
organizational ethics are respected”.

There is a long list of reasons why public service is important, and these reasons can vary
greatly depending on which specific public services are being considered. In general, public
service is important for the following reasons it:

i) facilitates rural development ii) provides employment opportunities for many individuals iii)
contributes to the national income iv) brings revenue to the government that can be used to
sponsor projects v) plays an important role in the development of infrastructure vi) contributes to
export earnings.

In all of the above, the public service is meant to actualize four fundamental objectives, namely
to: 1) help save lives, ii) improve quality of life, iii) work toward societal change, and iv) give the
next generation better opportunities.

Who is a Public Servant?

The civil service is a collective term for a sector of government composed mainly of
career civil service personnel hired rather than elected, whose institutional tenure typically
survives transitions of political leadership. A civil service official, also known as a public
servant or public employee, is a person employed in the public sector by a government
department or agency for public sector undertakings. Civil servants work for central, state, and
local governments, and answer to the government, not a political party (OECD, 2005).

Having diagnosed who the public servant is; we are led to posit that the public servant in
this case must be someone who possesses certain qualities for efficient public service delivery
through competence. A burgeoning public service must be able to produce optimal results at a
high efficiency level through competent public servants. Here efficiency entails the ability to
achieve an end goal with little or no waste, effort, or energy. Being efficient means you can
achieve your results by putting the resources you have in the best way possible. While
competence can be described as the combination of training, skills, experience, and knowledge
that a person has and their ability to apply them to perform a task safely. Other factors, such as
attitude and physical ability, can also affect someone's competence.
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As a public servant, you should take account of the level of competence when you are
conducting your risk assessments. This will help you decide what level of information,
instruction, training and supervision you need to provide. Thus, Competence and Efficiency are
like Siamese Twins needed by public servants to foster the frontiers of the public service in the
21% century.

These twin terms — “competence and efficiency”, requires the public service to ensure
that public servants embodies several key qualities and skills that enable them to effectively
serve their community and uphold the principles of public service. Here are some important
attributes:

1. Integrity: They demonstrate honesty and transparency in their actions, making decisions
based on ethical considerations rather than personal gain.

2. Accountability: Good public servants take responsibility for their actions and decisions,
ensuring that they can be held accountable by the public and their peers.

3. Empathy: They understand and respect the diverse needs and perspectives of the
community, striving to serve all constituents fairly and compassionately.

4. Communication Skills: Effective communication is crucial for conveying information

clearly, listening to community concerns, and fostering dialogue between the government and
citizens.

5. Problem-Solving Abilities: They possess strong analytical skills, through creativity,
critical thinking, to identify issues, evaluate options, and implement solutions that benefit the
public.

6. Commitment to Service: A genuine desire to help others, and improve the community
drives, their actions, and decisions.

7. Adaptability: The ability to respond to changing circumstances and challenges is
essential in a dynamic public sector environment.

8. Collaboration: This is referred to as team work. That is working well with others,
including colleagues, stakeholders, and community members, to achieve common goals.

9. Knowledge of Policies and Procedures: A good public servant understands the laws,
regulations, and policies that govern their work, ensuring compliance and informed decision-
making.

10.  Vision and Leadership: They inspire others with a clear vision for the future and
demonstrate leadership qualities that motivate and guide their teams effectively.

In summary, these qualities help public servants to navigate the complexities of public service,
and make positive impact on their communities.

Challenges of the Public Service Efficiency in Nigeria

This implies the problems or shortcomings of public service that impede the advancement
of its frontiers in terms of efficiency in service delivery; some of the following shortcomings of
the public service in Nigeria are:
1. Tribalism: Employment into civil service has been based on tribalism instead of merits. It
has become a yardstick for employment and to sack in Nigerian public service.
2. Lack of Qualified Personnel: Most of the people who work as civil servants are not qualified.
They have little or no experience about the job but choose to do it due to the search of greener
pasture.
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3. Corruption: The efficiency of the public service has been slowed down by bribery and
corruption. So much so that the public servants often fail to perform their official duties as they
look forward to bribe taking before carrying out their job.

4. Poor Orientation and Low Salaries: The take home pay of public servant is nothing to write
home about and some of them have no idea or orientation about the job engaged in. This de-
motivates them to function optimally.

5. Bureaucracy: Too many protocols and red-tapism, as well as excessive due processes
formalities militate against the effectiveness of public service.

6. Inconsistency of Government Policy: In Nigeria, change of government most times means
change in policy and this usually has adverse effect on the public service.

7. Negative Attitude to Work: Public servant often sees their job as government job which does
not require any seriousness.

8. Inadequate Training Facilities: Nigerian civil service or public service lacks adequate
training facilities, hence, they send their staff abroad for more training and some of these staff
may not return back.

9. Political Instability: Constant change of top ranked government officials always brings about
change in rules, regulations and policies, and this in turn is not healthy for public service.

10. Waste of Manpower And Resources: Duplication of offices is a major problem in public
service and it cost the government more money by paying for service with little effort.

21% Century Challenges and Advancing the Frontiers of Public Service Efficiency: Matters
Arising

We have entered a world that has changed dramatically in the last decades. The general
prosperous and more predictable way of life that came after the Second World War (WWII) is
fast drawing to a close. The signs are everywhere, especially in our economy.

Today each of us, along with our elected representatives, needs to take greater
responsibility for our own (state), and our country’s future. Make no mistake- this will require
difficult decisions, and involve some degree of sacrifice. But it is essential that we act and act
soon. This is where what is at stake is nothing less than the need for a vibrant public service that
is not just competent but very efficient in thinking out of the box to advance its frontiers in
public service delivery, in order to improve economic growth, standard of living and even
national security. All these we can do by improving the public service through the following:

1. Deploying the use of technology to help simplify the process of work in order, to reduce
duplication of functions, red-tapism, and unnecessary bureaucratic bottlenecks in the system.
More so, at this time in a globalized world where Artificial Intelligence (Al) is being canvassed,
as a development and growth index, the Nigerian public service cannot be left behind. All efforts
must be made to ensure that we cue in.

2. Provision of refresher courses and training for staff to engage in, at home and abroad,;
organizing regular workshops for capacity building to enhance quality of their performance in
order to be equipped, and be competitive with global best practices.

3. Teaching political education in schools: the introduction of political education into school
curriculum in the form of civic education, government, diplomacy, political science etc. at all
levels of education. This can help improve public service in Nigeria because people who pass
through education process will eventually grow with the knowledge about government which
will help them perform very well when they found themselves in public service job.



4. Use of code of conduct bureau: the code of conduct bureau in Nigeria has set a standard that
all public service have agreed to follow in the course of discharging their responsibilities in
public service. The code of conduct bureau also discipline and watch the affairs of public
servants. These codes should be further institutionally strengthened without sentiments, rather
than personalized.

5. Giving Incentives to civil/public servants; and monitoring and evaluating the performances of
public servants on regular basis in order to make for update of knowledge.

6. Promotion should be based on merit rather than sentiments, emotions, personality or other
pecuniary considerations.

7. Recognition and giving of awards to well-deserved civil servant. This will serve as motivation
to others who are lackeys in their job schedule to strive towards excellence and distinction.

Conclusion

Advancing the frontiers of public service efficiency requires strong Leadership that will be ready
to take the bull by the horn to invest in competency framework initiative programmes in the
areas that will be technology driven, in terms of human re-engineering and Artificial Intelligence
(Al), in reducing waste, inefficiencies, and bureaucratic barriers in order to better serve the
citizens.
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