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Abstract
Attitude to work is a critical determinant of stall level of job performance in any
organisation. It has to do with the feelings, habits and beliefs that affect the behaviour
of staff members at work. It has been observed that the Nigerian civil 'servants have
poor attitude to work which impinges on their job performance. This fact laid the basic
foundation for this study. Opinion expressed by respondents reveal (hat motivation of
staff can greatly enhance job performance in the civil service. This research is
therefore an investigation of how staff job performance in the civil service can be
enhanced through motivation. The paper makes some recommendations based' on
'the findings on how to motivate civil servants to greater performance.

Introduction

When an employer of labour, whether government or private recruits people into his/their
organization, (he purpose is to make them work effectively or perform their duties optimally so that the
objectives of the organization can be realized. But the employer(s) objectives and that of the employees are
usually at variance. Therefore, the employees) must harmonize these objectives and channel them to
productive use through motivation. Motivation plays a very important, role in determining the level of
performance of employees, which intutu influences how effectively the organizations goal will be met.

It isthe general view that no matter how well an organization is structured, it is unlikely to attain its
objectives if the motivation of ils employees is low or they are demotivated. If motivation is low, employees
performance of their assigned job will suffer as if ability were low. It is therefore, pertinent that employers of
labour and those managing the labour force on their behalf recognize this impact of motivation and (hen employ
it so as to elicit employees optimal performance. Employers and managers must 'motivate their employers to
greater effort, productivity and performance on the job. It is obvious that the motivation of civil servants in the
country has sagged so low in the last two decades as a result of unfulfilled expectations, that belonging to the
system no longer confers pride
and social recognition According to Aniemcka (200.1:102),

"Nigerian civil servants are not adequately motivated. They lack working tools and
equipment, this makes the working situation to be so frustrating for the civil servants.
It gives rise to a non-committal altitude to government programmes, apathy and low
morale which leads to ineffectiveness, inefficiency and low productivity. This
makes the working conditions to be so unattractive"

Objectives of the Study
The following objectives guided the conduct of this study:
1 To ascertain the role of motivation in staff job performances in the civil service;
2. To determine the factors responsible for poor job performances in the civil service;
3. To investigate the impact of the on-going civil service reforms on staff job
Performance; and
4. To make recommendations based on research findings.
Literature Review

A review of relevant literature reveals some aspects of motivation which have bearing on this study. However,
before discussing these, it is pertinent we look at the meaning of motivation.

a The Concept of Motivation

Several authors and theorists have defined motivation in various ways. Beach (1980), asserted that
motivation is a willingness to expend energy to achieve a goal or a reward. Robbins (2003), also defined
motivation as the process that account for an individual's intensity, direction and persistence of efforts towards
attaining a goal.

However for the purpose of this study, we will define motivation as the function which managers perform
in order to stimulate employees for better performance and achievement of organizational objectives.

b. The Civil Service as a Machinery of Government
Imuetinyan (2002), defined the civil service as the machinery through which government designs and
implements its policies. He further opined, that, the civil service machinery is organized to help the executive



arm of government meet its responsibilities and that it is made up of all servants of the state other than holders
of political and judicial offices who are employed in a civil capacity and whose remuneration is paid wholly
and directly out of money voted by the legislature. Thus, while government is the machinery through which
the citizens accomplish their wish, purposes, aspirations, interest and their need, the civil service is an
indispensable instrument or machinery with which the government discharges or accomplishes or executes
these responsibilities. According to Aniemeka (2003), all the duties and functions of the executives arm of the
government are carried out by the civil service which is the bedrock on which the heavy burden of the
government rest. She sees the civil service as the life blood of the state machinery and an important agency
for national development.

c Factors Responsible For Poor Performance in the Nigeria Civil Service

Quoting the Ayida panel's report on review of 1988 civil service reforms, Imuetinyan (2002), highlighted the
underlisted as the factors that have contributed to the pathetic situation in the Nigerian civil service:

i. The politicization of the civil service;

ii. Abysmally low remuneration in the face of galloping inflation;
iii. Wide income differential between the civil service and their counter parts in the private sector

and parastatals like NNPC, CBN, MITEL, Bureau for Public Enterprises, Nigeria Defence

Insurance Cooperation;

iv. Inadequate welfare schemes - staff buses, staff loans and advances, meal subsidy etc. compared
to the private sectors and parastatals;

V. Inadequate and expensive medical facilities;

vi. Inadequate retirement benefits aggravated by delay in payments;

Vii. Insecurity of tenure occasioned especially by the arbitrary purges of 1975/1978 and 1984 and

public officers (special provisions) Decree No. 17 of 1984, which enables government retire
civil servants in "public interest";

viii. Inadequate working facilities and tools, poor office accommodation, etc;
iX. Poor merit system - inadequate reward for hard work and excellence. The service tends to lay
more emphasis on discipline and sanctions than on merit and reward;

X. Insufficient recognition of the contributions of civil servant in the award of National honours; xi.

Discriminatory treatment of retired civil servants in the appointment to Boards of parastatals

and state-owned companies;

Xii. Discriminatory treatment against dismissed civil servants whose cases have not been
re-examined, unlike their counterparts in the military whose cases have been revisited and their

ranks restored;

xiii. -Delay in promotion; xiv. Inadequate and sometimes non-existence of recreational facilities; xv.
Supersession by people from outside who do not necessarily have superior qualification, experience
or ability;

xvi.  Wrong and at limes non-deployment of officers arising from merger and demerger of ministries

d. The Role of Motivation in Stall Job Performance

Managers in the workplace should be able to motivate their staff to greater performance. According to
Akpovi (2000), 'motivation plays a large part in determining the level of performance of employees’ ... He
further, stressed that, if motivation is low, employees performance will suffer as much as if ability were low.
Conversely, when employees enjoy their job, find work challenging, and like the work environment, they will
usually put forth their best efforts and perform their tasks enthusiastically. In other words, they are motivated
to produce or work at an optimal output. There is an old saying that, you can take a horse to the water but you
cannot force it to drink; it will drink only if it is thirsty - so with people. They will do what they want to do or
otherwise motivated to do. According to Accel Team (2005), Performance is considered to be a function
of ability and motivation, thus:

Job Performance = F(ability)(motivation)

In the view of Aniemeka (2003), we have positive and negative motivation. Positive motivation takes
place when a superior officer influences the subordinates by making him realize that he stands to gain or
profit by doing his will and then the subordinates takes action because it is in his interest to do so, the action is
not against his own interest. She further, stressed that, in negative motivation, the subordinate is forced to do so,
it is in his interest not to refuse to do so because he will be punished. Both forms of motivation can be used,
depending on the situation, in the organization. Effective personnel motivation demands that members of staff
should be stimulated to devote themselves to. achieve the goals of the organization, as well as their individual
goals, needs and aspiration.



e Reforms in Civil Service
Since the colonial era, successive governments had instituted various study teams or commission

to address problems of the Nigerian civil service. One of the most comprehensive reforms in the civil
service was the public service Review Commission of 1974, usually referred to as the Udoji Commission.
Unlike the earlier reviews, which were mainly concerned with salaries and wages, the Udoji Report covered
in addition to salaries and wages, organization and structure of the civil service, new management techniques,
positive altiludinal changes, etc. which were required to move the civil service forward (Tmuetinyan, 2002).

However, the most recent one, the 1988 Nigerian civil service reorganization began in 1985, with the
setting up of a panel headed by Professor Dotun Phillips, to review the following aspects of the Nigerian civil
service: i. Its structure; ii.  Us staffing;

ii. Its operational modalities; and iv. Its efficiency and effectiveness.

(Ego/mmw/ and Ibodje, 2001).

From the above terms of reference, it is obvious that the panel was to review everything about the civil
service except salaries. This marked a major shift from the pre-occupation with salaries and general service as
in the past.

According to Egonmwan and Ibodge (2001), the aims and objectives of the 1988 civil service reforms
could be summarized as follows:

i) enhanced professionalism ;

ii) significant decentralization and delegation;

i) enhanced accountability;

iv) enhanced checks and balances;

V) general modernization;

Vi) combination of responsibility and authority;

vii) alignment with executive presidential ism; and viii) enhanced efficiency,

effectiveness and speed of operations.

Research Methodology
@) Instrument Used-. Structured questionnaire specifically designed for the study was used to
source for data. A total of one hundred (100) questionnaires were administered to selected staff
members often ministries in Delta Stale.

Section A of the questionnaire was to collect respondents personal statistics and information. Section B
was used to collect data on respondents opinion on how job performance of civil service can be enhanced
through motivation.

(b) Sampling Techniques/Samples Size: The researchers adopted the stratified random sampling
technique in selecting the sample for the study. This was done to give every member of the population
equal chance of being selected. Ten ministries were selected out of (he thirty ministries in Delta State.
Also, ten civil servants in each of these ministries were randomly selected for the purpose of this
study.

(c) Statistical Tools of Analysis: For the sake of convenience and simplicity, the researchers
chose the simple percentage as their statistical tool

Below is the interpretation or analysis of the data gathered from questionnaire retrieved. AH the
respondents confirmed that they are familiar with the term motivation. This is evidenced by the 100% positive
response to the question posed before them.

Table I: Need for Self Motivation in Organization

Response No. of respondents % of Response
Yes 100 100%

No e 0%

Total JOO 100%

Source: field work (2007)

Table I, reveals, that there is the need for staff to be motivated when employed in an
organization. This can be seen from the 100% positive response rale.



Table I1: Motivation of Staff Enhance Job Performance

Response No. of respondents % of Response
Yes 100 100%

No - 0%

Total 100 100%0'

Source: Field work (2007)

Table 11 above, reveals that 100% of the respondents admitted that the motivation of staff through financial
rewards, prompt promotion, fringe benefits, welfare packages etc. can help improve job performance of staff in

the civil service.

Table I11: The Impact of Poor Remuneration on Staff Motivation

Response No. of respondents % of Response
Strongly Agree 70 70%

Agreed 30 30%
Undecided - 0%

Strongly Disagree - 0%

Disagree - 0%

Total 100 100%

Source: Field work (2007)

Table 111 above, reveals that 70% of (he respondents strongly agreed, while 30% agreed that
poor remuneration leads to lack of staff motivation in the civil service. It can therefore, be concluded
that poor remuneration demotivates and consequently bring about poor performance.

Fable 1V: The Impact of ijiticizétioii 0ji Job Performance

Response No. of respondents % of Response
Strongly Agree 50 50%

Agreed @' ;e 40%

Undecided . 0%

Strongly Disagree 10 10%

Disagree 0%

Total 100 100%

Source: Field work (2007)

As revealed by table IV above, majority of the respondents (90%) admitted that politicization of
the civil service in the areas of staff appointment, promotion and grant result in staff poor job
performance.

Table V: Effect of Corru ption and Indiscipline in the Civil service on Staff job Performance

Response No. of respondents % of Response
Strongly Agree 60 e 60%

Agreed 30 30%
Undecided 10 10%

Strongly Disagree 40 0%,

Disagree 30 0%

Total 100 100%

Source: Field work (2007).
From the table, majority of the respondents (90%) agree that corruption and indiscipline in the
civil service is an impediment of staff job performance.



Table VI: Effect of non Staff Training and Development on Job Performance in the civil Service

Response No. of respondents % of Response
Strongly Agree 90 90%

Agreed 10 10%
Undecided _ 0%

Strongly Disagree - 0%

Disagree - 0%

Total 100 100%

Source: Field work (2007)

From table VI above, it is obvious that (here is a general consensus that lack of staff training
and development contributes to poor job performance in the civil service. This is confirmed by 90% of
the respondents strongly agreeing and 10% also agreeing to question put before them.

Table VII: Modality job Performance Appraisal in the Civil Service

Response No. of respondents % of Response
Strongly Agree 10 10%

Agreed 30 30%
Undecided 40 40%

Strongly Disagree 10 10%

Disagree 10 i 0%

Total 100 100%

Source: Field work (2007)

From the table above, it is clear (hat only 40% of the respondents are of the opinion that staff
performance appraisal in the civil service are based on favoritisms and nepotism instead of efforts and
skills, while the remaining 60% are either undecided or in disagreement .with that opinion. We can
therefore, conclude that 'Staff job performance appraisal in the civil service may not always be based on
favouritism and nepotism, though it may be true in sonic cases.

Table VIII: Effects of On-going reforms in the Civiljiervicejm stall.Job Performance

Response No. of respondents % of Response
Strongly Agree i0 10%

Agreed 80 80%
Undecided 10 10%

Strongly Disagree * 0%

Disagree - 0%

Total 100 100%

Source: Field work (2007)

With reference to table VIM above, it can be seen that majority of the respondents (90%)
opined that the on-going reform in civil service, if implemented to the letter, will improve staff job
performance. We can thus, conclude that (he reforms will have positive impacts on staff job
performance and as such should be encouraged.

Findings

Some of the. most important findings of this study include the following:
(i) That staffjob performances in the civil service can be
enhanced through motivation,
(if) That majority of the civil servants are quite familiar with the terms motivation and expect to be
motivated.
(i) That poor remuneration, politicization of the civil service, delay in promotion,
corruption and indiscipline in the civil service, non staff training and development etc, lead to poor
motivation or outright demotivation in the civil service, thereby responsible for staff job performance.
(iv)That if the tenets of the on-going civil service reforms are well implemented by government

significantly



they will significantly enhance staff job performance in the civil service.

Recommendations
Consequent upon the findings obtained from this study, the researchers made the following
recommendations:

« Staff members in the civil service should be adequately motivated to high performance via
substantial annual upward review of their salaries, prompt promotion, organizing training and
development programme for them, occasional provision of fringe benefits, welfare packages
provision for deserving staff etc.

» Government should be committed to eradicate corruption and indiscipline in the civil service
and the society at large;

» Those in government leadership position should set good examples for others to follow;

» Relevant institutions such as the Independent Corrupt Practice Commission (ECPC), Economic
and Financial Crimes Commission (EFCC), Public Complaints Commission, Code of Conduct
Bureau, Code of Conduct Tribunal, etc. should be strengthened to enable them perform their
duties effectively;

» Strict sanctions should be applied to those found guilty of indiscipline and corrupt practices in
the civil service;

« Appointment, promotion and grants in the civil service should be based on merits, and
hard work;

» Political office holders and other public functionaries should be made to adhere strictly to laid
down bureaucratic rules and regulations;

* The tenets of the .on-going reforms in the civil service should be strictly adhered to and
adequately implemented.
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