CODESRIA

Dissertation DEPARTMENT OF PUBLIC
By ADMINISTRATION AND

LOCAL GOVERNMENT
ALUMONA, Augustine

Informal organisations as determinants of
organisational performance in the public service of
Nigeria : a case study of Nsukka local government

June, 1995




L [ ) A . : b T s : i
K P ‘ + ",', v ] ' o ;ig;.‘
o 2 ﬁ§ﬁﬁv-ﬁgga*xgi“ R o L .
s | A
' i b | , ‘f 'i I .
o { , ,.:!1.*;
N i ! :

)
i

, ENFGRMAL @RGANESATE@NS AS J
DETERMINANTS OF ORGANISATIONAL
PERFORMANCE IN THE PUBLIC R P
 BERVICE OF NIGERIA: A CASE' - .
STUDY OF NSUKKA LOCAL. | - o
GOVERNMENT COUNCI L~

i ‘ .
[ . Lod
| : ' ‘;
i BY : S
| - - ! R )
5 i o [ P
| i A N
} i P Loh
| A R g
B _ ‘i.w; ; _:‘
~ ALUMONA , AUGUST I NE T | ST
, PG{MPAX%@X@EJ& L
. I T, A R S TR R AR
I SRR S S ! NS e L
A ! S LoDl
Y 4 E ; P 'iif-;‘[‘» } -
3 ST B A i
SUB-DEPARTMENT - QF PUBLEC
e ADMINISTRATION |AND ,
- L@CAL G@VERNMENTﬁj f
S . : o : | j
S ' - P —
' i i | L b v |
' ! i . t {
% ! ?,. ‘_a.‘ |
‘ ‘ , | df'f
. ' ' . j« i § . :.‘} :
JUNE, . isesl . o
oo 1 o
| ' o Eapel b Fl
: o f . o
I RN I T



: i N R Y
4 | i b | to
@ i 1 gt . H i
: ! i X A ' I I ' ! i i
I3 [ \ ' H shoa V ' i
i i ' ) . [N ! b
| ; » N .
i T I . N
. i i n i [
._ , K
b ¢ H i
! : . P [
' . . .i S
. !
g
' ! V'
[ !
.’,: 1
' ! il i L

x NF@RMAEE QE’ GAR‘%E X &AT E 0“*@8 A

DETERMI NANTS COF - ORGANIS S ATE @“@AE; |

PERFORMANCE IN THE PUBLIC |
SERVICE OF NIGERIA: A CASE |
STUDY OF NSUKKA L@“&L'{

GOVERNMENT mﬂwmvzmgé o
, do 'J'W.: ST
i f ’l 1? :]
!{ '| ! i I
O )
; | A THESIS 4,js S : Bt
o SUBMITTED TO THE OUB DEPARTMENT oF :
" PUBLIC ADMINISTRATION AVD LOCAL S
GOVLRNM NT IN PARTIAL hULbXLLMnNTI R
T
: FOR Tdu AWARD oF EASTFﬁS DEGREE | H
e o ‘ Ayt bl
C IN PUBL;C ADM INISTQATTONg ‘ ;; Lo
b i R ‘5 - ' i
UNIVEPSETY OF NiGERIA, NSUREA L L
| R i
< | N
S L I .
BY U T
[ . . . v».;:i 11 B f:v
| { ALUMONA, AUGUSTINE IKECHUKWU . ' -
PG/MPA/90/9555. o o

UNIVERSITY OF NIGERIA
i : ,  NSUKKA . C

? © JUNE, 1995



DED T CAT TON

To

The ever  loving
memory of my late
mother who is now
resﬁing in the bosom

of the Lord.



< - o T e
g IR B B _ 0 - - @l .
IR I (RS R S =8 W S IS T St RO
- L - B TR g
o}

i}

l

1
-

&

o .rrr.m,,.vrf”u.w,u e o R % IR O R N ¢ R uemped RNctLgT K R - ‘,,||..
T e B s A,J\SE HH.Tu - SaRH ML
AT g gt

ke
sometines

when th

.
ibe’
Vi
.gxﬂ‘f

‘J

1
o
Defé‘

ve,
d |

]
i
i
i
t
i
i
1

|
t
a
i1 interaction .amon

o]
1
i An

|

!

&

!

a

]
havio

LTy T e e g . B
- ‘N< Cu ;nfl . sl - ooy 3 .?u R o b e B "
£

tu
i
or
o
b
be
e
i
ations

a
ﬁth‘a'
whi
b,
for
n
T

n
worl

I

|

I

extent than

% W : o Ui
2 s Q" < bw A
G A0 o Y nw 2005 = -
o T 5 = Dl S SO o B A
SRSl b wiwi el Ky’ SN PR ST B9 a8 p———
T o} g I “ - BT £ e
g 0§ S @ 2 u a ¢ & o g
) oo g g Ee—S g & &0 -0 = g M £ o -
e S B B i B~ S = Nhiec, - BV PR - PR <« SR VT Taan
. Wre oo oow 2T T, 9 o o e
[ ——— - . B T e gy = . O - e o - . ol , -
: 9 9§ owiE e wm B e - I - :
- ] mu J e e . R ~ B S T = S o o G4 [ -
T & P P S 4 o 9« o0 & L9 o A
o SR 0 wmo.a T - S - e« T B S o TP - -
o S p— ..mp.m.l o - L 5 ,Mm:f,l!-‘.,%mx ..... i o WL (O ,_L g - :&f; o - [ ‘M N _
- - - e ‘ - . - _B_ = e - 4 . - -
o e ™LAl g .m R = el ~ sl Flites - N WA - g Y m £ T o +
‘ - . - = o N &2 B SR B I~
. u - o 1% ot a} (= - © N = 19} = = a £ =
@ . e (9] - - Gy = . Q . = o Q )
U o - - 4 ; A £ & O.
@ 2 CER - v Boe O Y e o 3 ,
. g 2 9 o w oA oy o e 4 A e B S
) S I B R R + vo5 8 w e ZE o
L o 4 = + : z = ] . o Q b L D = o]
E c & 0 2 TET M R DT B e o &
-~ ug g o S B0 o B o o 9
- s & & 0w o X w & o 3 o » oS .= 9
T n C o , A pd O 3] + v =i ] o = < 2 @ o R
T B B T e B o < 2 a .
e R S § L0 T~ . S EO B = N A
— T T I N~ Y - B A R B = B T TTUTTeTTTE )
4 > g2 e o O M £ TR~ B R O T o S - &
P ot s - ol o] i3] O [0} O T4 o - Nei - o] o] — o
“ v 0 a H o Qs M o wooy -] &
0N 4 w P g Qo Q. w0 = o Q H
Q e g 2 o © o] o 5 - o & ) v
o @ oS- A o T o 3 @ & e a
SR S T -



|
m
)
a
roun
ect,
udy,
Local
17
i

Tl ls o C e BT OI..1 |!|91,|T SR T L R, el s»C:u - - PUSSETRE O R
o T e O Q- f!.!.ﬂ% g L5 B /1 & T e e -

B T fE a0 9
; e : T i et
LT - ) @f o im gy -1&
T 7 R o o :I}Ek..l.vl‘\l)mi‘lu B
v - - -8 FRRL N ot
eV R & S i\t‘%O,I;I‘..-i
.- : £ g

c¢
o
(5]

'
}

sub
et}
O
|
f
i

I
'
'

badkg

P

h

P

R
Ff‘
t
\Ilv
I

e

‘$sukﬁa‘

=

atﬂére&{fé
1mér}V§de&li;wl

[t

. e 7 . T g
S R T S - O s I S WD S DA = D
= . Tz 1..f > o == 147) . e P. = ..?w l..!u.ﬂ.!l!&\|ow|||frui.|] T i d.

|
1
|
i
!
|\
1
|
|
i
{
1
|
&
i
|
L
r
i
1
I
{553
a
]
ers
1'
A
g
b
|
|
i
|
I
1
|
;.
i

0

Keh N

i
'

ks
7

-
Lo .
> ~ o S
S B R . UL AU (NN NOET Vo =S R SN B~
P e ] —_ A TE , ; - :
. \ : o > e 8 o J
- - — - o ! 2 ..w.b._ . M %1...1“.,. - WSM . .M RO u“n..w - ,..i.* R SO = Q - 43 o \Hwn - N -
e TR T T - I T T L~ - KR o &= @ - Te s
- o) o wn ot O HB ey T2 A o T w Y gt e Th
- T - 2 S~ S S ST Rl = P L R o -
R g = o) L= R e e ) R ¥ S = DI N - S
@ . 0 o @m0 o R i~ R A S o §
: : o 508 B g S g A % g o ¢ 7 o T
- & S B e v = RS 2 i) o -
0 PR S - L - L W i R . - - .
S : R U T o T8y m.‘“vwh.wu:\,¢u>;1!nr|||r*,mi‘m‘xs\l;‘u ;
- A K £ St o jut ] oo A2 g ] o] @ = @]
S o - F ok o] =0 —=ifp e e N Bl o e ) =TT T NS R TR - s -9 . T
= = e R T il el s SR B Ry I At Lo g0 Sl
—_ E ord .u [N G T A - Q -3 —r &
) S . od - 0 . . — L
z ~
" B
a

role
e
it
mine
ch hypo
h
resentati
Chapt

tudy,
1
l
1
Lo
the stu

d knowledge to’

a

i
¢

- - Feond 5 ; —_
R P - ev - - IO N - ..w R - £
. 1 I : N - @ b - H B
et e e e, A O I~ R IPRSENS- SN S sSu - R =1 ,
= 8w gl ETSTH >
ST 0 B Tel TR g SR o :
: . T R BN . e B R
o P G @ 0 :%: T ~ & 5 T
o £ oonm o "
) b
g' ¥ 7 i
o
0

on
sis

I -
£

e as to d:

Lion;.

I
ndings reported
collect

This

tion condgcied
Th

ter

the

historical and

ance o

{
|
i
1
1
|
i
i
i
!
N
i
i
i
i
:
[
o
{
h
1

|

ﬁtate
m the content of

un

|
ing
-
o
!
]
l
]
|
1
|
|
=
r
1

The analy

a,
¥
&

e

&
!
agiv

i

Chapter II
T

1
|
i
_The
Chap
kgro

1ud
the summary of findings and

information on

investiga
augu

gaa perv
subject.

"
:

B

" inc
Government Council were hig

whether the| role and activi

and limitation of

organisations.
DL .

.signific

data

bac

work fo

Y

!
LWL



'

nds
‘all
1

i

i
R

girg., |

18

e.
th

|
2

|

an undesirable
s and!frie

-t

—

|

b
}

i
1
o
f
i

|

r
i
A 1
|1

. m|a
i b‘;
|

|

facts are

|

T
r
|
.
e |
i

whi

i
jan
|

i

ni
I'

fo
i

!

brother
Ty
am |in

|
WO

g
'
!
and

i
-

'fimqlaiion

1
i
I
i
i
e

I also ow
!
|
i

Nwaﬂk

i

1
affections
I .

haye-tﬁe oppbrtuj
sisteré;

ment of Economic and S

r..‘a.lu
TS S
S
A 7 T —— S g —
- .«S::.;S . =t N =
) = ) 2. - O
B o] K3 &} I LY B 1)
- . - a0 - I SO B~
-l — -3 o + .u
m . < -0 . e ~ n y Ko M, J .
1P ’ - Yt | R [t -y = 1.-G =
- v PR = S = S | e AT
o N U 5
e o] “ Q ey %)
B - I A I I~ - Y
T Y W e IR S et S
o Wy TTO O By G P
o o PER &
— ——l ISR L :
o ) w m , .l ) H
> o :
e . ks 2 . @
R~

i1C
and

1

|
i

i
Lo C
improving the qual

i
|

i

i

I

1

t
sincere

|

Council for the,Devélbp

f
'

(CODESRIA) |for
ing-.heaVi%yﬁ

!
y
t

withouf“wh

¥
'
I
|
i

criticisms

:

debt of{gratitude toﬁmy!father;

E
i

collab@raﬁbré‘inﬁéll

4

I
I am also ‘delig

Supervisor of this w

Africa.
for

]

| .
However,

?
!

'
!
I
i

mine. .

NS



IR T , . '- |
i ! v ! i i
i C 5 | ' R ! I
: |i ' | | L. ‘ i ' '
. ! ‘ b j , . -
, ; ‘ ) ? !
! b
i ' !
| [
I '
; ‘ : ii
I‘ ! ; ! ' i
¥ 11‘
: AT : | .
1 | I R . | -
| Pl _ ' R : o
CERTIFICATION } 3
; T l
| J |I | ) | Il‘
, L Coe T e A
| . R | S I AR
"‘ﬁﬁiﬁjﬁifﬁﬁéig j&EF”EJCNEfEEEF‘ s il b
:v ' ,‘, \"u“ ' |‘ | v
N PGXMPAf@@f@Ehﬁ IR I Co %
. i - i o ‘
. : T : [

, ' ¢

[
|
. i ) ,
P The above studen?, as satlsfactorlly complstea Lhe augrc i

' of Master in Public! Admlnlstratlon and LOCal COVﬁrnmentu ,&
The work pmbodlad in this project 'is orlglnai aﬁd has not

been submitfad in part or full for any other DiplonQ or Degrce

1y
of hlS or uny otherlun}varsLt ,
I .
’ 3 S ; ! . . : R T
| It ' : ' L r
! | '
i - E .
|
i
llﬁ'!lVIF!'UBOOIUCIII‘CBIQBOQIOI elI‘QU;EO‘..IDv”lnﬂ;l!ﬂﬂl‘ja
Supervisor/Internal Examiner " Head of Department
: o -
| | o
{ X !
1. ;
‘]; v : ) 2 e
i .;’
P . !
7 :::z
1 i
P h



Perceilved Peculiarities of the
Local Government Scorvice

Bages for Lhe existence of
informal organisations ,

Referoncos

Presentation and Analysis of Data
Administration of GQuestionnaires
Respondents Level of Education:

Respondents Age . .

CHAPTER V

Summary of Findings and Recommendations

References . ' .
Bibliography e .

Appoendix A~

Interview Schedule . ) -



) H N b o
! - I i N o R
! I ; i . oLy { Co i
: : ' i b ; Ll o
TR ST N P A
i i i i P P ' v
: . ; : { ! I [ Co
. I Lo oo
' ! | ) ' - AP ! ‘ Z'l | H
: | e e S ! R v .
TARLE OF CONTIENTS | b i
. Lo ’ l L SR N R
: i : , Lo % L
! S ' &L .
] ! l ' ' . '
DEDTCATION - o e Lo
. ! ‘ o Lo |
ACKNOWLEDGEMENT | .- : e 555 A
H ' ]

WEFACE . | . S v

_ . i o
ABSTRACT .. .. e P o
' - . - . .. SR N | 9
LISt OF TABLES e L S v |
| I . , : - ) \' :; Z | ?vi!‘
TABLE OF ODONTENTS . ' r . , Tl Soevid | N
. . - [N [ . i
: - R C b
CHAPTER 1 - - : L O
, , ' . : o oo f_ b y
i intreductidan o — T S , \H
L _ ) Ve
i Statemeni of Preblem RS Y 2 2 “
[ t)h]mt) e of study ' ' N I

Signilicance of study _ y . S
The orotlcdk framewoirk - o T '

Oy Ut e W

B DO b s O T T
— A O .

1

1 "

1.¢ method of Data coilectlon SN Do

1.7 Reseatgh hypotheses P fﬁ.y

1.8 -DPflﬂlthﬂ of Concepts o el {_?.ﬁ ' ;
1.9 utm*tatlon of %Ludy o . N 24";

RLferences 42N oo e
[

]
|
i

i

i

!
! 1

[ oo (I I

|

3

'

i

!

i

R CHAPTFR 11
| !
Review.of relevant lite atdﬁa .

1
[

References ‘ o - ' 1 : Jiﬂ'

.W
Lo
oy

- [ | ' f
‘ ! i : 5 ‘
L . i | | i '
. \ 1 H t
i . CHAPTER III[ ; ' I ’ ; o
' , . i | . !
TR pu | Sk l, | . i
. . H | v | v ! f i S :
3.1 Brief hls; orical review of:hocaﬂ | I 1 i
Government Adminlstr1t1on in NngeLl e d b 48 '
. Vot N ¢
1.2 The Administration of Nsukka s o ' i
Local Government Coun01l from ' o ‘ |
A . o

[}
]

@he ear]ifest X\mes S U | :

The Organisat ional %truwbure of Lo

aileka Lovui Fo"oxnmcnt CQHHLLl ey 63
' i . |'* i i ' 1 o

: . b b ; Lo e
didelines for'the effective 1+ KA § P ~|p
~rformance of Local L ~N . i _ : )
~wmment, in Nigeria TR SN A S 88

: : N | : k

, T IS |

' b P ! I | ! i

1 . ' ! Sl



.= O "TAalRILIES

TAULE 1M TR

ational structure of
Nsukka Local Government Council -

. ‘ o s
[ . he organi

i

2. Distribution of respondents’ .
rank. by department U 24
2.2 T The number of gquestionnalires T

administered and the number and
percentage of returns . . , 86

Level of education of 1

2.3 . espondents
o ; hy department 0 - ' 87

| ]
istr tion of respondents 1
partment ‘ s b 89

3
N
S
<
o
[CRE R

anshi DS ' v ow he s
onships - 91

n of staff interaction
i

4,1

YE
AN

(93]
U

Perception of workers menbership

of informal organisaticns in _
relation to place of origin .. 10

e



1 orgs

fogma

I

l

identity [to the

\

Therefore,

loyalty and

identifies

isations ‘especial

organ

o

platforms for the r

i
eal

is

of members.
This

"literature 'on the
societies other

thar

informal

use the

to

bureaucratic organisat

kers: |

ere-wor

,

L

s

for ot

x]nfo

ions as

2

tgl

dﬁls
|I|

|
o 1

erent
|

are subject to diff

lenvironmen

.

!

'
I

|
|

.
[t e S ettt
. - .
- - ~

- e

- T e oo ~ T e -

#
- L Ty T



f | LT SR N P A A D O A
' . I % T ' K
e ;};il : . ol i! Jo b
IS NRE S N O N S DR
. bl ; !
b l | .‘ :
P P i |
) Co . | ’} i |« i i
] | a |
‘ L | ' ,
e b ; | | .
N PﬂepTER i Sy o
N L § o C L s
| 1.1 INTRODUCTION Lo
g L HE A
" , | o ‘ ' A R
1 [ ) : I i ! \[11 ‘ [EII
: ' Co I N :
| ! . , Co ;
There are more that meet .the eyes thaA'vhat normallyl;
" ! ' )lj'""\ l : 1' ;
' |

of i
1 | )‘ ,1, i

H |
therefore, ea51ly understand how an organlsd
; 3 | SR

appears in the chart oflmost organlsatlons. O/r'le_ca.n,no’f,,‘3
' : ] ;

L |
lpn;works from*;
i :

{

‘“”;Ateu

!
i

iy ! o
R . }\ ‘ . 1 ‘ '

nor from looklng at or even watchlng 1ts perso?

[ ) . . !

0

]

itsiorganisationallchart,ﬁats charttr, rules-anﬁ redulatldns,

i‘!" ‘! bt |:!' PRI LT L ; i
|

ell. Learnlng

I

n
i
j iy
-
I

the organlsatlon ropes in most organlsatl

. |

learning who’s who, whst’s what, Why s why of its. 1nforma1
o ‘ | i N ‘

society.1 Informal organlsatlons are not onlyl1neL1t&ble Jut g

H '
- . 1

"
1
l

|

VJ

%s chlefly
\

ubiguitous in all establishments.

Informal otgaﬁisation. usually arise from the sdcialI
interaction of people who perform iunctlons VJLal to botl ﬂhe}
organlsatlon and the ©people comprising these groups.
According to Bernard, informal organisation are .any Jjoint:
personal activity without joint purpose, even thquéh‘fossibly:n
contributing to joint results.2

It is however, the contention of manyimanagemeht schoiarsi;

o

'that informal relationship established between people:"nl

organisations dre very important because many of the employees

motlvatlonal needs find their satlsfactlon in these

!
[
I
(
I
{
i
I
V



N R N i )
o i 5o ’ i 3 o 0oL y
[ S ‘ o i P R
l‘ {;' ! ' i . [ ‘
il Sl v ' ‘ I
o : N ¥ 5 . AR
4{ IR o . SRR
‘ T I s S
o o S . g ; \! [ oo !!' 1 1 VL
| RN T TR
| /AT N B IR S U HRC I 1
o NN B e d”
II ‘{ . il ! - Ly
' ' N ! ! : .
i ‘| 1
. | ‘ \ . L e L
relationships. ‘The urge to belong, ;Ior 1nstance, f;nd;‘
' v | . it « i
. , | ! e Iku P
. . L P I i AR
satisfaction in manyrlnformaL groups an@ cli %ues w1th Wthh'- e
. P ¢ ol i .
‘ ! ! . : I s
- . » i . ! o ’. . . i
employees associate. Our deslre for recoﬁnltlon.ls Satlsf;ed .
by the accord given to our skills, talents and ablllt‘ S”by Lol
. ( | " , . B . o s i I
various friends angiecqualntance. lukewxse,‘our;need or ,
| 1 ' | T ) i i N
| " ' ’ ; i ]l v R [ . .
P Lo . i . gl A i Sy :
prestige, status, Iathevement and Yery manyr’qtper”lﬁaglc" ;
‘ Db , P -ff' o1l Loy oo i
J | T ’ I 1’: : . A T . | )t
| . I i o ) Lo
sociolegical and p ycholbélcal moclves depen s ta a;ggeat L
N K ' ! :J ';E Ill |
¥ i i | .
extent on various aspects of informal orga 1sat10ns for ther e
‘ D] ; ) Pt
. . .;.“‘ . . :| ‘l , i ' ' R
satisfaction. Consequently; informal organisati pne play, ?al L
Do " L > [ "‘ i ; R .
roles in the performance of organlsatlons, l i o
: : . | ' { .L. - ; e
. L, 4D 1D . S T,
; Such contrlbutlons }ofjflnfonmal? organlsatlohQ to’ tne,’ ;
f e A R IR K I S T
rerformance oi org isations are also dopend nt on the 5001°:f:i
1 : ' ‘l ! . ! o i‘- i i vl
o T T A AT A I NS 5
cullitural env1r0nme?t whiich er* Ta's %he:@lgﬁa.l ‘.4
N 1., i e co e by
‘ ' ay. Iy AT ! ”' Lo
standard of, behavkour necessary for the &chlevement ;of_l;vf
| o ‘a NN
organisational performance. For example, 1f the work of an ;
R [ . ' ! o
. L | ! , , |
organisation is carried out in an envirbnment where there,lslﬂ
'fl., ! i . \ l,l ; 4 'l:~' N

no role conflict 1n the relatlonshlp between organlsatlonal
L " ! '

and extra organisational role sets, llke those found 1n the;

developed secietieé of the west; then condltlon ex1qts Ior‘ 5

' | g
i

1nfbrmal organleatlon to be influenced only by t ose‘internal

! S ~ Co !
i "“ . ' i
dynamlcs in the organlsatlon thatlare necesSary td it.
B K . ;
ot o . ! ]' ! e R ‘ B !'
! I {. 1' . ‘. ’ i
’ il . I !
.y ns : 1
" I i (’ | P

, i D o i o e



i | i . | i i - e T
i b ! | | ’ - .o i“§ Iy
! [ - Py ! ' 1 1! i
| ! ' W ! ' 1 . ,
1 ‘ SRR RN
! [N ! ol v '
| O R - P
: I | ; IR ot
g ; IR R o
: ! AT T P i . : I [
'1|1 i A [ ! I
Wy I AR N
T [ v o Y
J !i ! t | ‘\;‘ 1 ‘

¢{|
o
|
|

o 5
. oy
8
<
. V
oy
|
B! I
P
) |
R

Seen from the p01nt of view of the western soc1et1es

1ife’s | I
| r=< 1 . !

serve as guide to correcH beh@viour.
I . i i
JOb done more ea31ly and enJoyably and can

!

efficlency or worklrestrlctlon.4 There
|
|

e

resist change or'ev p 1n1t1ate change or to<f1ght|manage

demands for gleeter productlon.

Strauss, the- mcthod the 1nformal

management can vary from merely cuttlng down‘on the work paoe

|
to outrlght sabotage of the work. d
i |

| \ ]

frustration and ténsion of its member

5.}

’ '

i

[P
gl

] -
. N o] : v -
informal organlsat%one have been noted,to pnov1de answers:tof

They &lQOI

Team_§ork can get the

promote elther

¢

group uses

to

that 1nformal group ‘can be neutral w1th goals purely eoc1al
!

| o
| L :
nature., He ad?isedﬁih@t

| Yy, i

o

neutral informal grqus;ﬁ By’restrlctlng fulfillment oi the

l‘i . ,'l y:'

into an antagonistic group;,; at odds

1
[

organisation at every groﬁnd.6

The central point arising from the'disoﬁ

that the above functions of’
; y N ' ) 2 %
1o s . . | Lo
possible because ' formal organisations. are"
| - - S
autonomous from'the contending social forcee in the
° 4 ipo , _4‘ i . L
| SRR
o [ 1
: g ! P s
i , B L
) K i
‘ s [ b
j B e o
:: ; !i \i’y‘

wWith |

Y

i
i
1

!

L

[

he

1

! . . IS . .
cautlon 1s‘nece sary 1n¢deallng
A !

i

fﬁ

l n
i

<o

i

]s a1so Strength to
° g
Lt
rlel
\I

Accordlng; tO' Sayles and

Robert Dubln a]so observed

IH

oppose

I !

Iy

!

Ki
i

i
1
{

[

|
|
|
|
-
!
i
!
\

i

"
(

i

[,.

, N
: . ; . | ‘ iy !

groups social needs: management can ea31ly turn a neutral grohpr
. , ' ) T ; . L

formal-

Sy

witﬁpi

ssion ‘so far is

Jiee
i
¢

i
]
|
|

informal. organisations

{

Bl

soc1ety,

ea[re

felatlxely

1
o
i



i
|
|
l
[
L |
1
i
fl
1
1
RIS

(R
1 v{“
, »‘

|

|
i | |
| Seen from the”nﬂlnt ot v1ew of the western‘
. 1« :

: ihf@rm&l.organisatipns have been noted ﬁo provide;

. i B
. : I ' [
life’s frustration‘aﬁd tension of its mémbérsﬁ

: ' - P |

by i .
serve as gulde to corr ect behav10ur.-'Te@m_work can get
i [ 0o V

: | o | ‘ | !
o |

. ‘ C . . ) R
efficiency or work restrlc‘tlon.4 There 18 also strengtnito

§
f
|

: : !
resist change or even initiate change or to fi dht manage“ﬁalh
’ . \

demands for greater production. According to ;Sayles and

Sltrauss, the method +the informal ¢group uses to- oppose

management can vary from merely cutting dewn on the work pace

5

to éutright sabotage of the work. Robert: Dubin also observed

2

] oo
Lh&t informal group can be neutral v 1th goa s. purely;y001al lﬂf‘;

i |
nature.: He advised that caution is necessary in qealing wit
P C

¢
g

o

neutral informal groups. By restricting fuirlll Q of th

N
5 ' Z kui

gropps social needs management can -sasily Tu“n a neubral ﬁr?up
; ' : f i

. i . . . : ' |

inte an antagonistic group, at odds with the form&l,

organisation at every ground. , o oo

'

|
[ .
t
i

The central p01nt arlqlng from the dlSCUSolOﬂ]SO fa

that the above functions of informal organisations are

possible because formal organisations are relatively

autonomous from- the contending social forces in the society,



; ' T A APEPA S 1 2 ! R A
| L o AR R
L 1K) SR e L A
\ P ! . i [ : b '
! [ RN : v ' : ol e b e T
: AN 1. R PRl By
; RS ! -t vt A A
I | N
% | BT I S A T
i R AT f ). , l "’i Lo '{‘f
ool - ‘ 1 R T
; ' [ S A Lo I
: . o T | Ir
5 i ‘ ‘ S IRERN I!
. . . . o . i ' SR [ . N il
which are in itsel lessentially harmonlogsltq 't

— by

: ! Cy .
, b : | i

Lo, P ’ X ! y . .
operation.of bureaucracy. Thus, workersgcan‘ pa

3 (] '
{ . ot i
; I

_ R S L
official roles from other social roles because| t

:3"
L
<{D =
b

=i

©
Q.

ﬂ.

}.4.
s
o

 a

L.

}dte thell'i: L
f E A
Sd

] 8001ally BRI

PR

i . | ; [
. ! . Co
rermissible to do so. And for} such a sepdratlon of. role and oo
|
T e ‘ .
role‘sofs to 'occur regularlyy 1t must aave been cultu llyf
; i : r:'q‘.;‘ S
Lo NI o . ! i i ]
sanctioned by the quaéty‘ao‘that t bg(omeﬁ panu qfﬂﬁhe'rol,
% . o, . i o .v S _i P i
| . - II: ] ‘ i ) | :l, Ai; . ,!'fl E!
expectatlon'ofﬁmost peop] i in the 8001a1.bys{e P _y\qi
. - ', ! : ' | ; L
%Conversely, when ro;e’expecnatlon Pf mo L le in {
; i o i | R
I ' ! H
o 5 JRE
soc1ety are lardely 1?congruent w1th the,rolg o1 nds of, th
| ; ’; Ny YR R R
AP SANINIE S 5S A | AL
‘formal Organlsatlon,,1ntor”élﬁqrganlsathn are £o a»su%
! ; A S T R A j A A
b : i i ! e P i . By
| . H ?, g A ‘ L 1\ i i i ‘i RS ot
vdlfférent roles. . The klnshlg‘ syﬁtem, i ];clﬁy;HJ‘
i b, : ! " i oo e
oo B ‘ oy b S, g : Tli { " !, !”'
sectaonallsm, brlbery and corruption,i for-—_ tance, an L
: R O BT TR IR ;
. N LT RN N g
contending social Varlab1' in mhe'ng:rlan society that has
o v .
I“’x J‘ i ‘,” . i, N | ;!

blurred the officiall roles| ot workers from h
i"v
roles. Thus cr1blcs argue that ngerlan work er

’ . x“,
| o !

indolent. Iin the Wbrds of Ejiony e,- 2o they avcld work aqd

, P I
1 ! i
responsibility but 1oves méhey

- [ o
wea]th and all the

i

‘ | i ; ; !

. . I-=£ :

of 1ife. - The ngerlan worker is mdterlal -orien
| i . [

' g ; l . C s

seeking and.'egocentric and wapts to get'rlch qui

: - ! : R

! v Y H ]. 1.

: . yo0 ! | L i |

lovel social status. wand. wants to ibe"segn, rgc

| ;
i I - ; ‘
1reatad as the, man ét the head ;n charge Oﬂé.

. e ! : R

. l, 7 ) ) ; ! ], . i ‘l v"'|,
"oga'. O E
| A Loy
C | Db

. i A

i L P , | P

LR ai’
ood fhlmﬁs
i R




W o )
i ' ‘
' H i
! ! | | ,
s i Pl .
b ] \ i

i 1

,

t .

i i
[ !
i i
Lo

. The situation

'

separation of personal roles

pressures demands that particularistic or perscnal. criteria
' ! i I .

enter into the performance

therefore,

structurcs and demands of the publlc serv1ce Qstabllshment

|
Nl“CTla dlffers from the role orlcntatlon,

expectaflons sanctioned by the various h]storlc and soc

!

is such that,

of

from

official

¥

»

-

groups in the soc1étr condltlons i
. -’I | [
informal organisation to gerve iasg
' i ' ! i ;
organisational performance. } ! o
' [ ' !
I i |, ;
o V
L. Stat éammeﬁnﬁ; ()f‘ E?Iwaﬁiij
: | b '
) H - i l" b
. N . i |
It is the v1ewﬂof many managemént s
. T .

l

performance on the.: part of cmployees are nssential

success of any organisaﬁion.
extent depend on the knowledg

while the knowledge and

employees are important,
sufficient.

38

achievement

e and skil

skills

these

poss

factors

l

1
|
es
I

J

i

I
!
l
oy
b
i
]
!
|
i
|
!
|

b

of"

se

: |
§uch.perforﬁance

A
R

of organlsatlonal eLfSCthGPGSS;

i
|
1
V
!

i

le
obligatlons
| i
: [ |

1

whlch resu.f

the basic the81s of thls work\that 51nce the rc

-~ 4

by

rolesw

H

bholars that

i

b l

| i
eff@ct

i
|

P

i

o;f1c1al roles,

mployees.

lene ;and

rather than Dernlutlng the

] oL
nvariably exists’
o S

- I -
determinants |

for th

will to a grgat
individual

There are also behavioural'requiremenfs for.thé

¥
¥
i
!
I
i,

N
!




S PN

: . . | - : ':r. .
from absence of role conflict as weli;as the Wll%l

persons to contrlbute to the orgahlsatlonﬁ

n

- v‘d.
=
R

fd
£
D

1
the socio cultural sy tem should be able LP préV'
f
i

upport and internalized notlvatzon needed to, cab

roles of the brganisatione’ , . ! ? ‘ L L
‘ A ¢ Lo oy

» L O
-This point is rg lated to phlllp Splznlck s concept of P

H .
i “ ',

. . . .« IE .
"instutionalisation" whereby a social system comes to place a i

— [ eyl
N . 1 ot "37.,:_
moral and consummatory value® in an organisatlop { and its ¥
. ‘ ' U
+ 3 ; o o g
constituent roles.g In other words,:|unless emplovec;j‘
N i i N . i
: N 1\.

assigned roles in the organisationlare,linked to some vaiues

i
i
i
]
l
!

|

H i

[ "
in the. society which they adhere to, or whose achievement are
. ' » ! :

socially valued or rewarding, they dre likely ta. be!t e in the

:

most perfunctory manner. The positive zeal of members to o

! . :
i !

contribute towards the goals of the organisation, ' must -
\ ’ . i ! ) C

. 3 _

parallel those in the society for there to be: increased -

productivity.

1 |

i i - i

The ideas of Patrick Wilmot on the concepu of‘" deology' ‘ %

is also very useful here. According to Wilmot, Tit is the

function of ideology, the system of ideas wh1cn generates and

R
= x‘ v i

sustains action, to define interests, to éstablish’their ordgr S
| | ' e IR
of priority and, ‘on the basis of this definition and ordering, &

. i ' i
E i i
. H | 1

i
i

!

I

| R
P

l

i

:

}

;




H 1 ¥ : |
H ' i H‘n | 1 T ‘ [ S ; .
: | . S oo Pt ‘
! L l , , P I : i {
! L : ) Co ‘
i : 1 ! ‘ A . H K
i . P ‘ o L |
; i I [ .
i Co ‘ ! L, S i
{ : ' Y L Ll 1 I

i ' + . ' o
! 1 " | ! J , |
i it . o ‘ !
i L [ o ’3 ] Hl

i [ | . R

[ | B o
| . T ! H Lol :
-l. ) j: l«' ' ' f : R 1 f 1
! . - i : i h
] - ! i ! '
H i A1 { 1 |
: . ! .
} t . ; I ' !
i ;
!

:

to create structures of actions which éeekvtoi

o ' L ' : IR
defeéd those interest. If 1dcologv dellne 1ntere¢ts, ﬁh?f§ﬁ§“*;
i . o L FE ;
cannot, be national’ 1nterest w1thout natlonaf éoﬁsélousnés%ﬁﬁﬁ'ﬂ
: i ‘ ton ‘ [ '
‘becauqe national con301ousness 13 the recognltlo i ﬁ belon iné ‘1 ;
to: g specific communiiy whdch “pursues, ““““ ief%neé édciélf % 1
i . ! ! ! . BT '
econémlc, polltlcal and cultural 1nterests defln%dﬁt lhtz
r? , , Y < i i ’
the well- belng of the members of that cqmésnltyd.h
. ; | P

Lherefore states the moral and etthdl concept pﬁ

is rlght and wrong and are d981gned to brlng abou

P! | [ R
I , | 4 : P
psychological transformatien o! bhe 1nd1y1dua1y4
: : b o } . L

: ) o L g , i
the ;context; of Kcrganlsaulonal behav1ox le
. a'

v
i
I
i

. . . ) [
orgahisation’to~someﬂacc§ Fabqe social values

i .

. H v | v 11 ' '
There dre fhcrefore,.certaln cubtulal
' ' . -[‘ |

society which plov1de the bas1s for tne gener

support for behaviour that make foxr 'elther
) | ' : ' o T
performance or lack of it in ofganisationse In the doveloped v

) .
, P
I ! ' I

o KERE
societies of the west there are basic soclal supports for‘~ﬁ_
. £

AR
behavtours that are Dased on unlvessalistlc standards. i
is not trueﬁbf developinﬁ sccieties.i Ir his dlscuss1on of oy
‘ | - L ST Ny K | S
! ! Yy SI L
China, for example, eber has ment:oned fhat one reaso hh' e
' . ) 3 1 !H “:l‘
. ; ] ,L*': K 3
: [ Pl ;I[ I H
i I o | i [ el ! :
. I ! I B
‘ X nl Lo b
! ; ' i 'w
oy ; SRR
: N K YT A
! ! ' ' ARy
{ ! i N i




i ) :
1 ' ; H
i 3 ] t

modern industrial bureaucratic,system d;d ﬁotfdevelop?

i . . i .; H ;v \"'i,_u_;:
because it was contrary to the extunded (family tles of’ ghl%

b ,I;
Chinese family.“ - | ;1;1 ii . ; mfw [Ei
: . ,h g v I
Lo iy H : I"-:
In the circumstanc s of the I riﬁ ’stabe' peoplensﬁil
Bl i I i

o — )
retain very é{rong ties and affectlon for_lhelL.pf imary | an

kinship groups out of sheer habit %nd custpmn12 | Th
| o —
- | ‘ Foon N AN
implication of this;is that the SOC ial pressurcs pla @%i% Ph
- ! ¢ S: B

offlclals 1n burcaucra51c organlsatlon by memherslo*
i

' g ‘. -‘llv

T%ls means

1 K

l
1

social system are over—whelmlngiv parulcularlstlc.'

that the activities of Lnfolmal ordanlsaulop snall be h
| | AR '

il
it : i KH

pervasive as to affect organlsaflonal perfo;manqgfg 1t
. | - ; ]! i Q ||; {;l,j\ o
! » -I
means that workers who pevcelve a common orlgln\ml%ht inte
J I .

| |i
1 N i )
| si i [ |

dlfforenbly from the, rest perhapspin,total dlér

rule° that gulde bchav1our and thelr Offlclal yOSl
: | N 4 [ ‘
an informal group~”might abpropriate Ftaj|thewse
SR A ' ’ SRR R
: ; : ‘ T LT I L
bureaucratic position held by members.' 'They: may

behave in the correct particularistic manﬁér or - fashion

o . ST

[ }
i

¥

i

! ,

whenever they encountcr their: prjmary c’1’*oup membeL, friend or -

1 ' t ’ i
!

well wisher within the Qrganisatioﬁ. ﬂhey aré alqolllkely tO'”
; ‘ L CN A IS =
use their offices in a manner that shall unhaﬂé'i 1e wealth,4
- ‘ : 1 LS f .

| .

i

. . [ i

status and inf}uence of their members Jn tnP orgaﬂlsatlcn,

i
I

|

!

| . LTS AT
[" o i ‘:[»’"’
; | .
| |

|

|
“!
|
|

[ s
A g
r .

Y i



search' i

wox

o'nd inl th

is re

{

th
ch th

h

'

!

'

e

L
'

i

- the

o
i
2
'
I

of.
le

n
ria. |
those

& BT
-Cy -G
e P
=0
e /L, E 9 3 S : TR
) o - ,,,J.,Hlﬂ;a.mw..: Q - .m m.x - - - T Ty T ,%1 S Y
. - ) R R B Cer e = o 9T TS T
T 2T Ay, ST B Pl +3 © U Q O e o it
u --u =z d T 3 O - mw ' s Ok R [ v, & g
R - B B ©F g gs g B oo
e e Y- I Bk - B I - T o N TN P © . D
FEEY! & - & 0 i B o © C w ol.lo-

] B T PN ) iy AT ) e T T S B = A -
I U IR . AR B -
h - T U T e R e g oz 2 ’ N N o = 9 )

I WG s N ~Q T w A IS - SR
‘ a2 0 . & = - @ ¢ & 5 4 = F 2 ¥ 8
) _ T a3 o T ! .m - o @ — ¢ 5 ¢ 0 bt
e - v .. 9 i) I o > O e} - @ - lm R T
- TR e D of E = @ e S I 5% 0
8 = H - B I : - h .. A o o A a8
o - = Bl 4@ N R R o Q. e -w e S
- B 1 T A A N N SRS -
] b 43 Y g w < P IS ¥ w- o -0 y = . ..T.w Q o U].pszw. P e
- I TE.Ens ..o T .4hli,lu . o} t - . Ou O \C Ew) ul R R C R . ..1 B +3 T_ l.bLm el - - e -
- : > s S . T E T A _a B T L Pt I D = B N TR < A~ i
oA o~ o= % e D T A 8 B A o P
- < - O " o = 2 1} w 0] L =T e o £ 0} —
- O B & 9 o 2 £ ¢ £ 0 0O BAY 4 ¥ w0 o @O &
4 T & = ) 2 o =, 0 g 5 & fod O O RN =
S S B | y0 o, X B Do e - @ = R ¢ ;
- o e o b @ Q- [ L o) O NN B ) Q W A O 0 e g2
T Gi. OO ) N> 4] £ ] Ko JO ] = < Ko R QoA £ Nl b el
v t O & ¥ 0. & A & &8 A4 <A » EF & & o = 5w 5
- < : .
L RS B u
x ¢ -
o] EA] , - . B . .
R [ m | o2 © <
e e . © 4 , .. }
. H o®m - .
ES] > ]
o) o .
0 o el .



. s ' t i
p! KA e =
. i [P | t ¢
P . i v T,
. poh f .
SUR N TS IR |
' i cay, A [
. ! | i iyi . i
i i [ i !
i ,‘v".r‘ ; Y
| i . P!
' RN v !
: ’ |.: . .
i
I :
. i
.
! [
i
.
Dt

i

not been thoroughly;studied. Most of the studles so far ar%
. . . - : ML A
only illustrative, serving sprlngboards-ff,

perhéps

I

formulatlng hypotheses.r

based enough to enconpass ‘most of the.

zVerywliﬁéle

subject. vThis work is_therefore3

/5
o

a tlmely and 1nvalt

' ! \ "“x,

-contrlbutlon to the growing 11Lerature ob the jsubjec%
! ‘}.. o TR
informal organi atlons in SOCletléS other than wéstern. ;gf§?
y P : "” . : by
this work, muon more know]odgﬂ %hall bcgeme a&é ldble on Lﬁ@
R R R
subject and managément_ of the futafe. shai%lip%Séééé mb%é.”’“
. : \ o 3 ’i,- Lo o
facéual 1nfoimat10n[for coplng w1th the%gp m%\ﬁ%, b “%
. ‘ R FC R A |
It is also Qﬂtdreaﬁ 51gn1flcaﬁcé to Obg%fﬁéﬁth% e
' ; ‘ iy : il ! :‘ ' R C
demands of the bOClO Cthural env1ronmeJ£|Qru  $éiy§1ﬂLluen s
‘1 ’[ 'r‘ “‘ .:’ ’;. , . Il
the social relatlonsalps That exist bat%gen wcrg'fé to a poi nﬁ
. Pl 0
where it has demonstrable effect : ﬁ %:gén Sathﬂ;} |
| ! "; o : oo !
performance. In :the ngevlan publlc ’éeé?é%e,,~infd;mai 5?
organisations have antitheﬁical, mutu&lly§} destruc§1v% ..?f
. ! N ' : 'r'x
atmésphéres which is as a I@sult of the ¥mp@naing|éoéial
forées in the socﬁét&v that 1nﬂ¢cesﬁ155rtiéulaﬁié£ic role i} |
K A | chLe
demands on worgérs.' Rule“ and regulat;ons of for mal a ViL
. k . . - :éu :‘ ﬁ‘?léﬁ
| T A A
i P .
‘ i : ,



; S ! 1 . [ fa 0T
A ' f WY
. . ' ' L i N i :
] R e
1 ‘ . . e ':‘,? i
! T ,
i i i3
“_1 ' : ;' )
i [ ‘ : I
‘ - ! . I
| B B S
j . ! . . . ! Lo 4
' { i ;[‘ . . C . ! ; , 'l b . I'
organisations jare flaunted and ﬂlrcumventgd fé ;r;ends and‘
. . S T
kinsmen .simply to satisfy particulari st ilnterestsh
] P ‘.‘
El I

Consequently, formal criteria of doing thlnﬁs el*her become

r. ) o
indistinct or are not properly understood, hereby 1etu1ngi
informal opportunity' structurés to sugplene;t hor“ rabhe;}h%
replaco formal criteria° Thl% flndlng 1s 81gn1f1gént LO‘{Wéiﬁ;

, i I : bl
can.?ow *dentlfy'relevant envlronmenta‘i v%plab%%s é%yﬁ pﬁé@?déi
‘ ‘ . u Y A IR PR ; ‘;
the basis for!the genera t¢on of soczal Sjgportgfo ‘Q hav
i AR . o
that are . essentially @ antithetical ’ ﬁtol iorgnlsatwonal
i o8 : : .
performance. ‘ “ ‘ . _A‘ :l f” 5 ﬁ "%; :
. ‘ , . T . : S
Also, one of th% most Irequently dlslussed toplc acgg;”'
I SN

many management sc1ence flnalnds has been on«how to moti? ate

P ';“) o
i ! .

the - worker or - utlllze the human_vresourﬂes at tnelr

|
capacity. As a-result, !

' b

. o

. o ' . H N

: ﬁ . - PRI SRR i
solve the- problem .of iemployees rby;qpfferlng -
! y . ) I' ; . ' "" [ '1 . 3

incentives, in- serv1ce treining and 1ncrea%e a}' f

’ ' ? = % {

: : o o ;
comparable progress has noct been made. lhis ar ;o ‘

: ) L _ S
success . in the use of these noflvatlonal iaCLors is' an'’

. . | C i
indication of the fact that workers are motiv&ted more by an '/
innér urge, which 1udUC€m their w1111ngness té céoperate and .

‘ !
parflclpate in the worx of the o”ganlsatlon than monetary - j
d T . L o
i E v
I ' . S P

h ) . P I .él ' E -

| : = 1 I PR FE c R

I . : o “ .’I } 'y | : :‘[‘.

d ; i A "‘t% !‘?’:
! | l B
] | . f §
. ‘ i . P ,
l; | 2, l 1 ! )



incentives and other instrumental reward systems‘

. . 1
s

development of this ﬂllilngness to participate 1s essnntla‘TV

!

conditioned by;the‘ 0010 cultural env1ronment whlch yrov1dv

'

the internalized‘motivation and social support neededsto ¢arfy o

; ' f S o L Lot o
out organisational role. This is significant for unless the ! v

- . : v’l : i i
employee 1s motivated adegquately to invest energy in his roles
P ' i RN |
. 1 A

by some cultural V&lleb which he adheres. tbﬁ or whose

i ~ A
achievement he sees as soczalxy rewardlng, Eeffect;ve"g
l ]-1 -
1 . : i . 1
erformance can not be easily achieved. i -ﬁ | ‘55; ]
H : i \ [ N l’ . ) & o ; |

Presol

| Lo ISR
;he extent »1m whlch the bureauc atic

; The amount ofkehérgy S0 1nvertad is also re}ategfﬂat‘

' . I<
'

leask,- in- paf@,l to

{

|

! . T 1
I

i

organisation is 1

. .- | : c ‘ o
Therefore, un]ess wr‘underSLand employees 1n Aelatlon to the
i | \
' | i ; \".'
Y J A ) s il
values which they hold, and which in turn emanates from their .

ocio cultural ehviro‘nﬁnents we can not, inspite

wages or other monetar -y 1ncent1ves get them to ooperate, work

. ) i "Iv‘hl

willingly andimaintd ﬂ hlgh level performance,{'
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"By also ;empha81 ing  that the relaf1@1’15:}11;::3”=
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employees are governed by the acti?ities of finformal

eorganisations rather than the concise statements in job |

description, this study has drawn an urgent attention to an
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characteristic of infqrmal organisations in these societie

Lhdt they are greatly 1nfluenced by the contendlng.force
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the social 'system which make thelr\\goles essentlally
parﬁicularistic.' This represents a wholé series of change‘”
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foreshadow1ng soc:1a1 ana cultural mutatlens fron whlch ngerla Rt
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is emerging in its<present form, and,unless ed quaté3Steps;are,-3
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taken to reduce its; impact on productlvuty, organlsatlonal
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performance may not be achieved. : - : Cod
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It’s implication for the futﬁre is! 'hat modern SOClal" ‘

= | 1

v : : ‘I{
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partlcularlstlc -role behav1our of workers may glve ‘way f\r a“
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more universally accepted principle Qf social relaf
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It is alsc pertinent to observe with dismay thsﬂ inferQalfﬁf
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organisation in the developing societies create the énabling |

environment for the persistence of dysfunctional'wprk ethés_-z

among employees of ‘organisations. Workers are; not
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oriéntedftowards selfish materlalzstlc endeavoursuythey
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relv heav1ly on, rumour, gos31p and specuLstlons. And the new
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role of informal organisations in generatlng such lﬁaccura
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system, serving as uscful adJunct Lo Lormal networks.
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Accoréing to Selitz, "the funculon o

science 1is to summarize exi gkhnow]edge, t

explanation for observed events and relat;ons}
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predict +the occurrence of ags yet undbsérv d

g ?i-.","if"

P

reletlonsnlps on the bas1s of explanatoLy prlnchlg ‘eﬁqui%d
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in the theory Thkories are therefqre, 1nd1
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come into workable relatlonshlbc w1th a reathyq».
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of informal organlsahlon 1n the pubilc serv1ce ¥e)
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admlnlsfratlon. system of non- industrial
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those of the ihduéﬁr‘alised inspite of apparent si 1 e”
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in stpructures and function of the two systéms.i In other
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words, therefis_a cpmparison of function in ii‘ ually all .

aspects of ‘administrative phenomenon \ﬁithing and across &
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societies with emphasis on how similar, 5tru¢bureq perforn
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different functiohs‘and similar function are perfornem\by
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societies. Ihe prlsmatlc soc1euies are defi ed as @hose whllh

are at a transitionalﬂstage between the trad tl\na% socieﬁiés*
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Using this ,theory, bureaucratic 1nst1tut1cns 1n leerla
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were considered exogenous! They have been;intrdducedlas-a
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consequence of the colonial relationship. They are therefore
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In western societies on the other . hand!
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bureaucratic institutio%g are known to be produéte‘oﬁ léngth.'
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pericd of social and Qultural change. Consequex tly,
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there
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emerged a cultural b381s of legltlmacy for the se dregaﬁlon of
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these new bureaucratic positions and Thezr\aelated role sets

into sbeeific socia% spheres.l As a res#@t, beﬁéw oer ;dg
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individuals came tOAQaéed;en Etandards‘defihed iﬁic”%pletelxwf5,”
aﬁstracﬁ andqgeneralised,terﬁs, ;afher then en the/apeci fice
persondl re iaLlonsblps that might exist butside the:givg
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organisational eontext. The most 31gn1flcanf tnlndlabout thleV"
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did not experience the long period of SOClO cultural cheng

lex bureaucrat
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organlsatlon in the west. It was 1nt;oduced as a eonsequencei
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of colon'a] experlence, Consequently, the‘gole ofieﬁtati
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and expectatlons sanrtloncd by uultqre is 1ncongruent:w1th 5 he
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role demands of burcaucracyn Informal organisatibns w
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Like a prism therefore, we find formally superlmpgsed

‘ ' ‘
< 1 v

institutions paTterned atter wpsteln models co- ex1st w1ﬁh\¢he
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everywhere present and produces new forms characberlstlc
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produce somethlng nOL only unlque and 1mport&nt but an outc
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that can serve as usefu1'ad3uncts to the orlglnal model
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calls the ecological factor. Thp eooloﬂlcal approach
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public administrative system of any country'has tO’dOjWith thel i}’
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total environmert: physical, cultural, historical; economic




the organisation affects the operation ¢f the organisation and

public administration in prismatic soc1qt1es Wit

i

|
! A I
1 Lo 3

! : N

i

!

i

:

l

and political.  This contribution is significant in .tk
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that it is cultu re bound and thefefore preae
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public admlnlstratlon. as an ideal Amodel

societies must endeavour to replicate. Thls clal
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can achieve impressive results. !
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i The focus of thls explanatory study is on workurs 1n“the L
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public service of Nigeria, with’ Nsukka Local"GOVernment;{

Council of Enugu State as a case study. The'topipgofxenquiry'
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For the above rnason, the shudy was carrled

i

phases. The purpose of phase one,lq to gald an Unde

b

’Stahdil
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of the dynamics, of inft ornal ofganisation thi)ugh tne
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gathering of qualitative data. The purpose of phase two is §o
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describe more: fully and accurately, the. dynanlcs of the SUE
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phenomenon of informal orbanlsatlon through & quebtlonnalle R

! Cocg ' C
I n
N - ' i ! b
oased on the anaiy51s of phase one. | L‘u : .\‘-
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ln the first phase, ten paid research studehts ‘were .

-
employed. : Thev went to some workers. in Nsukké Local.-.
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Government Coun01l and asked them about the Geqera

atmosphere of @he establishment and how work was Opganised?
. ) v : [

Using open ended quee?ioqe, respondents in theg\ﬁhese &ere
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asked to deeofibe W%he orgqhisation' énd; t%ef:SpecEf;c';

1depaftments‘and‘the work grouﬁeithaﬁ'were involveé in‘theyaa;-
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to day running of the council. Enpha81s were;lald onithe

actual partlclpr ts in the work of the Council, the nature ofk{ifg
i ; o o b {"5",' X :ii“{- K
cooperatjon among workers, the 1ﬂnact of group act ﬁi dg J" .
| ) ; '

the organisation, the strategies evolved by sﬁbOPdinates'and

supervisors alike to cope with the 51tuatlon and whether the"

strategies eVolved were based on informal relatlonsh1p$ dg,ﬁ‘w;
! . . L

not. ’ ' S S o



However, because of +the 1level of literacy

respondents, the research students were’ inetrdcted‘ﬂ

translate and interpret the questions in vernacular where

be .

Responses obtained from phase one~were 'evafuate
! ) N ! K 4 . l - : !

indicate obvicus and potential biases of the nterv1ewer
: ! ’ i
respondents alike., Af ter that, all the cases were w;ittg”
! . " 1 , } i it

format and the descriptions reviewed. Those identifie

obvious biases were | eliminated and the remaining‘
analysed for content teo discover variables, ﬁat*erds
. < ' j .

typologies that could be operation&lisedo ‘Based on‘tﬁeﬂres

of this analysis, an extensive . bubt -nok,
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gquestionnaire were designed. L

The questionnaire. were also ckbended to

ya translated
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i

members of the organisation through

interview. | :

The tools used in the analy51s of the data wereT
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square (XZ); the 7Z statistics, percentages (%)'énd §he;mean,‘f
i Co
The chl square (X } was used as a measure of Slgnlxlc&ncéipf

relationship between variables.,

measure level of significance. The percentages were;used as

a relative measure and the mean as a des crlptlve averagei
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1.7 Research 4§ynothesé$; _ ] P

§ 2

1. Membership of informal organisations determines .fv“-
the relationship that exists between workers at K

! l various levels of the organisational hierarchy. 5
2. Workers in Nsukkg Local Government Council shun |

responsibilities - if informal . group ~interets are o

f not reprensted.

3. Tﬁereis a strong relationship \Bétween place of
érigin and membership . of  other finformal |
‘organisations. : : ‘ i R

1.8 Definition of Concepts
1. Formal Organisation : _ ; :
.‘
Human life 1is a group life. To _get things done
in  any lgroup, people must  cooperate. Those whc

cooperate and work together does that mosf\\effectively
only if they know the part they are to play and how
their roles relate to one another - just as it is 'in

a football or basket ball tean. ' . ' ’

An organisation is therefore ‘formal’ | when the
actiyities of two or more. persons are | conscicusly

: : : e W P
coordinated towards a given objective.” » Public 5
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formal =
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service institutions in Nigeria are therefore
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onganisations established for the purpose of the |
business of government of the federation,

[

Pﬁblic Service

The term public service is used hereé to cover those

. . . o
public servants who are direct employees of the
federal, state and local governmeﬁfs.

!

¢ The public service is therefore a c@mponent-of
oo i

quklic bureaucracy, There is ﬂhgref&ré!a codé of.

I . . |t‘ i
, [ . . 4' : f 0 . ! ' '
conduct: guiding public servants. ' o I
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‘For the purposes of  this ﬂesearch,{fheflécalﬂ
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i

government was used as a focus, largely because of the

{
: |

current emphasis on development at the grassroots,and

also the present effort at ﬁaking 1ocalNEovernments an

effectivé third tier sysﬁem of government iniiﬁhe |
‘ ‘ : |
federation. | 3
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Informal Organisation : 5 coo ‘%_% ;'?- 1o
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Workers are frequently in contact with each other '

even when their relationship are not partfﬁ ébﬁeﬁned F |

2 : . b .
by any formal organisational ,requirgmentfq ., This "¢
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relationship is informal when st is uf?eé “pfwﬁall
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According to Chester Bernard, infof@al

L

organisations are regarded as any 301nu persondl act1v1ty'

Y
N

- without conscious Joint purgose even‘ﬁhough poss;bly ;

contributing to joinf resultsAS An'informal group can ]

be comprised of two or more pcople th 1nt°racf w1th

|
o

| ! ! A I II" ! :

another in a face—to—face relations over an exten?ed

" b,

ne

1
'

o f»'i
perlod of time and who differentiate themselves in soqe
- ! L

way from_others around them, and who are also;qwconscipus

of belonging to the group and whose relation with éné;e

another 'are taken as an end in itself. Py

'

4. Organisational Performance .

se o o

Orgahisatiéhal performance implies»thg'é&pability df
accompllshlng a. set obdect1VPs of an ordanlqatLon through

I,
|
its human and materlal resources“ Neverthelesss,the

(
'

efficiency. of an organisation depends more on the human

i : [
than any other,resources. This is’so because, machinés

' ./
'

' ' . ! '
and other resources of ‘an” organlsation produce ncthlng -
HE b ‘

vr.

without the human element to actlvate and controi théé,_i¢4m

The performanee of workers on Lhe other nand i$
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function of many relaued and inter- related varlables llke

l
the ab1¢1ty’and 1vxtegrlty of the worker the organlsatF
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itself, and of course; the environmen t in;whlch th

.; .
organisgsation is operating, Theoe Varlabies are'ln turnl G

é

a\product of other factoLs like motlvatlon, value syst ﬁ : Ef

i
v . -:, 1-
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‘of the 1nd1v1dual and that of qoc1etv etco;“ R
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A feature of all these 9orféldtes‘is that‘theif e
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relationship is multiplicative. If any 01 fhem has a low . |
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For the purposes of thlS study, or aglsatlgna;

. Toe
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prerformance - ‘encompasses all thosél attrlbute 1n,=the

service nhat are capable of enhanc1ng the devei@pm nt bf Vf‘:;w
, EETETR

‘ . - C y | it :
Nigeria as & country: in pr1n01p1 ‘these attrlbuteﬂ 'i :
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precludes all  those traditional ‘wphincﬂples‘ bfﬂ
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specialisation, span of control, lmperbona11ty and goﬁon
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organisation. . Actual members of an informal organlaatlon are 3
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not only difficult toilocate, but once located aref g
? ' ' . |
to apprOach. For onelthing,-many of them. are unable f
, . oo b ]
'abouﬁ what they do not know about. Thus, a great manylof th f
% . : Ay ' "|‘ ‘,i
are unconscicus of helr membershlp of 1nformal org nlsatlon' .
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Feor ;another, informal organigsation are notl proberly
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dellneated maklng it dlff‘CUlb for those who haveia cursery ;
P, l;i o " gB
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idea of Lhe subgect to d1501%s it in concrete te;ms. ; y : .
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‘Also, more often than not, thoee w1th amp1e experlenees RIS
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of the problems of ‘the' organisation or JLst‘sheer roluctancel‘ﬁj |
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to acknowledge the esttence of what is dlfflcuTt to deflne or

describe, or what wlacks concreteness, isg unnecesqary
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consider. : 2 ; R r
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iMost workers in; Nsukka Local Government CounC'
therefore unaware of their membership of any. |
- |[ . . ! ] v ) | l‘
orga@isation. It was therefore, extremely dlfFlcult 1
the puuﬂl.needed useful information with ‘easeé %
- oare citen membeLS|of more than[one i tormal
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oxganlsatlono w1tnout thalr know1ng it. This unconsciousness
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or dack.of knowledge of their membership of any informdl

organlsatlon posed a problem espe01ally in gathering the data‘f
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needed for this research. | il%
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CHAPTER LI o
REVIEW OF RELEVANT LITERATURE

. Lt l i \‘
The existence of informal organigations Jin formal

establlshmenbs dates back to earliest tlsz wheh géoplehffgﬁﬁ.a+
. :' o Ny ";

attemptad to accompllqh goals by working ucgetﬁe ’;n grcubh'
Records show that the Egyptianr:the carly G%eeks énd thei
anvilent Ra@ana vecognised the impurhagga of ergaéésatlan\ana 1
o , :
administration in the bureaucratlc states of antigultyul KThe
experiences iand administrative practices of thL' Catﬁolln'ﬁ
church, military ordanisatlons and the Cameralléts are §il h;

o
l ]

test1mon1es of the exlstence of 1nformal organlsatlone'
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| ' S

Iy
I
.%
However,.it was not until the Qarly 900 s did managﬁmépt“
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*tng existence* f :1nfolﬁal
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. . S .
really begin to recognize

)

erganisation. . The pboblem’of restr ctedroutput ﬂ&b percelvedﬂj
as early as 1911 by' bredrlck WlnleH Taylor;‘:i' ,L

r

experiences as dn apprentice, a Eomnon labourel,
i i
1 H ! O
mechanic and la*er the chief englneer of 'a s.eel c\npany'ﬁgwe
t H “‘[
him ample onportunlty bo know at first hand the problems'und
, | :

: ' R
attitude of,gorkers and to see the greai opboltunlt estifor i i

.'/

{

; : A
improving the quali%y of manadement. o b ig
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Taylor and 0ther*sc1eﬁt1f1c nanagars therefore, feltithatwﬁﬁf

thé problem of restricted.cutput could be gqlved by ha v1ng\
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management rather than the workers .determine produc¢1on rates.

i
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produption standards, but they prpbably.only.1n?reased the

Time study was, as al result, -devised to'help management;s?t’

! t
i .- Y I

workers determination to regulate ‘output, . since ‘retaining a
. ! -m—-"' [

. P ol D
job! almost ,always 'meant a cut in pPay. Worhers felt,;

SR

espL01ally durlng the depression that by worklﬁg slowly, ?hey31

could make.their jobrlast longer. It was for them/a defen&1fel

e ' i

o 1“ .‘!.I
device to Drotect them from the whlns of the organlsation.

£l
I

This no doubt, indicated a basic distrust betweenﬁmanagemept
. . 4 . i ’:_ . ‘.wl”
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. Henri Fayol, one of the le adlng provonontc of

and workers. ;

i
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unlversallst c uChOOl of management, felt that the 1nternst 0f

; . » N ! ' |
i oo !
1

i

the companv should prevall over the' 1nformal g“ouysg‘ In 1916
3 i \ El o .‘
he statpd thaL combat:ng the 1gnorance,‘amb1t10n, S

| S ‘f

|
la21ness and weaknesses that cause the 1nteregt of the comnany

! { 1 i

| S 1o
to be lost sight of is "one of- the féaﬁ‘diffifhltiés.of
. _ { [ . ; v,“' )
management™ . He . suggested three 'wa&s to. Tfect ﬁhiéf

subordination of the individual worker to the company;-

firmness and good example on the part of the superiors,
. ‘ - . . . 3

agreement as’ faJr as p0381ble, and constant supervision.

Although ,Taylor and Fayol were 'among the- first to

identity informal orgaenisation, their stud es - contrLbutcd

elflshness,t'

{
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.
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llttle to the‘understandlng of group structure and behav1our.
’f
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There were still many'unanswered questlons. Why do 1nformal“

. |!‘
groups exist in the ﬂlxst place? How are ,they formed? Whet

factors affcctcd group behaviour? Are thelcharacterlstlcs of i

|
!
'

these informal organisations uniform throughout the globe?lt'

|"y

1

. !

i Co
! .

etc.

The first really definitive study of' - infon\iﬁéml

¢ .
i

organlsatlon was the Bank Wiring room phase of the Hawthorne:

experlments which began in November 1931. ¢ The studv stands
w , R

today as one of the maJor accomplishments in ibe fleld ‘“It

exposed for the flrst time, the innér worklngs and hldden

I\
' . RN
1

' o ' R .|
mechanisms of the informal group, and for thTS reason, 1tlls

dealt with in Some details here. o ”E-

In the phase of the Hawthorne experiments, fourteen mele.

operetors in the baﬂk wiring room of the western electflc:“

. \ |
- l ‘ vl ) ’hl'

company'were observed durlng the perlod November 19 31 through:

F
l; : i ' \ . I:"l'

May{ 1932. An obscrver statloned w1th the group' followed

! ) | X
! ‘ !

certain rules to gain the group’s acceptance. He'assumed,no ‘

| - i
B ' ‘. U

formal authority. He tried not to be over imﬁosing in

gathering information. He also tried to be non committal in

any argument. He respected all confidence and became’through
7 e e
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speech and behaviour, as much a part of the
o ' |
possible.’” = o b Co o
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. The observer found that the fourteen workér% has' | an

'
| i
H

intricate informal social organisation of their own. There
. : : 1T

were sub-groups, cliques and isolated.<igdividu?lsg ' The

: ' S i) A
personal relationships of each operator in this formal
[ N

organisation were "determined to a large degree by,Bﬁes st&&us
' ‘ e e -

'

in the group, the expectations of ?ther m%mbers gnd{the kiﬁd

; . 4 ; ; I AR ST
of shtisfactions and expectations ¢ne had|on hlmsel_f".U S
! ’ ) ' * | T
i | . I . P 1 i H.{

The group also set standards of.behaviour for its members

i
i

P
:

3 (] ' : I“-‘7- . ¢ : 3 ’.'.‘ 3' 3-1‘
and enforced 1its standards by using ridicule, sarcasm or i .

”Binging"7

standards of pEéducfiphs By adjusting produotion.réﬁorts,;the 

g
) . . ,
b oset by management.
. ) § i
i Ik ) .
some completed work saved up an
, ; i . T ,

group effectively circumvented the "bogey"

The workers liked to‘have

N/ o \ Cod L
ready to turn in on days when output was low. Conséquently,

; [ -
i Y

theygreportedAa consistehtigutput that often @if?eiédlfrom the

‘ 9 v oo gt
actual output.’ R !

In an attempt to explain the differences in output ameng . .

5

individual operators, dexterity and intelligence |tests were.

e

: - 5 - ol .
administered to the group. The lowest producer of |the group

to keep its members in the fold.-._They also-sgt‘
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ranked first in intelligence and third, in dexterity. It Wasf

! ! [

concluded .that no direct relationship between‘peiformance and -
S

dblllty to perform as determined by dexterltv or 1nbelligopoé

i

Lect existed. I - - , , '.‘?; LR o . f‘nﬁ
' The sentiments of the grouﬁ were (a)iDo'noﬁ bé.a'fraté !

?

ork,, do not be. a:

buster" (b) Do your own share of the W

. i ' f .

"chiseler" . (c) Do‘not be a "squealer" and (d) };ot put on .

: L o Lk ' Lo

airs (i.e if you are an inspector, do not ac t 1ke one)" H S
At firsﬁ glance, it would seem that the Lgroup was

. "‘
antagonistic toward management. But the researchers p01nt out

I
) D g I,,,, il

that), .in fact, there was no conscious eﬁfort on the parf of =y
; - ; : ‘ i . oy .‘“EI,’:
] “I P o i

! 9 ! . i . i :
the workers to oppose}management.l2 _The WO ker% were not -

/

.

. ‘ : . I Lo ' ‘
hostile toward management; the western electric’company has 2
; c Foor T i i

K
i [
§ .
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reputation of being very fair with its employee. S : i

The restriction: of output in the bank w1r1ng room could
not be blamed on poor management or 1neff101ency eltheruz

i o

Actually, the bank wiring groups' output .dompared mcst‘

favourably with similar work of other companiés.o Iﬁ an effort
to @etermine what actually caused the reguldtion . in output,

researchers concluded that no economic motives,'interest'and

'proo esses as well as 8001al motlve% are fundermental in

/ - -
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hehaviour of actors in business. This 1is trus because.

i
!
' Pt

increased productivity began to be noticed when the test group™
began to feel important. The researchers found out in general’

v . ) H - 1 ' 1 ' . . "

that improvement in productivity was due to such social’
. : ‘ P P

factors like morale, satisfactory interurelationshiﬁs between

members of a work 'group, a sense of belonglng and eFIectlve

Al
i
t

. l
management *’a kind of ﬂaﬂaglng that wou%d unders% nd buman
i P g
. « . ' . D™ o |
behaviour espe61ally group behaviour and serve.lt“through suChi‘
‘ ‘ P . ;

interpersonal !skills as motivating, counselling, leading and
communicating. This phenomenon arising'basically from people

1

being "noticed" has been known as "Hawthorne effec*".

1

[ : I

Indeed, the flndlngs of the bank w;rlng room pnase of the

Hawthorne experiment created great interest in humanhrelations

in industry. It seemed *hat management had two op*lons -

i . , a

n‘ . i ‘ fq
eithér to chéhge the'lnfornal groups th}nklng so that,lt,

i
{ '

paralleled that oi nanagement or neutrallze the|grcuws powerilﬁ

'y
| ) /

so as to control standards. Perhaps a beFLer underSLdndLnd
! T

between managem‘nt and workers could more

l
Close1V»a11gn the

i ' .

|
|
|
P
H
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: o :
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logic and sentiments of the informal QTGaHlSatlo to the

\ R oo s et

- N

formal ones. By asking for suggestions and c:iticisms, they

workers could haVe had a more active rocle in the deciSione

[ e . |
i
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concerning them. The Hawthorne experiments, more closely

attuned to'management policies failed. to adequately explain

'

the _informal, merely terming the workers behav1our a8
‘ : : - ‘| I
i ' . G s !

irrational. ; o

P
)

B

The work of many early human relations experimentérs isg

therefore, suspeéta Many of them bellbved that the Lndustrlal
! ' T ' L
cooperation meant that labour should do as:ménageLent gaidL¢A'V
- : - Y < N TN
‘Elton Mayo, the head researcher at Haw%hoqﬁe.failed to
; . ) ] ) ! '
recggnise tﬂat the informal organisation of workers.may pavej ‘
be%n necegséry antidotes to an over bearing ﬁa;ggémeﬂt;? in.‘
o ' o I - '

facit, the Mayo schooi lbarely toucheé,ﬁon’ thé idea that

.

management itself waS‘filled with informal orgarlsatlons thdb'
i , I f . j

managers, Just. like workers could 'act ‘emotionally and i

: . O\ Y S R ‘ i
1rrat10nally.‘ This antl—behav1our; pro mdnagemenb;a fitude. ofﬁg;
‘ g

Mayo and his colleagues has caused much of th work toﬁbe‘

Crlthlch severelv by some management scholarsafi; , l

, Lombard et el., for instance, noted that the‘studl%s OF:T
| - : [ ‘1,’ l' ; J.v "! !

wofk groups ‘which provided their mgmbé “w1thv s cial .

l fl‘ ' I!’

I i N [, , . __,J,r—'; !‘,,
ool w‘ v fee =T 2

qatlsfaculons had leqs absencpelsm than Aess cohe31ve work

grdups.“ Mann, et al porroborated-Lombards:finding inghis4

popular study/of the Detriot Edison Coﬁpényfwhl‘ S
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With respect to role performance, Seashore also heas

[

demonstrated that identification with one’s work group can

make for either above average or below average productivity

depending upon +he norms of the partlcular gro&p 18 In.ghe

¢

Seashore study, the'high v cohe81ve groups.. compared to the Low
. ' I
‘ : ‘|
cohesive groups, moved ‘to eluher extreme in belng above

. ' -
fr ' ' 1

1 : .
below the production standaﬁds of the cdmpény.l e -tk L
i . o . . . : . .’ - Qo
S ’ : ’ . 4 o !
Other studies has also demonstrated that,|ThoughEthel

' ! y ' . ] t i

i !
i ‘ [
l

informal group can provide important socio; emotLonal’
’ . : . o

satisfactions for members, it can also debract from task
i

orien.tation,17 .

®

interacting with one another that they neglect their;werk;’

Agaln ‘the crltlcal mediating varlable is the character of|the1

| | o jﬂ

values and norms of the 1nformal group The afflllatlve{“q
i ' i | :
motlve can lead to 1nnovat1ve and cooperdtlve behav1o ;%% i
. A; :
often this assumes the form of protec ing the groupl i%er~
than maximizing oréénisational objectifesp ’So“ +he"ma$of”!

T
! '

, : i . P
nestion in dzaling with the affiliative‘motiVe'is‘how thle'f

| !

motlve can be harnessed to achieve organlsatlonal goals.
i

: . = - RS

i

5 In an aTtempt to give informal organlsatlonqifhe pvoper%

-M

attpntion thap/it deserves, Jacob Moreno introduced the H, \

:. ' ——— “‘ ., , |
L : ' '

|
oot

nr‘;

Members can have such‘.a pleaaant gtimef“
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I I ! 1ol ‘lr o
soclometry - the study of personal llkes and dlsllkes almed atw
\ [ ‘“"\‘
learning about the group through study of its individuals,wﬂyp
Using sociometry,’ 1t bec&me p0551ble to speak of Lhe dedree of e‘
. i ! ‘1 !
' : i i I
cohes1veness of a qpec1fle group and to make conpan4>n bebweenfr

one group and another. Sociometry \gsed 'questlonsf on !
R N
individuals suoh as: whom do you llke best or least in yoﬁ

: do e

organisation? Whom do you like to work w1th best least? fAf.l,

8001ometr1c map or sociogram provided a means of dlsplaylng

these social_ohoices of the workers. ; 4
t . . : 1 ; ! .'IK
! Other 'studies has also attempted to cla351f 1nformal
! ' II . ‘;
orgﬁnlsathns 1nto gro?ps. Elton MayoJand George Lamba%dvh
, - ‘ f < | | .=~g;mh4'-"

. ' !

I
|
{.
clas s1f1ed “informal | organlsatlons 1nto three groups. "T?e!'
: |
|
i
|

| - l

- . ]
natural" group composed of six or seven‘members functloned'
‘ ) !
I

I {

automatically, ungulded by supervision. Thel"famlly group,

it
byt
) l‘ )

o .
| b
composed of aboqt phrrty members; had-e core of regularsythat
| | L e
e

provided an example for other members. Tle organloed' groupl
is large and had a dlrect relatlonshlp w1th management.m;
Leonard Sayler probably came closest “to Y reallstlc'

. A
cla951f1catlon of Jnformal work groups by plac1ng them 1n$ob
; ,_ ” ,,,,,,, | i

'

four categories as follows: apathetlc,-erratlc, strateglc and

, SRR
conservative. : S S w '
Vs .

. - . i L
e taaame S e L e e P e LSy TV OIS 1



The "apathetic" éfoups20 are those l]kely “to

ll e
b '

{
i
e
' baw
complaints or to JOln together to pressure'manadement. They
¥

are characterlzed by a dispersed leadershlp, not. clearl

H , H L.

1dent1f1ed or accepted internal functions thata‘cause low

cohesion and under current of dlscontent but llttle action'to P

chan%e thlngs. Thelg JObS are usually in a noisy env1ronment, f "

o !
| . l - 1 iy ' :
1 [ ! i . " l ' o A aly |

w1th little 1nteract10n between members. .| o | P ,
o ' i H ! L . , Lo

S ‘ ) A Y ';‘ !7&» T
The "érratic" groups are, easily 1ncensed over rumour,‘=

[ 1 i,

. . . . . . . : e . P
insignificant issues, or can remain inactive when confronteq S
. Pl 4 H

A 1 Lo ..,,“\:

. . o s o .
with more important grievance. When they do take aetlon, thex‘

' ! l . ]

arefpeofly controlled and inéons;stent.ilThls ‘type’ 5f] workkh?ﬂ:

- 1
v ;‘5 i
’l

group is almost susceptible’ to conversion

fdr

—

relatlonshlp w1th management. iThey havelq strong, 1ndependent } ;;
S R A
leadershlp, but high turnever lessens theirécbheSiyeness,w_

y - : . | { i N | ' )

0 . ! . y . ! . . . . \') o
Thelr jobs consist ' 'mainly of crew operations jor groups
i ‘ . i '

performing similar tasks. ' 3 ‘;' o
1 h \ ' N ' i: ! | | | | | ,v :
The "strategic|. groups are the shrewd,’:instigators; .

'
H '

searﬂhlng for loopholes, comparing economic beneflts, reactlng‘

to unfavourable-management decision. They are hlghly cohe sive

and ‘has a trong leadershlp that uses group pressure tactlcszlegv

to their best advantage. Men 'in the strategic group are thé ‘J

s [P . ‘ ' o
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: 3 ; T ) i | .
most active union participators. They malntaln‘nlgh work
.. ‘ . 1 ' ! .
standard .in their job, which usually 'consist df crew' or "
. ! \ o Cob
assembly type operations. : oo o
4 _ .y ,
. - . . ) - i . : o | i “ '5!|
The "conservative'" groups are composed of highly skilled "
. P :
‘ . . ! A
workers with high status, engaged in individual operations
. ' Tl 0o oyl Lo o
i - ' H : i [
: ! 5 . . . | . | o Ly
throughout the organlsatlon. They are the most;stable,ﬁandix
:',/:" ‘ s ':‘A . jl
"most likely fo give warnlng before taklng actlon‘ -mhey\arej
~ ' \ '
least likely t.o be union participators. Members of the

cong ervatlvc groups: are characterized by self aSSLrunces,

FUVTI ¥t P
i ) - C L vli P
: ) i C

success and patience. ' LT ‘
) |

Indeed; Sayles classification | provideé & . useful,
. , RN

| e 8 . o |'
analytical 1ramewor& for studying the phenonenon pf infcgmal
i i 1
Y ”‘1 !
o
organlsatlons w&thln and across 5001et1esu i ol

i s [ i.

1 i
Y ;

Dalton also class1f1ed informal groups 1nuo three namely:

' : i~ . s T NI A
the - horizontal iques, the vertlcal cllques~gand ‘mixed
: ' ' l ‘ ' - P . .
. . ] i
cllque.L ) ' _
i CoF t I
. L .,
"Horizontal c¢liques" is an informal assofiationﬁ of

4 , \ | '
workers, manager, or organisational members who ?re more or

less of the same rank and work in, more or lesg; the same

E . ! RS

v i : L ’ ! ‘
area.; The bank wiring room had two cliques in it~ the ’group

, ‘ | i
{ . : . . i l a ol
. ; L ! . Py SR i :
in front’ and the ’group in the back’. This pattern arose out
. : P
ra ‘,: )
1
t ; '
i Y
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B9

of :aotual_ job-related interactions as 6 well ,as ’sligﬁt

S

differences in the work performed in ,the two.bafts of ‘the

room.% ; ‘ , ﬂq wf
' The ”vertioal?olique lb a group composed of Nembers from R
5 \ . : v ' ‘l ) [ :

different levels ﬁithfa given departmentﬂ‘ For example,lin?

A ' : R

sevoral organisationé that Dalton studied, he Iound groups§”

i
i

that con51sted of a number of workers, one or two foremen,\ﬁnﬁ

- - b \ ! N

one or more higher. level managers.~ Some of the members were o
P : b o

actually in superior - subordinate relationshﬁp to one

another. A group such as this apparently cores .into bsing

; : i .
Ryl

bécause "}, .

I ]
because OI earll er acqualntances ’f the members !
. . I
) ' ’ :‘ : '( i '5
| ‘ Lo
I

E

B

i

i

SRR |
S

or
‘ o~ . |
they need each othérlto accomplish\thcwr!goals,

v
i
mwooy b

| , . L

¥ ) i . ~— E" A ' L v i

K » ' o .

The "mixed gﬁoup" which Dalton called wthe

1 [ :
rfndom i
i b '

,;‘ L

'

1
cliques"” have in 1ts membershlp workers trom d ffefent anks,.
i ' . P t‘ I o
different departmeuts and from dlffnrent‘phy31cal locat bn=
§ ] : N

Such cliques may arise to serve common 1nterests or to Lul 11 i

certain functional needs that are not taken care of»by the

»' o S
!l :

formal organisation. Relationships outside th e organlsatlonal
' I1| “\
1I

context may be an 1mportant basis for the Iormablon of such

H : ' £ i : v,.-""-"“
. T R ! ) l
cliques. i REY , ‘ :

\ | ‘If i : o

There are ‘alsc specific studies on the phenomenon OL

informal organisation which has proved useful 6ver the years{
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In his analysis of organisation, Litterer observe & that :

Supervisors should be trained in group behaviourVand Bgman‘
E . C ‘
relations so that they may deal moreveffectively with the

informal groups they éupervise.23 Such supervisoré[must build’
; L o
acceptance of themselves by the informal grgpp, and:in'effect;

attain sonme portlon of the role of 1nformaL leader Forma;

1

‘

b
1|| : gy

i

authority alone, he nalntalﬂed w111 not be enough te d1ve\the Yo

b
i

- . i - TV N 7?' A
formal leader ‘sufflclent jlnfluence,g 'Superv1s?rs should - =
therefore be able to. make fair demands of the group, .

| i . : ,, : b WIS
i i o0
More positive : action for: enhancing organlsatlon %,‘
i
!

performance dccordlng to Smith would bc Lo nge Lhe 1nlormal W
‘- ! ' ¥ H : I i

group -an opportunity to participatej in deg}sion: makingn
‘ 4 . i : g -

”Letting'the‘éfoup'decide con its own pFoductlon goals 15‘4he e

-most certain way of getting ihe groupito them.“ '01 courso, i§
Lo . i,{!fI . AR
| ' ’ i{ I . ; |

.management cannot be certaln.that tbe 1nformal gro p w1ll mak

- - _(D_

the right decision.- Whether the dec131on 15 lFf »toﬁ#he.

1
' . of

group, however, depends on what the management knoWs about ‘the ?

Y

group.  If they efe hostile to the Iorg ‘ tlonsl'fhey {{r

certainly would not be glven the dec1310n]mak1ng poweLs in'an
; . ,i Lo

area as vital as produ tion. The point hqwever isithat; "the

v : !
t %
: !

! - A . - i o ' .l;
mere fact that the group is given the powers to enforce and




implement rules makes the group moreslikely toﬂé¢cept;the
rules themselves,,evén rules to whlch they ml“hb otherw1se
f : I i

| , ,
object" . X ‘ - , ! o % : ﬂ‘

) - | L
Berelson also noted that if manégement ‘feels tnatg‘

conpatibility between formal "and infonmél goals is.,noti

. . [ I | . . . i H
possible, it should work toward weakenlng or dOSLIOYlﬁg theu

} i |

grodpl This could be accompllsheJ by movung personnel a\outq*

l A

partiéularly the informal Leaders=

H )
I

Doutt, however cautioned that management shole be very‘

II

Careful in tuklng‘declslons because r°31stance ﬁo changeﬂls:
{, ’ i 2 ‘ K J'E‘l: 1‘

natural. We all feaL the unknown Qnd Lhat’is bagécallw what 1

3 ieos :
i o .

change is all about.= A trivial matter unattegqu.cpuld-léad'“

~ ot .
¢ o

1
] | ; 0o

. c .
to more deep - %eatedlproblems. Managﬁnent, therefore, has to;

be very careful Jn d°a11ng w1tb 1nformal'groups= D e
[
1 ' 1 )
However, nOL every 1nformal group 1slantﬂgon15t1c toward
F Il : A‘{
' ' I

management . Indeed, some groups can be extremely cqoperatlve,;

l
;
b
»

3 by

! q !
absenteeism, or even exceedlng mana gerlal demﬂnas

pelicing their ;membeys with rega:dg;tcv tardlneSSWiorwfu
\

for outpub

‘ i i
For example, a group of sa]esmen n]ghf have!as 1ts]goal hlghv,v

a7 o
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sales, the hlghcr, the better. Management'might lo well

i
. ! s
cultivate suqh a,grohp, to encourage its grdwth_énd Strenﬂfh
7 I . ' I ‘

'

’.




An informal group can also be neutral, with goals pL . =ly
social in nature. . Caution is necessary in dédling |w1th

neutrgl informal groups. By restricting fu illmant of} the .

. I 1| i

groups social needs, management can c&Slly turh a neutqal}'
jiﬂ AL

group into an antagonl tic group at odds w1th the organlsatlon

. “ . ) (' }“
at every ground.28 : ' f“

. ‘ yl ' .,': '
Bales_hgs also demonstrated by laboratory tecbniques %uat,

all informal leaders derive their social influenc e from Lwoﬂi

problem areas - the instrumental and thé'expresslve.29

The]
"instrumental leédersf achieve leadeLshlp by neans of théﬂr '
; ' . H i

[

( ' . . R

1 T ‘ ! v

i

fls whlle the:

z ! . ‘ :
skill in acpomp}ishing group go& |
i Lo o ! i ° oo .
leaders" owe the position of th%lr skllls 1n malnt j
i : !
. . N . , . ’
harmonious social relations. : Althoudh t

determines the specific type of ]eade““h1D requ1'ed at'aﬁy
I Pty i

t;mé, the two klnds -of skill should be found amOﬂﬂ 1nformaf

'u|1

. v :

: - R A I A
leaders under all conditions. ; ! | , R
‘ | o

i

v i

Several 1nformal factors as they affpct sp901ﬁjc segments

il . :‘I |

.y

of worn,d01ngs in organlsatlons has also been studled Ope ot

¢

!
the best known empirical studies of the role f‘lnformal

30 o

o
o
factors in career mobility is that of Melville Dalton Other

studies on informal factors in other aspect of management in

organisations include that of Caplow“; Mgorem,land M11l i' Q
‘ ‘ lu .
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In his 1nvest1gat10n of tne procedures for selectlon and

advancement of managers in a large industrial plag£, Dalgon ,; 4
. 0, RSN
found that the OfflCl?l claim that promotlons were;basea ﬁﬁoﬁ ?5§355
i ) .’ "I ' ! : .
ablllty, honesty, cooperatlon and 1ndustry was ndt éccomnanled ﬁ”'b,“t
i r ' I b i .
by a definitive ﬁqrmal procedure fog the selggtion qumanagers’= : ,%
A i i e
according to these criteria., In the absénce 5? such aiffé
procedure, promotions appeared to be basedlprlma 11V u\pon?i \L
conféfﬁity qtp the social characteristics oszthe‘ uppéf‘g S

. P i ! "l
managerial strata. Dalton concluded that, in,thislparticular I

plant, the main informal criteria in promotion were lethiic city, o
! NN I A
| ! ﬁ!':'l Co P {‘,lg fl

religion, part*c1pat10n in certain acti Vities cutside tdeg}- N}

4 N R N N C
o L L P
plant, polltlca} affiliation and membnrshlp of\acc pted $edret‘f.@‘!;
. ‘ g o Lo
jeties.' . i TR
soclieties. - | 8 j 1 Pk
. yl : 3 "
I ' Vo, .
The characteristics of industrial. bureauc;atlc" Pl
| ) | Y g TR
. i | : o i
e . : Pl Ty
organisations and primary groups such asi the . faml1y andéﬁbe |
‘ y . + | 1 'il h
. L . . S
neighborhood,; makes ,the study of »nfp rmal ,organ13atron¢t
e . . Ly | Lot o
difficult since their relatlonohlp can . be {Vlewed“yaSr»
N . ' oo <t .
; . . ) i . e .0
. E . . . . ‘ L . . Lo c g e i

antithetical. Weber, in his discussion of’phlna, for example }ii!
1 ) i I’ ! “ ‘ [ - R . b X
' Pl I P C cah

suggests that one £ reason why a modern;jbdreaucrétiCiﬂ g

. . & | . '1 . e o
organisation did not'develop was because it was contrary to ;
o | o R D A
the strong extended family ties of the Chinese family. : i;’
. L i ' . ‘ i D
Cl
I’%x‘l
. | i ‘ ‘i;
AR ood b
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Schuhpeter'_was very 'explicit
primary groups and the characteristic of modern buréaucratid"?m

. , ! ‘ HE T |
organisation.fwhen he pointed out that the raﬁienalistiCi
B i

elements of the work s1Luat10n tends to undermlne effectlve;ﬁ

famlly bc\nas.?’6 : . .“} I TR

s Qv

i
i

i co
The pesition seems to suggest thau burcaucr&tlc and’ 1o
; o ] | LR

extdrnal pri@ary'groups, unless they are 1solated
' o

l
V
i '

conf;ict wiﬁﬂ'each other. Therefore whl?e several stﬁdieéﬂéﬁ.
on fnformaf:prganisation are important.and relevan%;;theyfdb”bﬁf
not ;rov1de enough ba31s for presentlng a‘generallsed v1e§ Qn;
the ;subject. Thls p01nt is critical,i for unﬁli ‘we. ééﬁ_;

- : i | LT
i

y -

1demt1fy relevant env1ronmental varlableg and predlct thelr

impdct on behaviour, we _cannot know 'how flndlngs &bOUL
; : . ] : A |
.1nforma] organlsablons in one 31tuat10n must be. modlf ed’

s : ' l " ” |¥ . 5;
|

i i
they are! to serve as prescrlptlons for behav1ourx1n-

! R ‘ ‘[ : l"y !

51Ldat10ns where groups are subject to dlfferent env1?

i : ; [ ?: II!
. ! ; :
demands. o ' Lo | 4 |
! y | |
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CHAPTER ITL ' w

BPRIREKF EEﬁZEVI%)E&I&S!&IJ EtEEWﬁKEEWQ OF
LOCAL (}()ﬁfEERE@&iEJEUF f&EﬁWﬂiB@EISHPEalkﬁTE()EJ
IN NIGERIA A
. i ) I
! r

In

]

system of
;

Local Government can be,desdribedlgs that

I

local administration under which local ‘communities .are !

A . / ;
organised to maintain. law and order, provide some limited

PRLIN AY
i - Y

range of sqcial services and public amenities andaencour“agp
|

. the cooperatlon and participation of the 1nhab1tants toward

\ i
the 1mprovement of their condition of living. It prov1deq the
y I

communities with a formal organisational network which enables

them to conduct their affairs effectively for éhe general 

good".1 Local govermnment, therefore deals mainl&Thith matters:

of concern to the people of a particular place. : : .

The history of local goevernment in Nigeria dateg'back to

A P
, : : : Lo
the earliest time. Before the arrival of the colcnialists,

the social and political life of some areas and ﬁlaceé/in'

Nigeria were efficiently and elaborately organised. "The "

organisation o. some of these traditional societies were such .

' | ‘
that the ruler commanded great respect and® authority. In ﬁbsé

oy ~

cases, religions and political function were' intertwined,
making actions’ and decisions legitimized -in various sacred

beliefs.




In Northern Niéeria, for instance, there existedi]

centralized political system that was anchored religiouslyioﬁﬁ'%. ‘
i } ' : "g -

i C

the emirate system. The emir was the pr1nc1pal polltlcal and

. ‘ i
rellglous leader who exer01sed all the functlons Sf the s1 4

{

|
l
|.

i

through his agents. 'The emlrate system wes not an open one,.i“

hence, recruitment 1nto political roles was by ascrlptlo

Loc%l government under this system was unﬁer the EuperVL%
- | AI . ; ‘

of Dlstrlct and village heads appointed by the - emlr°
! There was also a centralized political system among the

Yoruba.people of Western Nigeria. The Oba, like the Emlr, had

tremendous polltlcal'and rellglous influence and 1s generall%rv
{ ‘ : '1 : : | -i":;,:.
regarded "as 'the father of the people. Th;s bellef gave

) ,I'lv."

lsacﬁedness, reverence and authorlty to his, offlce.z ' The Oba;‘ﬁ

was assisted by chlefs of varlous categorles. These ch1efsf3

pla%ed active rertgio local government ad@inistretton,eilf“yﬂp
The Binis‘ of ‘the Mid-western -Nigerte! etso Haq‘\é.f
centralised political system .which revolJee Iaroond“ tLe '.?
authority of the Oba. The Oba rules the entgre B1n1 klngdom

I

he is fﬁighly respected. He was a331sted by three

|
H
!
1
| | . oo S
i
! os
1

and |

categories of nobles, prominent of which town ohiefs are the . E;E

most notable. The administration of the local government were

. U L I - S

carrled out by these town chiefs who were agents of the Oba.

i

(
{
]
I
1
:
. {
i I
i
l
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The Delta area of Nigeria has a traditional éovernme t

". \.:—

_known as the "House System". The house system were organlsed

|
| o
| N

under powerful chiefs and business men. The houseisvstem’was.

- | o ’ [ I S
| ‘ . ; . ; ~ i AR
organised to maintain an effective communication link betweén:

TR
|

the!coast and the hfnterland so as to protect their fish&ng:“

and trading areas. The head of the house tnerefore comblned

i l

political and business leadership. The 1eader of the erea
P . - i
knoWn as the Amanyanabo, therefore governs with' the help of

these chiefs who constitute hls'coun011 i The admlnlstratlon

: |
of the local government is therefoxe carrled out at the house
1 :‘: . Iz i i ! :
level. . S b }‘ . ‘. o

- 1 " ‘I '\‘4 : |

The tradltlonal political system of Calebar resembled a
i f . 1 ' . ' \
{

i

confederation of the three main communities of Qualand
1 . |

Etukland and Efikland. The head of the Eflks was Obonﬁﬂxthe

Quas was Ndidem.and- the Etuks was Mus1. The government of +he

eonfederatlon was in the hands of a council through;whlch the

l I
1

three traditional rulers handled local government matters.

The traditional polltlcal system of the Igbos' f bastern:h

Nigeria was based on the family, llneage, v1llage and tbwnl

_,.——v

units. Local governments were carried out at- the!v1llage and

|
I
famlly levels on de0151ons nade by. the Oha and D%'Okparah
RES
-
f

\:OI“
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However, during the- colonial .era, some of these

traditional politjcal institutions of the people suited the

colonial administrative system of indirect rule while: others

ol
(

constituted a lot of problems.:

Indirect rule achieved some measures of success in the
. . S .
f

centralised and powerful Western

system of Northern aﬂ& .

Nigerié, and ;held sway for three~.years. .In 'tﬁe Easta$+
province, ";afrant chiefs" were aép01nbed for the; propé%l
functlonlng of the indirvect rule system. One of th% garllegéj;
f N

recorded res*stanco to the system of! 1nd1rect rale was Lhe ‘Aba
I

{
riot and othen broblems

o
indirect rule was replaced in.tr= east by

women’s riot of 1929,2 "Due to thc%

posed by the-system,

an, elﬂnent Sf
|

representative democracy into local governmént, i’

the Clan system which introduced‘

Council

i

Nevertheless, as time went by,' the. system ;of loca

government were reorganised.
1 !

o
)

reforms at the local government wer

[ . i i
v

struggles at - the time,

{
i
0

greaﬁly in favour of elected representatives. Consaquent1y”,

H

.

!

i

]

And due Lo the nattonallstlc
!

e

!

!

ﬁnglish‘ i

.E (
. were

-l

the model of County Councils Jntroducedll
; ' ' s ' ':!z:’f ll

ollowing- this development, urban ahd districtiisounclls,
W PR

»glslatlon were passed in Eastern and Wester Nige ﬂaxiﬁ.théh
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[

In the East, three tier cocuncil system evolved. They are

the county councils (urban and rural); district councils; and
local councils.  Each of these councils enjoyed some %elative

measure of independence. The counties dealt with services
H f i

i
i

related to education@ road maintenance@ markets, dispensaries

and qanlfary services while the local COUDCllo 100£ cmarge of

|

oo l
i : i
N |

|

]

1
1
!

streams and footpaths= N . » i ,,\
i o - W\ . ot '
[

The 1956 ldcal'government act abolished thb.%nfee tlef

lS%Oéa two

system and replaced it with district éouncils, B

___cg;A,A

. i 3
tier system was created namely: county and local, cohn01lsa p
i ‘ ’ P

coe
i . . :
region ‘was abollshed and in its place chlefs 1n~council and -

PRI
l . i ¢ i
'

chlefs‘and councils were establlshed 4 ':.' if . ﬂ

i

i ' H ! ; !
Also bf 1952, the sole Native authprity‘system’Ln N?% hern

Sufflce to say that the varloUb local governmen

in ngerla up -to 1966 were modelled after the Brlﬁ'sh system
» ol 2

of locdl goveerent ‘and were more or lesq‘uneultagle for

ool

Nigeria. Hence, it worked in some places,and did Tot work 1n‘
i ; . . . i T I [‘i

1 . 1 T S S L S {
others. The unsuitability alsc led to the var%ous fé rms of;
.; Ce

l

! . H !
local admlnlqtratlon d681gned for vhrlovs reglcns ‘1n the L(
! i . [

1

!

o
Lot
ta

cquntry.

e THe search for beLter and perhaps unlform fcrm of local

1 ‘I
governmenf admlnlsuratlon that sulted Lhe p011+1ca

I *

i . i

T
|

o ‘ ! B ;
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Nigeria has persisted unabated. Soon after the civil war;

various regians in the country were adapting to the needs of
the time hy evolving suitable local government administrapionﬁ
In East Central State, Divisional administrativé system

evolved and was essentially a one-tier systemki_There:were.BQ

divisions and each was divided into several community council

'
%

areas. It was the community councils that had thé power toQt

a .
raise funds, plan and implement projects. The ‘divisional
councils were mainly advisory bodies under the system,

i , .

Divisional officers were called Development Executives.
. i . {

In South Eastern State, the i/ system evolvgd was

Development administration-.6 The foundation of\Lhis?system

i

i

was the villages which were regarded as the traditioﬂal seat
. ! |-

of government of the people. The aim of the'system;was to

H \
i H

. ’ !
incorporate the communities into units for ths purpose of .
. . - . y

( . I
engendering effective development. Villages were constituted

into development areas and development areas constituted

territorial units. o ‘ ‘

In, Northern Nigeria, local government were subﬁdivided;

s i
f - o

into smaller wunits. All chiefs-in-council and: senior
i - , P
! , A . . ;o
councilors were abolished and replaced with elected councils

H

!
i
i
i
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L

with the chief as the ceremonial president of

decision of the c¢hief was final.

In the West, the system of local. govcrnmenL was a one—‘¢IH
tier syétem known as the coun01l manager svstem. Thls system

1

‘was based on American - Canadlan mode] and con31sced|of tne

: : ' W ) l'-rg v
council {manager, management committees, standing

;
| *
. . 3 B . ; : L i Lo | ;
and aree commlttees.Y, The coun011 manager'wes!th ch;e\
; i

However, these.postvwar local government reforﬂs §
: [ 1! l i ' l T
l "

achieve . much 1n the respectlve statés because of seveﬂal

i . : I
! | _m i '; I I .‘ ; jli‘

factors, First, the modelc were allen, secondly, nhc varlous

3

;g noﬁ

i

state governments were unable to relinquish powerxtgmtheﬁlocal

C ol
communities. There. were also 1nadequate menppwer and alsa, |

Jo !
I i
T
i
|

' b oL
lack of clearly delineated functions. . | LT R oy
. ) ' 1 ‘; i . ‘: - t ‘u.

As the mliltary prepared to hand over to elected c1v111an

1

l ! .

| ' ":'(.‘ [' L
government, the urgent need  to create a unlformf-local

! . § I

government throughout the country arose. fhe objecfive'wae to
make local government an effective thirdvtier: Syetem of f

government in the country. On the basis of this

. . S . R S

understanding, a total of 229 local ‘goverﬁmeni” were j

i

cetabllshed.throughout the country'w1th a cleerl pelt set of
i
I

a
s

A 1 ,



s ' . | '
objectives. In 1976, the various state govern&ents'in the

federdtion enacted edicts reflecting the cﬁ&ngeo Elé¢tions,%
[ oo '

i . I
were h 1d into the varlous local government counc ils in the

11'
country and through the process of - elecno;al Lallgge, the

!
chairman and supervisory councilors were‘.electea;s  The
! - . N j
: o : . , * | Ca
Nigerian constitution fully adopted the :reformedz lockl '
. . - ’ | bl Do
. W s . - 1\" '-‘
government system introduced by the military. ‘ -;,f N
DA h s .o , \_ | g, ) \
' . [T R '

. o o : R R A
The 1976 reform gave more powers to the local government.
: oo
In addition t to the tradltlonal social service funct ions, the

!’ i o !

financial strength of the local governments were also ehhancéd'
AT Lo

through federal allocation. Personne]s of loca1(governnent

were encouraged through training programmes. ----- An effec+1ve

. , e - ’ ‘]‘. o

. . . . X . Lt " ‘ ti ! " '
boundary maintenance of functions were kept between }dcal:anduw
| ’ . . ) . i i o
state governments. P . ' B i g
. i ‘ R . t

} ¢

Indeed, one basic fact about | léqalf gove?nmégf“g

. . . . o . |
administratioﬁ_ in Nigeria is that@ iﬁ' isI bﬁse@ ;on‘ ﬁhg.
L Lo i

princ@ple of tfial and error. There are as "éveral'r%forms as

thereiare changes in gbvernmenta Slnce L978, f%eregﬁgg bé;n

the Dasuki Report (1984}, 1988, 1991 reférms éna soggn. “

P

During the regime of President Babangida, a period within

which this research was also conducted, Nigeria has evolved an
- . s s L‘ v v ]

i

I A ?
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autonomous democratic local governments. Within”the;ares dei
. . 1 i !
(o .

1
'
i

the executive and 1egis;at1ve powers assignad to 1t by the:

constitution and laws of the state within whlch 1ocal‘

|
| .

government is situated, local governments,became au@o
N | . t i

i
and was not subject to the control of Lhe £ederal 5f

.f-;

!

nomouS“

e

|.state -
L : -

government. For the purpose of relnfor01ng thlS autonomyb

!

local government had thelr due share from the federal account\

To actually arhleve cffectlve local government at the grass:
roots, 'additional lecal governments were reaned brlnglﬁg uhe ‘

total to 589 in the féderation. - - . .

In fact, while the‘Obasanjo regime,' hrough the basuki'wt

i [

Report establlshed a democratlcally eiected local\government

- i o
y .

councils under the control and supsrv131on. oﬁg thé§ state
o ' : H i 1 BN
government, the Babangida administration ' removed the

; [ : : o CachE

supervisory powers of'ﬂstate governmeﬁt to Nmaké " local'

(Jf thl,

i

Vo

Voo ' ’,'
i

government really autonomous. Wlth the GXoeptlon
|
president to remove the chairman or vice chalrman of a local

government from office and to dissolve a local‘government

council, and also the powers of the state house of assembly.
: [T
Local governments wepé not subject to 'the contno} and

supervision of any other person or authopity.g' . o v




|
[ e i i \ e
. ' !e !

Local government autcenomy is héwevershnot absolute as
- : . } . ’ ' . ‘1 ' ¥ . r,..:
they retain. functional and fiscal relation with theﬁhigher

> v . 1. ! y ! i
ties of. government who among other roles, offer; adv1ce

I
- B
H H
£l
i
\

ssistance and guidance, but net control.

t

as % b
. . N ‘ i
Local government autononmy, no doubt, hasﬁlobv10Ls
implications. The' local government chairman, ‘like the ]

flnn:

governor of a state welds much power and aﬁthority. He is the

'
o !,

. i . y . Sl .
chief executive and accounting officer of Lhe{ lccal”{

4 i
‘

government. It follows that an executive chairman,Can be ~ i,

3 , .;. e g

veritable autocrat, mak1ng and executlng hlS own p011c1es, ‘ f”
‘ ) P R
There is valso no doubt that at the hand 'a@f{f
L : : AR
experienced, Jud1c10us and capable c%alrman, the,of can "

acquire the respect.and functlonal capablllty neces §arj’fof.T
Qi ) '

P
i
[

011 from

lifting the operatlonb oi the local government cou

its present deplorablé conditions. Howevef; at mheh

an ambitious and inexperienced chairman, this could we 1 be an
1 + ! ! '
- I R

invitation to conflict, incompetence'aﬁdfdisaster. A
I _-

. :

i . ‘ P 1'

. !

3.2 The Administration ofF ﬁhsun%ﬂkfﬁ

Local Govermnmmenh ﬁjimimmwzztﬂ. T rom
the Farliest T3

Nsukka is a northern Igho community aﬁd belong To what

l

ethnographers have traditionally describe? s Elugu (Elugwu) ‘

L | i
v o B
. ~ i . .

I
I ' v
i
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10

sub-group of the Northern Igbo. The admlnlstfatlon of ﬁrukka”'”

has had the same pattern of administration as other localltleS'

or county. areas in the former Eastern Nigeria, and llke the '~

phases of
i ‘

other localities, it  has gone through varlous
' ' g w_lj

!
|
change. ‘ . \ - F

Ngsukka was first adminis tered from Awka wh1cﬁ wa& made a:

i i 1_ S
;

sub-district in 1906' and later. from eOkuoga’: f(rlghtlﬁ

i (L‘w"?!;i ' “\.
pronounced Okpanga) whlch became a D1v131ona1!hcadquarﬂers 1ni

1909.11% When phe ;Igbo speaking .areas ef Okpang

4
i
!
{ o
{
: r

f | .
%“ were- i
. . ) - ; ;
constjtuted intd a separate division in 1919, it was . named;
i f | :

;-4 vvvvvv ! ‘!;u-

Obollo DlVlSlon[and was, admlnlstered from Gbollo and“]atjr
' i ', ’ i Lo | l“ '
from Nkpologu. » ' ; . :»;‘\\

P~ —

In 1920, the. 'headguarters of Obollo DlVlcl“ﬂ was

Lransferred to Nsukka and the name changed to Nqukka d¢v151on
. l‘ i |.-
in 192&,2 Tt is? perLlnent, at this Juncture to note Lhat the" no
relatively mlld‘cllmate of Nsukka, 1nduced by 1t§ } V tlon };

!

has been the prlnelpal 1n11uen01ng factor to the Settlement of
the colpnlallstsf In Iact, it is one of the @ggor;realgpe for .
.sitingrrat a much later date the Uﬁiversity esfszgerla.ﬁ“
According to Okeye; thC|hlgh ground 1eve1 of" Nsukka ;LQVidegm

strdteglc, well d1a1ned pleasant site for of ilclal re51dence

[ :
! ;
{
]
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and barracks. The broad summits of the hills of Nsukka and
the relatively low temperatures and cool breezes which they

N v N . | \.I . 3
induce were irresistible attractions to the white offiicials,
. : Y ;
who soon established government stations.14
. ? : | _
In accordance with the nature system of administration of
. : . :

the time, native courts were established at various places in

the division. By 1920 and 1921, native caourts hz I beem

\
14

established at Opi and Nsukka respectively. ‘The initial

attempt to appoiht warrant chiefs from Nsukka was made by Sir

S.W. Sproston who used Nupe people like Osheaba for Obﬁkpé and

Adukwu for Enugu Ezike. ‘ ‘ lﬂf

3

The native system of administration of this periocd vested

enormous powers on the colonial divisional officer who in

addition Lo the execution of colonial policies had also

magisterial powers. Although the system was called native

authority, the involvement of the natives  in local

administration was quite minimal. Only very few paramount and
warranted chiefs acted for and on behalf"ofI the péople,
especially in nativetapthqrity courts. TQFse iqclﬁdgd the
late Chief Ugwuoke Oloto, the Eze of Ibagwa Ani,”thé late

Chief Attama Ezugwuorie of Eha Alumona and other prominent

16

chicls.
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1t was in 1948 that the then Easfern Reglonal ﬂé&{

fulloweq the Gibben’ s;recommen dation by appozntlng a 5?100 ed

coﬁmittée. to ?nquirﬁ into the best fcrm : of;:
bi n

“nment

Lcéél

|
. ) . i
adninistration that would be acceptable LO tne peopIe;i T?e
W

result of the study, flndlng and recommendaflons 01 the select

. l" Lo
1 ! i

committee was the promulgatlon of the antern Reglonal Local

Government Ordinance of 1°b0 which adopted a three. tiér\

. , . R
B . . ' s e L. |
structure as followu. lpcal council author1ty;;d1v1 lonal

authority and county couhcil'authority. Thls new system was .

]
’tﬂl

©

<

(6]
.."'S T.
S

8-

0]

3

ot

in line with the British ‘type 6? 'loba

administration. It also ! lead the Ioundatloj of & nejflécal
. | i { "‘9 ‘u o b o

government system-iﬁ most parts of ngerla‘bem&use

regions of the federation adopted the syatem.:. ‘1; i
However, this stem did not last For lt ‘was sdon

replaced after Lhe Lyttleton Constitution of JQﬂﬁ whxcb gave

regional mlnlsters execut;ve - control ' over governmanu

i . .\,
it uy

departments.’ The local governmen+ ordlnance cf 1950 was
subsequently renamed and came under Lhe new t;tle ?f_Eﬁstern;
| , SR
Region Local Government law of 1955. Th1 law dealt with ﬁhe
|=' I;

o

structure, democratlzatlon deflnltlon and functlon of menbnrs

| r
of local government council.
: /

. ; : i

I ERN L i Lo e
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|
co K
officers based at Nsukka; He was the llalson offi é

the local authority and the government.
;
In early 1960, the quest to arhlcve &

L

. ' I b
! | W ! : vt : | :;
: : ; ; | "
‘ : ’ ‘ ‘!: B
' ‘ ! ! ] .: '
i . L ! . ! N P
, , ;
. ; P L
! i | - 1
‘ : | D
. : ‘ - 61
. | TR
, S C P
H "
It was however, in 1959, as a result of the self
' : ‘ ) . ! ';|‘L_ '
government granted the regions, that the Eastern Reglcnal
government experimented on countv counc1l system of local
‘ i
! i i |
' ' : i - ! ) o
government. In its}wage, Nsukka urbam,,'lgbo—mze;9 I§i7UF0jand
| . ! . , [N I
' i I N ' L el ! SRR :
: . . .. L i
Uzo Uwani were, amalgamated into one . local ‘|government
. | P R Y N T
administrative until known as . Nsukka counc; co*nc l
- Overseeing the four: county councils was the dlélg OnaL
) T

was toﬁ most in the agenda of EasterniNigeria,Gayan‘
. . w o . 4 RATI

Conseqguently, the government set up a study commlttee ‘Lo
‘ v

‘i_.
examine the problemq of “local government dnd make urgé

. I
recommendation on what -tier system that would be c¢nddciv§'to

.. . ' ‘ N PR .
enhance efficiency in the system:. Based on recpmmendaﬁgcn,;;

i

i t

; . - . . 1I ) - 0
the four county council areas of Igbo—Epltl,-lgnq—EZe, Isi-Uzo

1 ‘ . &

and Uzo Uwani were allowed to conduct" their own'’ affalrs

1

G

through electea repfesentativés. Lach coun01l édop+ d the

i

committee system as a means of_takind de01510nq= “

I

i

at
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P

SR -

t
1
|

o




|
1 . .
! ' 1 .ot

1n 197L fhe Fast Central State D1v151onml aamlnlstrat
. ; g

i
|
|
|
i
!
!
i
io

edict was promulgated, thus 1ntroduc1ng a new syﬂtpn of 100&1

i I ' f || E Cy
administration whereby the divisional administration,was under
E S :

the .cabinet office. This system was called development
[ : . ,
administration‘8 - designed to ensure proper-decentralisation
f X I .

. e . .. . ; . , ‘ cit
of functions and active partlclpatlon of the local people 1n

! i
i .

the General dpvelopment and management of thexr own afialrse

, . — ; ‘, A\

|1

The Resident oprivisional Officer was respon51ble 1o cablnetg(

| ;
office where the permanent secretary is the;admlnlstratlve-:

head.

|

_ s»i Coi

Poised by the urgent, need of r@turnlng powen.yﬁo
S ) . 1|

; Lo

civilians, the task of reforming the loca} governm@nt in‘the

country becamefprominent. The 1970 local government!reforms
1 Rl
' f ‘ . ° ' i

was therefore aimed at eatabllshlng and “&ulOﬂ&llSlnd

i
0.
| AN

']
. o \"s :' ! G
government at the local level. : This entailed the

T

decentralisation of some significant functﬁons‘ of state -

government te local levels, in order to ensure phe?active'
: : i ‘ I P
participation of the local communities in governandéﬁiand

' : A

harness resources for rapid development.

'

Each local government unit, under the new Structure had

l

. i
elected councils.  There were twenty eight councilors fo

»

)
i

) . . B e
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. -: | ‘ U
Nsukka IocaL government who were eleCLed dlrectly from the '

j | : - ?" : f;

wards or commun 1ty coun01l of the 31xtpen communltles,of the

local gbvernment'namely:'Nsukka town, Ede Obglla,

Anuka,,
Lejja, Obimo-Ikwoka, Obukpa, Okpaligbo,,Okpujeﬂan

Today,
. : . . . 't 4 " 't
government council

M - @ - .
elected chairman as the chief executive and account

of the council.
presented in the:following'sub~chapter,'

Nsukka Local Government.like eve#& othe%w

1
i;{ N ’
83
e

\

ei-i
‘Fdeq, Alor
H l1

¥
! i . i
I

Eha-Alumona, Ehaﬁdiagu, Ibagwa Ani, Ibagwa Agu,

l . i

utu'and Opi. |

- :<
wlocal

. o s . . | | i
1n'§herfederatlon ig autonomous w1th an\

i
1ng qfflcer

L

f . |'
Details of the organisational structure is.

N ]
S £
| il ) '
g ‘ . . v [ “'il ; ‘\‘
- ) D) - | ” ol I
3.3 | The Organisstional Sthiu ey (.3 gl
P Nsukka Locsl i}cyv«atﬁmﬁmemmﬁj éjcquaﬁzi}L“-
i 7 N - L o T
! ; ‘ - ! : .
i i o ‘ l} l 2
( A S
Po}low1nd the 1ntgoduct10n OL thei executlv preQ11§
! ! ! ' g ' ; ': e
)‘ . 4
! S R
system of governﬁent by the Babanglda aamiqlstratlon;‘msuk’a
R '.. 'lﬁ ' ' !
i
Local Government Coun011 consists of a democratlcally elected,
E ‘}"b 4 |

chairman who is the chiefiexecutive and acCounting
i : E .

N P
ofﬁxcer of ?
; | .

|
.

the local government. The role of;- the chairman .as the fﬂl
. . X : j o ,I }
1 X . ' . ' i
accounting officer, however, excludes the signi=g af voﬁchers“'k
.. 1 | IR NI
and cheques. : b ‘ it P
i t o ! C {i :
, * S N
] 1 1 ’ ' .
i N B S A A )
o b R b
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The chairman is assisted by a vice-chairman who is also T

. i " ' '
| ’ H i Cois ! e
elected with the chairman.  The chairman delegates substantial, ;|

. ¢ . I ‘ ‘ “ o - ”n
. .. . . ‘.‘ ;| o

parts of. his administrative and financial functlons% and -~

‘ . i g : ! .
authority to the vice-chairman, as well as| the secretary, and:
. _ , [, ,
Cyr P 2 A R
supervisors who are fully involved 1b key>decision making;
: . ‘ ; f TSR T
Co

. . , | N
: | vl . " o f byt
processes of the council. ! ' L ; LI!, &

¥ )
K .

- 1

f !
P ¢

. ? i L .
The secretary to the local governmént and all supervxsoas\,;
: oo - ’ - | AN

are appointed by, the chairman of the lbcal_govérnﬁeni. -They*?

therefore, holdsjtheir appointments at the pleaspre.df the ",
' : ! i { L, - .

local government chairmaﬁ who appoint%d them,_ Al?hddgh’theyffa

; o : : i 1 |
- N | i.‘ s l '
are fully and closely involved in the wanag
- ] by N ! ! o -1 i
- . . . L L ,
respective department by serving as politicél~hea§?; their
tenure is largely determined by the chairman who cah remove
| ; ' P -

. i X : ot Al .
- them from: office anytime.  The /local governmeni executive

¢ [ ,
committee, therefore consist of the chairman, vicé-chairman,

. ; ‘ - : !
and supervisors. It also includes, as secketarl, . the

secretary to the:.local government. It also inclUdés[the head
; | ' ' ' .
of personnel management who in the old dispensation of local

government administration were secretaries. | They aﬁe
therefore, members of the executive cdommittee to offer
f - j .o C

| 1. '

~»~fnomional advice to the politicians. #,,J
. 7 e ' i
i
!

émen%'of their

t
i
!
I
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The legislature is a very important organ in ihe present

! C ' . . ‘ T I
arrangement and epitomizes as the local government counc11,"'D

The locdl\government council, which is the legislatufe arm of
‘the local government consists 6f the leader, the'deputy‘leader

and courcilors. They are all elected repreqentablves of the

varicus i wards - in the local government area. They atcend

meetings periodically t¢ debate, approve or aménd thé annual\"

_ , \
budget Qf the lbcal government. They also vet and monitor the:E;

1mplementat10n of prOd@CEb and programmes 1n the annual budﬁet

1 . . ~ = o

of the local government hence Thay const!tute themselves Lnto

'
1

various conmlttees s0 as to ensure proper accounhabllltv, \

[ - is i " . :;" 35"

ihe leg 1slat1vE arm alsc adv1se, consults and\¢1alse w1th

the chairman of the local government in sevéral othe? mattersa‘.f
The affairs of the legislature iérconductéd by the speaker of

[
'

the house and- is ,assisted* by +the deputy speaker: The. :
legislative powers are cxer01sea by bye Laws duly Dasced by

’
ll.

the house. Thé powers of ‘the council also extends to

'

'

impeaching the chairman or vice-chairman when he is guilﬁy Ofi

grogss misconduct, within the rontext of the 9x1st1ng laws of

3 ' v

the federation. It is perhapb pertlnent to state here Hat

the flagrant abuse of the impeachment process'and uleg, was .

.

LA

a daily news item across the country. L

Ly
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We have noted ‘earlier that the supervisors 'are  the
! : . , i . o ? R _:' '.I"_h' .

| ‘ x . i ety

political heads. of 'various'. departments of ' the. lcéalﬁlﬁ

government. ‘There were also the acknowledgedi'headQ"of L

depaxtment who are es sentlaliy career c1v11 servants.;gTheir7 ﬁ

! ll.‘: ,J
! i !

tenure of office, remunerationg functions,';espon31b111t;es
. ( | Lo
and condlilonu of service are 1n accordance w1th tne approved

t ‘l ! / |
I o Ph
scheme of service for local governm ent meloy e?k

[ ;
|

. I
O |
. ! i

I
i\
|

|
i
In:principle,' ll ubstantlve heads OF departnent a;e cf :
i A ‘ | ‘ ey .
equal status. However, in practlce, this 1s'not S04 The heaa w |
- ,\' .
l
]

of personnel management is a llttle elevated, perhabs becaLse

he is not only a member oP the executlve commlttee,and clerk

of the council, but also a 51gnatory Lo chequcs‘of the local

government. The head of personnel management also a331sts the ‘T;
. , [ i

secretary of the local ,government :in’ithe fcrmulatioa,;};‘
. : , ; . R

execution and rev1ew of local government 5011c1e5, Eezéiggé iﬂi
; 5 i . *|A,‘|‘

all chéQues, contractual agreements, loeallpurchase orderj fﬁ
oo S
forms and other documents relatlng to contfacts, supplles etc.;vfpg
N ' i Lo
subject to the,prior approval of the approving authority. ﬁr.
P S
Largely‘because of theselenormous roles, the head of'personne}ﬂﬂilﬁ
i . P

is closely related to the chalrman, ané‘ other polltlcal !ﬁ
. | i | ; B [
appointces than anv Other head ot departn: ﬁ%i ,; o | { ﬁs
A } R IR
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i

|
The local government treasurer, is the heaa of dbpa;tment!
ST TR P s
. . I . e . .
of finance. and supplies. He also occqples an env1ab*e*

i o

| - C
position, being signatory to cheques and vouchersa The hedds

of departments are accounLable to tho Dolltlual headg of. Ehelr

1 i ’ f‘,'

,
regpective departments who so 18 accountab]e to the cha

).a. .

rmanu
There are a]so other unlt hmadu who coordlnateq the dav

'

to day running of the acthJElea of thelr varlous depaLtmenys,

The wunit head% ‘are accountable “to the heaa or'-théim;

|

departments. | o o l
P, L .",1 u’

Lo

The appointmenf, promot:on and dlqc1p11ne of sbaffers on

<
~‘

grade levels 07 and above are the resp0ﬂ81b¢11t" of tne lOﬂal

' g .

.'_mp. .

g
government service commission. The commiSsiQn is. D
R . . 3 ! - ; \

ually,
F

i i

located in the state capital and ensures a uniformilocal
. _ e

]

: ) I ‘|
admlnlstratlon across the federatlon,. The'existence‘of Lh° |
‘ L | |

commission is also justified by the need tc reualn the hlgH;

level =staff tralned at great expense' over ‘the, years Jand

' IE‘I . ol

i

u

ustaln the managemeﬁt capablllty of each IOCal goverﬁment

! |.
: i
: TN . h
|

The commission, therefore app01nts, poqts,( promotes and
i ; - f%n

di sc1p11nos local government emp1oyees on grade leveLS 07 and
‘ " : % KB i

. ) !

above, taklng c, number of factors 1nto conSLQera

i ' v i '

pr'nc1nle of geoqraphlcal d;versxty of thc qtabe are usually

1
!
s

'

.
!

e
!
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taken into full account. The guidelines.for promotion sre Y

based on the . generally accepted principle ‘of experience, R
4 ‘ l B i
performance on the Jjob, length of service, good conduct,

relevant qualification etc. ‘ ‘
The Jjunior staffers, on the other hénd;are appointeo, !

‘dlsoLpJLned and controlled by thp respective local oveznments
i f

under the auspices of the Junior Staff. Management Comml*tee\ :
- . | . b

. ! | \ !

{

{JSMC). 1In Nsuxka Local Governmsnt the JSMb con81sts of er
. I

! . )c‘ ’
representatlve from each department of an4off1csr not'below.

: l g i

grade lovel 09,' The JSMC . 1s headed by tho head personnel

“nmanagement (HPM . The commlttee determlnea all oersonnel

% - !

\

matters.of local govsrnmenﬁ employees on grade leMQ;NOI - Q6.

3 P
[ \ ‘ :
[ i t

i : . ! |
2.4 @ Cuidelines. for the Efiﬁ‘ue&:&va,;
Performance of Local ’
Governments imn Niseris

i

. . .
| P . [
i

[ : ' : . . - -
; : s I P ' - N
s i i

The ngsrlan L0oal Governmenf serv1ce 1s a component o? hp

. . . |
public bur aucrdcy, much as it is- Government by offlces U

(bureau) . Like their colleagues in tﬁe oivil service of the’

state, local government operates within specified guidelineg™

and in mooordance w1th.the dlctates of the- bureauc”atlc ideals

as enunciated by Max Weberﬁl According to-Weber, modern\?@

1

officialdom functions in the following speci flc manner:. . |

.t
|
{

, i s



(2) There is division of labour

(b) Tasks are perfermed by means of %bstraci~ru¢es 'f-qﬁ

— SN S |
(c) Members are accountable to superiors in a structure of
i . : , b R

hierarchy.

|
. I
(d) Authority is ugually on éxpert knowledgehanﬁ sémetimés

senlority.

y R
(e) There is a chain of command in which authority i%

d

_dgsignated:from'top ﬁo-bottdm.
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i
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(f) Business is conducted in impersonal manner.
: e ;

(g) Enployment is based on qualification

(h) Promotion is ‘based on achievement.%hd seniority. ' 1 |
Y Q' . e - .

(i) Employment is viewed as a life long careerw .

|

. . ) n 1 ' ‘ | . i
(j) " Remuneration for employees are by neans of salaries,

!

(k) There is recoré keeping by'usg of files;’ ;} ' 1pf§

|

i

R

° '» Lo
oo
S

| — ’ | {

l L

(1) Position is sepératEG from the inéividuals éo?thatlif tﬁé

s

: . ! ' o
individual goes, the position remains. - |
: : i

|

i

-
i
i

1‘ ' 1
However, .in view of the peculiari

government service, and 'the felt need to

utilization of the scarce high—cali%re'

available and enhance the ability of the

i Lot ;
1
A
. . ' )
i ‘[ %
| b
iy . [
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! b s
v i‘"‘; | i
|
i
! ! !

i‘ T :
ties of: ithe local

i

v

pursue 'the maximum;

i
! H A
f

manpower resources
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local government
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I
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01 - 06 - 2 years winimum
07 - 14 - 3 vears minimum
L1500 - i6 - 4 years minimum

Criteria for promotion shall also be

(i} Basic qualification f

Evaluation Reporl !

| -

(APER))
Inté;viewuperformance'

(iv) Additional qualification/cognate experience
. . | _

(v) Seniority
The above criteria are normally weighted as follows:

®

Performance - - - ~ 90%
InteryieW~ - - - . ‘ 30%
Additional‘qualifioation/exémination~ 15%
Seniority .- - - o 5%

Where additional qualification/exam%nation. is noth'ap~w

shall be increased by 15. Similarly, in cases where'intervie

. [
is not applicable, the weight for performance chall

'

increased by 30.23

71

(ii) Performance {(as Assessed under annual Performance

applicable criterion, then the weight assigned to perfé#manée .

be.

-

|
I



In fact, several of these rules apd regulati&ﬁs géplies

to wvarious aspects of work and are @ade to guide workers

' . ' . v

achieve maximum efficiency: in their ‘work. The exgectlve

' performance 6f the public service of any néﬁion is therafofe,

esgsential for its development. Quch pprformance%,.thls paper-

.v
H

submits, depends; not only on the strlct observance of the

_ ; ! |
rules and regulations of the organl atlon or even ' the

P
U

«

— : R

knowledge and’ skills of workers aldne, but also: on the.

perceived cultural attitude of the peopie ih relatiap tb thei?;

organisational reoles.

2 - ‘ .
I.5 Percei w;emﬂ Eh9azmai_hxurtmﬁ'1é355 of ﬁﬁheﬁ
Local E%cwv*>rm1mme31ﬁ; ﬁﬁgmzwvmgc@a\N

Local governments are closer to?the peéple'tbén'bbth:

federal and stéte gévefhments. They are theréfgre-exppsed to

greater public scrutiny and they also operate im a closed

social milieu and ‘are more susceptible +to pressures and

criticisms. ' P i -
' B i

Somehow, it also appears that key feéefalb and state~"'

tv

.political

i
:
8
t
£
H

functionaries have a relatively "greatér

sophistication and avareness than their local gove“nnent

i

\
'
\
i

[

by
;



' i ' .
| . ' o f |

. L | J 1 ] -’:_ [
counterparts. Majority of .the employees also have low level

education and are mainly drawn from villages %nd towns:within
R i) H N

i H
. l

the 1local government. There is’ no! adequate' chepks‘ and
® N T o ! ) ‘

Lo o 3 Lo ; .

balances. Local governments also does not have . th game

degree of responsibility ~and aufhoiity nﬁiﬁh, the 'state
governments, let alone the federal ﬁovernment whlch 3'g the

l

sovereign authority in Nigéria. In fact».one|of th@ greabest\

1

p011t to note about local gOVDrnnents is that the" are alwayq

'
)i

subjected to one form of ddmlnlﬁtratlve ex p rlment ov the ..

o

@

it
|

other. By the time this field research was conduct?d,‘lqcai

‘ ‘ oL tE

government was essentially autonomous., At compilation time,
. - . . \ . [ 3 v

the autonomy has been scraped by the successive-.government.

‘

The power to act is therefore, highly skewqd in favbur,éf.the

federal and state governmenfs,' Flnanclal}y, very few cf thei

» 1 i , i

local government's could by the Vl“the of thelr 1nterna]3yuf

t : .: i"

‘generated revenue be self sUstaining. Magcrltv dependo‘on

P
|

Federal Allocatlon. Those: who form the- cllentele of lccal‘“

|
i ¢ 1,',|._ i

governments are malnly jocal people, the peabants and!the poor :

!
|

who do not make tbe 1aws of N gefia, whlle the cllentele of

state and 1ederal govcrnmento are essent1ally urban ellteb and

the middle classlwhb,make,bhe laws of rthe land.‘ The '

1
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implication of this is that the autonomy of OCdl governmen

[ : ' ' . ‘ ».‘;
as was witnessed extensively during the Babangld& reglme Eas
! i : i
8 ¢ . .
. o
restricted to either_ln consequentlal:sectors Qf the economy ’ii
i s \ Lo
: SR ‘ B S
or to the cruc lul 1unct10ns thhout Lhc comnensur te,ne&ns of -
a . l y . ' b
performing such duties.: And because of. their:s nature, Size and ?ﬁ
. “’]' “ f \ ’-,‘f 0 H *'A ! If "
weak financial base{ most of Lne local gov ernmentb dc not Do
. ; g . t
: H l ' I I H : . I
require elaborate and complex admlnlstratlve machlnerlés fén\gﬂzﬁ
N RN
~ a 4 "! : P
, L. : cife
the time being, since it is moct clear that most of’t em are Eot
} i ]\ 1
unable to attract and retain high 1evel manpoWergthat?canvMﬁ
- ' : e L
B ! . ' : . , | e
sustain the types of management machinery envisaged by various j ;
reforms on local government. = L o : J '_]p]
’ ’ ' ! A - ]iﬂ
Nevertheless, as long as the poasants and M;h rural';i-
e : fo KT A Y O
,v| tod

population of thls countr} who are supposed to bbnefwt most :jL

from the functlonS‘of moderﬂ government nemaln 1gnordn+ andf‘
\ , | l '

unskilled 1n the performance of functlon 01 modern governmpnt,'
R B AP T S

S i

and have llttle or no control over the. magor EPSOI?CGa, loc T
o

' ' ; ; 7 'jff'!
governments can not be anythlng bettcr.ﬁl? i Y . Eho
| " ‘,4 . . \l, ! o P :‘ . . ’:' v oy s
. o i st \ H [
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3.6 Bases For The Exl%tamwe 'mf‘%
Eﬁm&fz»rmm&z]_ (}Kwﬁéifﬁljasiﬁilﬁiﬁn R S
o : e
, , c ; ;* " - LK o
- i . R { ' .
~rmal organisations arls'fout of, and are ﬂecessary tog
‘ ]
sations. Accordlng to Bernard 1nforma1 I
) ) , n p T "“{ .w-’“, I
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1mpl¢cat10n of this is.Fhat the autonomy of kocal ﬂovernment, f
as was w1fneosed exten*wvelv durlﬂg the Babaﬂglda regime was I
I foo o i
' P

restricted to elther 1n consequentlal qec*ors of Lhe economy | '

or to thé crucial fgnctions withcut thefcomme% ugate meang éf ﬁ
! : ' o
performing such duties. And chau se of their ﬁafurc, size’ ahd i
; e : o

weak financial base, most of the local,governments.do!not'
| i .

require els borate and complex administ ?atlvejmachlnerles1for

the time being, since it is most clear that most of them are

i

unable to attract and retain high level manpower that}canp

sustain the types of management machinery ehvisaged by various :
i P Ty
reforms on local government. * ' i L
- . ' ' i v C ! Co
Nevertheless, as long as the peasants and_the rural.
. [ SN o P

]
population of this'country'who are supposed to benefiifmoétf 0
{
i
]

from the functions of modeﬁn governmpnt TQMuln 1gnorant{and
C |

. Iv‘. )
uns Llllea in the performance of Lunctlon of modern oovern enL,.

and have little or no control over the major reséurdesﬁllpc&l{‘j
governments can not be anything better,. ? L e >
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3.6  Bases | For . The Existende
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Informal organ;satloHSjarlse out‘of,
coa A
“ormal organisations’ Arcordlng to Berﬂard,l Lnformal
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1 N ' i 1 1]
organisation is so much a part of our matter-of-course

intimate ‘experience of evervday association either . in’

connection with formed organisations or not, that we are

involved. Yet it 1is evident that association of persons in

i ¢ .
S . \ o o R ATV A
connection with a formal or specific activity -inevitably
- . . S \ /
o . : Ve ) S T N
involves interactions that are incidental to it". i R
. : - a8t . L ; “ N

N '

Thé informal relationship‘established'btheen péople,in”

an organisation become a very important part of .our existence,

i .
basically because many of our motivationa}, forces finds

i

I

unaware of it, seeing ornly a part of the specific intéraction

satisfaction in these relationships. Our urge to belong, for
- i - v | ;

} . ! 3z -

example, finds satisfaction .in many. informal-.groups and’

cliques with which we .associate. Perhaps,!
: e L oy

regulations of the formal organisation-are Sso iFstrlptlve that

. . ' P | . oo g

. ! g

our desire and recognition is satisfied mainly by the accord

the rules %nd:

given to our skills, talent and abilities by various friends .

and acquaintances in the organisation. ’ :
) : ' ) : ‘ Jo

Therefore, the search for security and prbtection usually.

leads to association with others who face the same challenges.

Rather than face the chgllénge alone and feel heiplésg‘in 5o

doing, the security{'assistance and protectién offered by théy

! ’ . i i
i s . ) PR . i ! N
i o D e

f.

'

ot
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group is.usually‘sought. Assistance may’ be simp ly lendlnd_a

helping hand to those needing advice about’the jobs, lendlng .

tools or. even cooperatiﬁg to vcomﬁlete a ljcb. iﬁeed

satisfaction ‘and security against unrua%onable denands fro

' .

management are common group goals. : *mﬁ“?

r

. : ,! -
Indeed, unions are ofteﬂ the resul& 01 al group s' feeling:

‘ 1. N NI
\ , j

i
I IR
:

that managementﬁmay>threatgn its established exp e#ﬁatloﬁs\

| I .
1

. S R i )
concerning fair Dlay, overtime, treatment of enployees} and

the like. The Nigerian : Unlon of Local Government Employees e

(NULGE), for example, - protects local government st affifrom

'
i | i 1

management and ensure thmt workelq r:ght and Qntlﬁlemenus are" i
- . ) ;! L ; i '
iN , ‘ l '
properly made ava}lable and when due.,' S A

G l

]
Closely related to nced satlsfactlon, but‘morp a funchlon
of the formal division of wo&k, is:the natura i eréctidngaﬂdii
P ' |

! | . -y’ . Ny

communication when .peocple are in conﬁac£‘w1th one' anothel.
Because of the proximity”,of people worklng together, the '

demands of their job, or thelr 1nierobt'1n o”ganlsaticnalf!”

activities, employees must communicate,' Note that in doing'.l\

¥
1

the same or related wOrk,;for‘instaﬁce,:foﬁmS'bf bohd‘bff
B . g b i . 2 pe

: | - . = # i CEE
. b . b RO B T
common interest are createde Employees may have jlunch b

[
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Those long established relationship outside the formal demands

of the organisation are known as informal organisation. .The.’

informal norms and reference group .are, a powerful forcg in

P - : o :

| ! " ‘v v B L - " !

work society. - They consistently guide opinion.’ ’"Indeed,
L Ly ‘ |

e;

. | .
informal organisations can be just as autocratic, destructiv

: < . ot
and -conforming as formal ones. This possibility is héwever,

RC L

expected, after all, both groups are made up of peeple:— often\;‘

1
f
i -

of the same people.

Many informal organisations are formed and continue to
. . ¢ N M [
: P

function because members need to know about the-organisaﬁion,

\ : , . . , CoL
departmental happenings and so on. As employees continue
. - : . . P

working'iogether and build interest énd friendshipibonds,

communication increases.. And if formal communication channels

'

do not provide sufficient information; the informal network

are created to relieve the ‘information hunger’ of emp. >yees.

Commonly referred to as ‘grapevine’, informal communication

network carries work-related and non-work-related
‘ - .r . ] . ;
1nformat10n.2J ‘ e

Although there 1is a tendency to consider informa

organisation as a phenomenon of low-level employeés, they

exist in management level as well. The function of the
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informal group 'and. the # ason fcr tnelr' etlbteﬂce‘ are
‘ o0 ’ : 2 A
universal. In this régard, ,therefore, every worker including .
| . Lo
‘ . ' Lo | TR
supervisors and or managers as the case=may be,! are partlwf‘at
. . s . t
least one informal groupa : ' Coa N O

It is also pe;tlnent to note that 1nfo¢”a1 urganfsétion
! .

is indefinite aﬁd rather structureless. it haslng d;finiﬁe

' S W : A
subdivisions. - "It may be#gegérded as a‘shgpeléssyhasé éf\
quite varied d;nsities, fhegvariation in densgty beiné'feguit
of external factérs aff%cting the | cioseﬁessgvo?:rpgbélel

geographically or officially into contact for conscious joint
N " % ' £ 4 ; S
accomplishments™ 4

. W, ) . : v -
.. K : . . . i
The magnitude of numbers involved in 1nformal' elatlons

vary from two persons to a mob or crowd. The characberlstlcs

of these contacts or interactions is that'bhey occur and
' ' ; | ‘l:?ﬂ [ P
. . , ciyn ! : o o, . |
continue or-are repeated-w;unout any specific conscious J int
; ‘ N T
purpose. The contact nmy‘ be accidental qr:'incidehtalﬁté.

] ; i“v B 5‘1,.,',.’

organised activities, or arise from some pe“ ona] desxr ‘or
. . z
. . . : . | . . . o
gregarious instinct; it may be frlendly»or hostlie,”‘ ah

B .
‘

Members of informal  group usually intera
another in face-to-face relation over an extend
, T S

|
time. They‘diffepgﬁtiate themseives il

5"[':
S
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‘ s . . L Co Ay
around them, who are conscious of belonging to the group and

whose relationship with one anotheﬁ are taken as an end in

] : B v .o |

itéefl_‘fa?’g

. ; S ; P :

Group standards of behaviour pervades ; thé informal
organisation. They can take many , forms-Jlike eating lunch
together, following certain customs, dressing style
1 : II l

h

|
I
|
i ! ! . .
Management -may either benefit or'ésuffeq"ffom the ' groups.
: G behe { : : LS BIBUPE

| b

2

~ 4 . - . ' . .y . .
standards and groups pressure to conform.! However, it all

depends on how close the goals of thé group is'éttuned”td:that"

of the management.g 4 , , , . |

Ordicene also noted that info;mél groups 'overlaﬁ'gaﬂd

(30 . ! !

T O

' ' i ' ) | o [
people can belong to a number of informal groups - 'a fact
. . 1 v LT . ' f
. N B . : v ) )
. i ! ' [
which sometimes cause stress and conflict. When an. individ

is a member of two conflicting groups, he will éxperlience

emotional gtrain which hé will atteﬁpt to féduce=byﬁrésdlviﬁg,
. i - 1 P

. : O
of the group to whiéh,hé' ]

. 1
. ) |
the conflict in favour!

closely tied.V o P

Nevertheless,the fact to note is that factors outside the

v '

- i . ‘ S B '
organisation can induce -the formation of-infermal'groubs in .
\ . ' -t I R : oo et

. 54 S

organisation just as the ones from within. A contrasting new
' ' : - f P
form of informal organisation therefore emerges when the .

b
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socio-cultural values of the society 'is not.in conformity with

those. of the formal organisation. The result. is an.amazing

i;

- | R L . %
new phenomenon of informal organisation, not 1mme§1ately‘

understandable. Informal organlsallonq are bhersfore enhancedj

in such a way that it essentially determin§§ who does wh;”,

when and how. ‘ C y oy
’ ‘ ' . : i : |

: I . >
Indeed, this is the pattern of :informal organisation {din
' : - ! ‘ ST
. . o s . < /N ok i,
the developing societies, like Nigeria where' burcaucracy i

0]

)
sy

poorly integrated with the society;%thereby making informal

asgsociations dependable  vehicles for the perpetuation of

:
i
i
|

-

' ; ) o o

particularistic role demands. | o L I
' s ' . ? 8 ' i [
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 PRESENTATION AND ANALYSIS OF

N . ' - ) . ) ) } . T i ‘ ir
This report is confined to the analysis of 'informal
: ' l : ¢ | .
\ . ‘ Lo
nts of organisational performance in
: ! L |

Nsukka Local Government Council of Enugu State. B

organisations as determina

1
1

In the first phase ofithis research which was eséenﬁiallﬁ
DR o ' o " '\

1

N . N Le i . N :
conducted to enable the researcher gain an. understending. of

| L
the phenomenon of informal orgenisation so,as to be able to

i

formulate elaborate research questions relevant to this work,
' a ’ S Lo
a total number of  sixty eight (68) respondents | were

LB ' . Ty

. . B P A o
interviewed. The selection of the respondents-were based on

a probability sampling technigue. ~Thisfm§ané'thatgéé%%éin'

Lo

categories of respondents were selepﬁéd i, fTor a. , more

'

representative sample survey of staff in Nsukka K Local
. Co I Ty
Government. ‘ .

I
[

|
b
: ¥ ‘ f R R
The table below indicates the tot@l number of respondents

selected according to theéir rank. ! ' !’ . o
: : . .o coE ' o
: ! | ‘E* - ‘ L :
, :: ! | e,
. ' ! 4 : .
! ) : vy .
o IEIERE R
~ | I -
‘ S b
i ? ! oo
A B ¥
! b ) o " | i
Lo @ . o
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Distribution'of Respondents

[
i
1 0
|
L
Co
o
| i
5, g"
[
!
i

[

iy

ank by . n'

01

those with grade level 07 and abové were
ranked.

represénting 41.2% of the sample areflowfrénked;_Zl (30.9%)

The table above indicates that reépon?ents in grade level |

- 04 were considered low in rank, 05 -

Generally,

a2

|

{

middle ranked and 19 (27.9%) are high.

Table 2.1. ﬂ »
- Department ‘?? | TR
v ] L
| LOW MIDDLE | | HIoH R
DR 01 - 04 05 - 06 | 07& Above ,T??é%
Personnel 5 4 l”5 o 414‘
Works 8 4 S ‘10
_Finance & Sup. 5 2 33 107
Bducation : 4l - 4 : §2 10* -\
Agriculture E 4 3. ’ 3 10 i
Health . 4 4 é L2, fidﬂfj
| TOTAL 8 21 19 68
Source; Questionnaire Response; | |
; . Te - 0

06 middle; while

considereaf high‘
. : 1o :

tal number .of 28 respondents |

L
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It is pertineat-to note that res@lts obtained frqh.the

: . oo -
i i

'

first phase were very useful in the formulation of theimain_

| ; } i

research guestions'nf this work, upon?whlch the Hypotheses.

( ) L N ,
: » La s ’ ;

were tested. , | ; ‘ Co Lok CoETy

{ \ . e, ' i

;ﬁi}ﬁﬁﬁfﬁéﬁ ?FE&[&W’EQEE@ O @EEIE3335I63 .ﬁﬁig§E§§§

I . ' , ‘./-i- Ch
.. i - . I ;
Thé questlonnalres,were admlnlstered to 351!workers iny
Nsukka Local Povernment Cezn01l ' Addltlonal hand E ﬁére"

employed not only Tc he]p administer fhe qnestionnalres but

'

also to help interpret the]questionsiin vernacular Lo some

i i ic o

respondents whc can not read and write. R o
. . : ; 3 i ( i}
It I X

To ensure -a fair percentage of returnss't‘

T

assistants were assigned to administer the questionﬂhirés

H
)

4.

department by department. Consequently7 a totdl number of 87 -

i

l
questionnaires were returned.‘ Out of this numbéx,

onlv 175[
v i ‘.>!' I [ H .‘I
i .{~

were usable bncaube the rest were not filled acco“dlng
i

jl i I ., 'Y’[; . '

instruction. The percentage of uaable returns ]s L 4.9%:.

e’ research

The Table below indicates precisely},théffnumbey of

‘
t

questionnaires served, the total number and_gercenﬁage of

questionnaires returned. T o
i '
- . - ! AR
' ! ) ' : ' : :
< SRS
o i i l ‘ ::i
' Yy i '



Table 2.2. The Number of Questionnaires Administe
and the Number and Percentage of Returns

) i oL | . I ‘ 1
i
- ; [

i 7 1
3 LI}

The table Shqws‘that a totai of§351 quéstionnaifes wc:a:re'~

administered to thé sSix departments éf theéloéallgo§ernmegt;
The percentage of returns was alsc %eflective o% the.btaff
spread acros§ thé various departments.of the 10051 govgfnment.
Personnel and Works departments have the highest percentage éf
returns with 66.2 and 63,1 percent réspecti?ely.k'The,léwéét
number of feturnéfwas made by Agriculéﬁral deéa?tmenﬁ'with‘19,

s R

out, of which 17 (35.4%) were usable.:

!

|

o . '

' , [
T

|

X No. of ' | Total % of = |Total No |% of |

Dept. Quest. No. of | Returns | of , usgblei :
admini. | Returns .~ | usable ‘Returns

. ! Returns Y|

Personnel 68 45 66.2 ‘\KZM ‘{él,8‘ ‘

i B . ! ) . t : A o
Works 65 41 63.1 38" | | 58.5;,
Financeé& : - f : fﬂ' \
Supplies , 60 . 30 50 | 27 . 45 Y .
Education 60 ] 28 46.7 25 4.7 . [
Health 50 24 48 | 23 46 5
Agric. 148 19 39.6 17 35,4

; : ~ | T : " i

TOTAL 351 187 | 53.3 172 - | 48 | o

. - - i ] } e ) y
"Source: Responses from Questionnaire | %\\J !

} . t . . . .~ . } ity Il ‘.:I.l\*' ]
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P

Educatlon is an 1mp0rtdnt Lndex of nodernlsaalone' ;té“;
influence ﬁermeates all fgcets of human endegyour? 1; makes
a man to be critically awaré of his en?ifommengg éﬁabiingAhim
tb relate cause and effects in a sociélij poli@ica; gﬁd
econ@mic contexta Indeed, an educated man is?ratiénél‘man¢; 

]
' l" g |!"
L L . . 94 : : b - ‘
The Table shows the distribution of respondents according
, : , : -~ SN T

Lo ¢ L !
N . N . ' . . . i ¢ | |
to their educaticnal qualification. ‘ x :
8 < ; .
! y
i i
' e o

Table 2.3. "Level of Education of Responden;é . 5&3
i Dcpartmont -g T e HP O

I —~— i
el .

: DEGREE | NCE/. | TTC, | FSLC | | No. ' | Totall|,
DEPT. ./ HND | OND WASC, | - . | FORMAL | .,

| | , .| GCE . 1 EDCANy |,
Personnel 5 | 9 18 i 10 I 42 i.
| 7 | 21 | v3 1 liag

i}

o
Lo

WOrks

Supplies ' 12 P Loy -

11 o
10 |
-
63

Education

E- N IS I

Agric.

3
5
Health 2
1
0

=3 jo = v o
i
hS
o

DD
¢ 0] [N
W

TOTAL o2

P Sourcé: Responses. from Questionnaire .« * i ]
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: iy '
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The table above shows that a total number of 48 nerson

representing 27.9% of the respondents poséessés,highfléyel

education. Sixty-three (36.6%) of the respondehté have middle

level education while 61 (35.4%) have low level &ducation.

The highest number of réspondents, th?refore\possesses middle”

N e X N - I | ) ! , : .
level education. Only 4 (2.3%) of! the respondents had no !
. ‘ ‘ ' ‘ . /” .
formal education. E i : Ly

1

Perhaps, it is pertinent to obSerVe at this point tﬁat
! ' ¢ L !

most of the respondents who claimed to have their first Schooi

leaviﬂg certificate nay never have actually compluted thelr

primary school é@ucation. Some of thcm may ‘riot have even gome

to school at all. This point stems fxoﬁ the fac&\phaﬁ‘some of'
K — . :

those, category  of respondents can not evern read-or?write.j
. ' i ! . '

X

Only four perscns, representing an Ln81gn lcant per eniage?

1

. ) . ' ot ! I 2
of the respondents -indicated that they;_have no foymal
_ - _ - o]
{

education., : S S

'
3
i
i

RESPONDENTS AGE e |
‘ . R Coe

H
1

Age 1s also a useful index for measuring individual-

performances. The fact 1is. that, as' one grows/‘old ’ hlS
e N L - 5=. . ; 'L“i”

effectiveness in the discharge  of his organlsatlonal dutl s
. / T N . . . . o |

[ : u ; R R
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diminishes, why age is used as & determinant

This'is

retiring workers in th‘= service of any organlvatlon,

‘ * ' i

As .a background information, the data collevted cn

are as follows: I | ,,:.
Lo
. | §

Table 2.,4.

Age

Distribution of Respondents by‘ngartment
-:I' i ' .

Bl

h
I

DEPT.

20-29-

40-49

50 AND

| TOTAL v

fos
(e

[Ny
\.I B

el

Personnel 6 - ‘ 42

Works 1

(o3
o
<
=
-
(Y
W
[s.)

Finadbe& ‘ " AN 2  ¢} ?, Ly b
Supplies 2 - 13 ' : N A&

iag
23
17
ry

Education 1 58
Health - & 12

>
!

B I o e o)
-3
!

(421

Agric. - 4

1
TOTAL 10 52 68 | 140" | iz

Source: ‘Response from Questionnaire ;. . . {/ |

“
|
t, '

The table above, 1nd1¢aLes that the hlghest eoncantratlon

of the respondents 68 (39 5m) have their ages! between 30 - 39

. b
..,.‘K . I e

23.3% of the rospondents have their ages betwecn 490 *‘49 whlle

only 1.2% have their ages between 50.and absvef

| !
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In?facty the wrong view held by people ip.this éart of

i . {
[

the wo#ld about retiremeﬁt ‘from the 'sérvice of  any >

organis%tion is;very.unforﬁunate. ' This r%ndéré t%eigata ‘5

collect%d on ageisus@eptiblgf Most oE Lhe %esﬁondeﬁtsQwho ‘ r

indica{éd that thelr ages are below 90 years. are,mo;tlg glrlq

who mayéiﬁdéed be-above that age. - Equq]]y, veryim%ny pﬂd fgﬁ
| i !

people. would clajm thah they are w1th1n the aée brackéf of 39\ |

- 39 years or evén below with a view to retaiding themselves
in the council. In the actual fact, many of them are much
, ‘ : P

older than that.: Although appéarances?most timeg,is<hot a -

good measure foriones age, it is not iﬁ an‘apparently glaring ji
. i ; 3 b
cases. Many of the reopondents who clalmed to be. between the

] i
i

ages of 30 - 39 and 40 - 49 may indéed be’mbre thanjfif‘y

vyears cold. ’ , ‘ i o
P i
N T I3 '

L
X ; L ;! L o
The researcher’s data on age is therefore | very
! ! ! . : i R
: j . .
|

unreliable. : A Co

c AR ‘ .
s ; )

: . i o ; .v' '
To test the hypothe81q that msmbership of infcrmal

] -

1
i
{
|
|
i
i
|
I
I

HYPOTHE$IS 1

organisation determines the re]atlonshlp ‘that exists batween
workers al. various ]evels of the organl sational hlerarchy, the
‘ | .

following operationalised quegtlons were askeg. ‘ )

i ) :i:‘ ! . !
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Table 3.1. Perceétion of_Staff Interacﬁidn &:Relation$h§pﬁ

S/N.

Factors of staff A AGREE . UNDECIDED DIS@GREE
Interaction " No. % . No. "i% No.| | %

o

6.

merit. ; 108(62.8) -39(22.7) 25(14.5)
! : . T J St

"af the local govt,

Relationships that o o
exists between D }ki'
workers are enhanced P
by previous-connection y@

o
i

than existing work . | .
rules 132(76.74) 26(15.12) 14(8.14)

' ) ) . T
It is not always ' ‘ e ¢ I w

easy to respect an -
officer who is much P
{ |

younger and/or not ' e wolor
married. |  93(54.1) ° 58(83.7) 21 (12.3)

v Lol

Respect for elders is _ A T Jd\g

one of the local gover- !

ment service rules . 59(34.3) 66(38.4) 47(27.3)
. L -
Workers behave dif- . S P |
ferently when they ; P ' . ?
encounter someone
they know previously ; - .
in their office 125(72.7) 25(14.5) 22(12.8)
: : ‘ |
Employment, promotion, . I
postings, etc. are ' ' C e
usually achieved - .
through informal -
connections than by

bt

' [
!

|
. I

The principal officers
of the local government
prefers to work closely . , r .
with those they know ' '
previously than those
officially assigned to

them 61(35.5)

96(55.8) 15(8.7)

Ones previous rela- _ i o o
tionship with the : J R o

principal officers. T O

L
i v, . I
' ;

affects his partici-
pation in the work - : A ‘ .
of the council 80(46.5) | 73(42l4) ‘19(11.1).

Source: Rce¢sponses from Questionﬁaife_ ! L_ ;i
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IT is the:contention of many mdnagement scholur‘ that ;

i T,
relatlonshmps beLwe n workers within;and across thervarious
: ' . I S B

levels' of the organisational hierarehy depended fenjtheiri

. : ) i i
proper’ functioning - on unive reallstlc.: rather .| than !
. 1 : . ' .. 5
- particularistic role demands. That is,-;g order for the

[

. . . N Ny pa L L
various role structures tec function effectively, tpe behaviour:

‘ , [
i , Coa ] ; :

of workers must be based on standards defided in complefeL& 1
: T : : by i |

o - C :i| ! i

.

; ‘ PR : L ! ‘
abstract and - - generalised terms rather -than, onllspec1f
) D TN

i

personal relationships that might "exist  between 3quersfﬁ’

-~ .
o i

outside the given organisational - context.! = .The most
1 ' . i L e !

" o . : . . e P S o
significant thlng about thls requirement 1S,that3 ifhit is to'd

' + .

=

% .
occur, workers must be able to separate Lhelr official roles

| C T f : L

from other social roles. In other wdrds, tne ope;adhve role-q

sets must only be that whlch is relevant to organwsatlonmi L
g [

functioning.

!
, ) o oo
! o . o . ':W;H
I A ¥ V
o . ;
Unfortunatbly, workers in Nsukka Tocal chcrnm

oriented toward pefsons and not rules. THJS view . 1% ref e ted

|

in response to various questlons asked on the subgect In
fact, 132 persons representing 76.7% of the reop0ﬁdents agreed

g J— ©

with the view tnat re]abloﬂshlpe betwéen: workers are ennanced

by previous connections rather than ﬁhe exiétihg Wdfk,rules;
. . . } : R H " !. P S
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H

26 (15,1%) of the respondents were undecided while thélrest 14
persons representing a very small pércentaéé of the sample
population diéagreed entirely with the view. The poipt to
note is that the various traditional Sociétiés in Nsukka area
in particular and thg Igbo spéaking peoplé\in genéral'are

organised around such social values and ideals as, honour,
g ;
prestige and respect for elders. Consequently, occupants qf
. . : . . . ; - : ;

various bureauciatic positions are rated and considered
according to such traditional principles and values like age,
sex, marital status. Less consideration and emphasis are

given to such bureaucratic principles like experience and
- " ® - ' . '

educational qualifications. _ —_

In the circumstances of this nature low status Qorkers
with little or no educational attainment would expect to be
respected adequately because of their age. - And 1érgely

because of the high degree of émphasié.on_respect for‘élders,
ions .

i

such workers hardly accord respect or even accept instruct
| . |

from the superiors who are younger in age or not even .married
‘ , . c
for that matter. This point was made clearer whenzq high

5] ——

percentage of the respondents, (54.1%) agreed that’ they find

it difficult to yéspect an officer who is much younger. than'
. ‘ T i e 5 "



.constitutes'one of the prlmary rul@s of a functlonln puol

Cos . : [N T R
. ‘ - j
1

: . ; e )
: o . [
: i

P

Y
| b
them or who is not even married. 58 persons, regresentlng

| . , . | i
33.7% of the respondents were undecided while . 21 (12 2%)‘

i
|
B

disagreed. The re1at1vely higher Dercentade of regpondenus

N

BE

who were undecided could ‘be explained, éspeciallyﬁas nmst

! v i . ;

i
'

people do not_usually want to air their views on iséués *huy

‘ , ' S
are not particularly too sure about. ‘f ’ Pl i
; 4 '1 I' ' !

Thehfact is that the strong sense’ of 1oyaltv ana rebpec

; B : ; . M 1\
for ielders’ are shown, -out of sheer nablt @ndf custom.

c‘t_ S

i

Unfortunately they run contrary to the bureaucratic'éules and;
' . ch ; i R

- ) A . [ T
principles. Most workérs even think that respect for elders

ic,
- ! ' i' ;
. ) . A3 . . i
service., ; In iacty 59 persons representlﬂg over 34 percent 0

i '-»._\ o )
' — LI

the respondents agLeed that reSpepf for elders is"oﬁe of the

local government service' rules. Although bhis;,cag- be
B ' ‘ |-

1 . ~
. - . i . ’ R .
explained as ignorance on the part of the responﬁgnts, the

‘. - ' . i
|

relatively high percentage (38.4%) of reupondeﬂts mhd'we%
| . F "il :

‘ . . . . ‘ . v M P . /: v
undecided is' very difficult to explaln.‘ However; since-

. ' ST
. . . . . . . ; | - PR
indecision is a state of not being able to make up‘ones mlndr

on two oppééing views, the likelihood th t ma y of th

RS SN

respondents, if pressed upon, can agree 1n thb v1ew can’ not be

doubted. Only 47 (27.3%) of thé respondent disagreeé{entirely

with‘the view. :> ’ f R
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The peint to note therefore is that most workcrb can not

even differentiate between the ruleb and regul t néiof theip
. |

forﬁal organlsatlon w1th‘those of Lhelr tr&dltlgndl 3001et1eb;;

. P

In fact, mést workers' do accord more respect Jto ‘theg??

traditional rﬂlers, even.in the Eureaucratigmsétting‘mbré théﬁl

thei} office~éuperiors. To this énd; workers do abénﬁon tﬁeir
1 :

0111c1al aqsxgnment 1n order to accord honour and r;spe tlﬁo

. —i ! ‘ \ :
their tvadltlonal rulers’ and others with "uch pr1v1leges, cnce
they encoupter such persons in thelr office 3 i P

[ i

There are also irresistible tendencies for workers to-
' ‘ !

, v
' . . Vo

' . L SRR toih
‘accord more respect and privileges to those pecple:they have
N e A

previous social LGTaflonshlpq w1th.; Th? aocial\gﬁtractions-of

tme rural hone, for instance,‘is very-impoftantxhere and
springs from the fact that majority of the WOrkersﬁih Nsﬁkka
) k : ;

Locai Government are‘rural born and bred._ hey are attached
; , ‘ g [} \ 5 [ r | B ]

and often iﬁdebted to their parents and members 01 thgir

| L
extended families to the extent that5 khey alwaysv.&nd

o I ' 1
intimately perceive themselves as one:" and 1nseparablé,‘
irrespective of time and space. The r=on31d ratlan of'this

' 18 A.....n-

view point was almost unanimous as 1256 persons,‘fepresenting

72.7% of the respondents agreed that workérs' in Vsukka Lopal
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Government behave differently when they encounter persons tﬁé&l

know previously in the office. 25 (14.5%) were uﬁdecidédf”

i

while 22 (12.8%) diségreed, This makes jplace: of!iqrigip,

. . ) . .
marriage ties and other family ties very important, deciding .

factors in workers relationships with each.othér. ' 1In fact,

¥

responses to several other questions were supportive of this

i i
. i

fact. Bonsideration for employment, promotion, po$tingsM£$r i

Y f ' L

instance were largely based on these perceived social

relationships . existing outside. the o‘fficial‘-‘demands°
. o o ‘

Accordingly, 108 persons, represehting .over: 62%

1 . ; - - P 3 .
respondent.s agreed: that employment,| promotion and s¢ on are

: ¢ H
better achieved through various' informal connections! than’ by
- N ! } . [ b

merit. 39 (22.7%) weré undecided iin their views-whilei25.

(14.5%) disagreed. ' | S i : |
: | : ‘ : ‘ i

i ‘ o S

The organisation of work in the council makes the

. ' : ‘ ; ‘ , ' oo ‘
emphasis.or interpersonal relationship a central ‘normative
- B . . ’ . ,I . ,.-

focus., This is so because the work of thé council resolves

"

around three principal offices namely - the‘chairmén,:@he head
of personnel and the treasurer. These three fprincipal

officers are. all signatories to the cheques ahd -payment

vouchers of the council. 'The impliéatioh of this is that

]
i
I

of. the.
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: Pk § i | ' .
those whe have prev1ous conneCtlon w1th these olecers benefit'

immensely from these relationship. Vlllaﬁe tles, fam31 ties, |
. . . ] [N Ty . ; ‘i'lf

: ‘ | i
colleague and other 1nf§rmal ties largely,; become a°enues to!

¢

win one kind ;f cheap app?oval or ﬁhé ofherib Iﬂ;fﬁis wéy,?
cffiéiallydesﬁ snated rcutlncscﬁ.dlscharglng réspon ibillties'
are uéually abandoned.Z In fact, 80 pgrsonSjreéré en ‘%. 46. 5%
of t%e respoﬁdents .er@ of the ﬁieﬁ that one ;'}pfevi?qst
ios " ;e : ] AN ;l
relaﬁionship or coﬁnectioq with the %r1nc1pa1 oichern of the‘_

J

council cruc1al]y affect his part1c1patlon in the work of the;

council. It was equallv 1n thla sense that 61 (35.5%) of the

respondents agteed w1fh the view tha thelvrlﬂﬁip 1‘offiéersﬁ

of the councidl also prefeys to‘work cloqely with these-who

theyi know pfévibusly‘than with,those offlclali dssigned for

T
B

thatfreSEOﬂsibility. This_mayibe becau&e of tne faﬁ Lhat |
: ' : I H i P : '
i

T
I

their superior officéfsjalwéys like to 'be Urotected from thelr

: " ! “ - I, s Y
shoddy deals. The best protect;on*they need also Qomeifrgm !
those the have previous connection.

! ! | i : 1:1

The_poiﬁt ﬁe note'thereforé,éis that éorkergwexploit
various - informal ;op?ortunity st r#ctures to
. ' | :
particularistic ends.: Those who h% e no prev1oub'connecflon
With_ﬁhevprincipél officers also dg offer gift or<bfibe in !

achiévé thear

\
'

“

o .
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order to achlevez their aim too. In thlb way, -workers

conntitufe themselves 1nt0 lobby groups u51ng paramebers.like

- ::- . i \

place of origin, ccmmitteefof friends, college ti389 family

A |

- ties and so on. : : s | % .

1 . ]1»
ihege iﬂformal organisatJOﬂa determin es the- reiationship that

Iﬁ fact, it is a Wideiy held oplnion that mprbe shlp of

i

w-ex1st between workerq at varioub levels of uhb oiganisa+1ona1

. —
r

‘hierarchy. This view pointlls supported by the data on Table
4.5 (see item 4). WHile 72 7% of the respondents. agreed w1th

the: view only an insignificant perceﬂtage *12 . 8%) of the
[ ) A N i
respondent disagr§ed with. the view. However to estab]lsn the

statistical conclusioni of this Iindings 1t\jm1ght be

! N v :

A ! i
instructive to ‘determine the Q1dn1f1cance 01 the obﬂerved

difference.

t
The problem 1s bhus restated to read uhat the proportlon

of people who agreed with ' fne opinion sbated 1n Litem 4 of

Table 4.5 differed si nlficantly from those who dlaagiee.: The
: . s . ‘ ' b .
chi  square (XZ) statistics for unvaried djstributlcn is

considered suitable to test the sxgniij ance of the observed

|% T

ddata. Nete that to take a decision implies‘whether to reject

or not to reject theé null hypothesis. ‘Conéeﬁuepﬁi?'we have to.



99,
compare the values of thenstatistiﬁs giv%n in the téblefas,
provided by the data collected with fhe vafue computed-witﬁ)gv
statistic. When the computed ﬁ va%ue is up to thé qritical

9 L : D o :
X* value, we reject the null hypothesis, cotherwiseé <ie do not

reject the null hypothesis.

For%ula for X = N . {02 } - N? % .\
. S 1~ : ‘
Level of significance P < 505‘5 o o
Degree of freedom daf = 2 . ;
Computed Xa = 120.1 j ¢ o
Critical x? ‘=‘ 5.991 l T
Decision < With the calculated chi:squ;re (caiL Xt =

120,1) exceeding the tabulated chi square (cr?t. Xz =% 5.991)‘
at .05 level of significahce, the null 'hypothééiss sténds
rejected. It follows therefore that thefe is a ;ig#ifiédnt
difference in the proportion of respondents holding diéferenf
opinions. Tt shows that respondents supports the V%ew that
membership of informal organisationé affects the relationship

1

that exists Dbetween workers at’ various levels of the

organisational ‘hierarchy.
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HYPOTHESIS IT

To test Lhue second hypothesis of ithis work which States

that, "there 18 a {endency for public srrvants in Nsukka Local

Government to shun responsibilities 1f selfish interests are not

represented”, the following operationalised - questions were

'

asked.




Table 4.1, Perception of Workers Commltnent to-
: ‘ Organigsational and Partlcularlqtlc Role

S/No FAuTORS OF INDIVIDUAL o 'RESPONSES_ ' f', w
: AND ORGANISATIONAL .Agree % Undeci@ed-% Disagree %
t. There is bribery and 130{75.6) 06(20 9y 6 (3.5)

corvuptzon in Nsukka ' ‘i
Local Government |
MosL workers would not i
‘heésitate to amass wealth

corruptly if they see the . S I
opportunity 99(57.6) 52(30.2) 21(12,2) e

o -

3. . Workers .in/ Nsukka Local. Lo
Government demand grati- , : | Cy
fication before rendering- a o I \
their service 112(65.1) 48(28) ' 12(6.9)

4. Workers engage in Corrupt
practices because. they are

not disciplined. ' '123(7}.5) 21(1. 18(10.5)

@3}

Workers engage in corrupt ;
vractices because culture , i
demands that they cater ‘ i f T

for a lot of their depen=- ' i : o ‘
dent relatives and ; L I
friends -148(86) 2z2(iz.8) 2 (1.2):

6. Absenteeism, sluggishness o [ L
and/or frequent excuses for : T
work undone are usually ! ' ’
associated with lack of
materialistic opportunities - - S R
in some official positions 88(51.2) 25(14.5) 59(34.3)

{ i
I
b
|

7. Workers shun repsonsi-
: .

hilities if selfish
interests are not . ' L ' ;
represented 107(6232)7 54(31.4) 11(6:4)

8. Protection obtained from - 5
association with co- ‘
village workers clearly
surpasses that accruing
from official positions

._._.._._._._._._.__...._..._-_-—_.__......‘_._....__.....__._.._.___--_...._..-—..........._._..__...-....._._.._.-....-_.‘........;
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1t has been pointed out earlier that fhe des

i

bureaucratic .organisations is a system baséd on abstract'

H-
0
=

;.
u i

rules and not persons. Untortunately, pp rson to person'

. . ; e
}

relationship is still viewed as very primary 1n ngerla.
Most Nigerians retain very strong.tiesfand‘affection for

; : ! g » g
their primary groups,’famillesg kinshlps,-V1llages,.glass,

town communities and fherebv eas11y accqrd respect and,

| !

obediénce to persons inveolved in these

3

f i
atlonshlp out of .
l"f i : Vo i

re
i
’ ; : S " :
sﬁeer.hapit end custom. Consequently, _wquers=v101aﬁe.

I3
1

' Y !

official rules in favour of‘parﬁicularistidﬁ ole demands
H : i . ' |

i

and where particularistic interest are jﬂotiAadequatelyf'

represente d, workers usually shrink away. ¢ THis!view .was . ,
' » O

clearly portrayed when over 62% of the respondents. agreed
7 : : o1 3 A
: ' ' ' ‘.‘ '_1 o .
that workers shun responsibilities wheﬁfﬁdnﬁicularistic.

: g ‘ S A ' :
4ol |
|

31.4% of the

interests are not adequately represented

y
- , I
: . . 3 I, .
respondents were undecided while 6.4% éi sagreed w1th tbe
view. ' |

It is aléo pertinent to ;note 'Ehéﬁn‘where néf;pfé—ni
"Xlgflng perconal connection éf an?léoﬁi f%}st.§?tweenﬁ
~workers and their client, they both usually‘éstég%iéﬁea o?el
, . N R T

through Thp offerlng of brlbe.: Most’ ulmes\brlbes are ngt

. e

‘

offered dlrgctly, depending on ?he magnltJée of the serv1ce

"
o ,|.}

to be deri‘-«"ed= The services of those’ whO knows $odebo&y
: SR [ N

that knows the officer 1n charge are ueually neededw "In
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K | c. L L [

this way, the very many informal opportunity networké of
i C . ’ v

. i . ) P H ‘ S L
the worker as well as the cllent come into play., At othéru s
. ' . !
i ' C | ’ | ' '
the offering f bribes are done w1thout qecrecv.? In !

)
times,

fact, over 57% of the‘re5pondents wéxe of the view that

1 ‘ '
I . ] . 1 i
most workers shall not he51ta-e to amass wealth corruptly ., !

if they see the opportunity{ 30.2% df the respondent’ were
) )

undec 1ded while 12.2% of the respondent dlS&5 reed w1th the :E

s ," t i
- : - ! : ! BN
! :

view.’ ‘ :
' 1

i ; 'J' / . f '

The ex thence of bribery and &al ruption was thereLore\ it

i
'

never in doubt as almost all the r?spondentSﬁgafe their

consent. To be precise 130 (75.6%) of thefregbondents

1

[ i
agreed that there is bribery and corﬁuptioh in Nsukka Local

Govefnment. 36'(20r9%) of thefreSp%ndént%iwé}g'undecided
whilé 6 (3.5%5; représehting én:in;igéificaﬁt;pe;cent of
the fespcndents disagreed entirely @ith the - ie ; = i

lTheréfore, | ¥

R . |
despite the 1ncrease {} 'in ! the

responsibilities and problems of publlc bure&ucra01es,

f

there is no corresponding increase~1n the commitment andf

workers because most oL‘them

social support granted by

still retains strong ties with Fhelr Vlllage of Orlgln. And
since social approval are given tn those 1nd1v1duals whg&
| ther

manifest commitment ﬁo’personal,ties and obligqtioﬁsg

is inténse soclal pressure on workers‘tovutilize_theiL
position for particularistic interests. The@Worker is

: . B
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expected to offer special respect to some becple like the
. |

chiefs and Igwes, and some distinguished sons and daughtefs

of the land. The worker is also expected by the society,

to make use of their positions and make large contributions - .

to the social and ecpnomic_welfarelof their f%milies’and
extended families, pay School fees for thei¥ b?étheps and -
s:is.'r,ers.J pay improvement union fees to the£;\§illageg, make 
moneltary contr;butlon on specisal océaslons llke funnra]s,

weddlng, secure employment for kln%men and so anand so\

! b i

forth. To ladk in these expectations is td<invoke thef

f

condemnaL1on And castigation of ones own people, 4In fact,

48 persons representing 86% of the re spondent% were of the

1 ; } 7

vzcw that workers usually engage .in orrupm practlces

: — !
‘ , : N ,]
because culture demands that they caFer"del their,

'
i

J
RIS ' ! ;

dependent relations and friends. oo

: o i R 0, !

5 .. : . Col . tl . Ly )

The warped value system of the Nigerian sociéty, nq

« i

. : ) : . .

doubt affects public servants greatly, as those wﬁn hav%
‘ , : Sl

1nss opportunities to amass wealth, either becauae of thelr

position or oﬁe thing or the other find it diéencoﬁraging

to attend to their duties. In short, 88<(51,2%)f0f the -

4 ' _ 1. - .
regpondents agreed that absenteeism, sluggl shness | and/or-—

frequent excuses for work undone are usually ag8061ated
. 1 1 ! i
with lack of materialistic opnortunltles 1n some of

L
position. 25 (14.5%) of the responaean were und

e
.

|
|
e
|
1
|

’

I

I
It
I

i

p“




ks 1 Ihs
; ‘ K.
| - ) B
while 59 . (34.3%) of the respondents disagreed‘with the
. i '
view, ' ’ ; o o

e
In the scﬁeme of things, orgahi%atiqnai goal Eahd
o ‘ ‘ i : B
objectiv%s are considered last even though its increased
resp@nsigiiity as gove}hment at the grasﬁroots demands1ﬁhaé
it should be placed'firstc It is in thisﬁmanner %hét

= |

official positions come to be viewed as outcomes, with e ch
L ; DL
person in the council seeing his/her representation in; the

organisational structure as-.a zero sum game. Those: who

. i [
congsider themselves unrepresented in the organisaticdnal
3|

structure may generally withdraw their support or at least
remain indifferent to the 'goals and activities of the
. i' ;
organisation. oo ; ; o !
| C ' : LV
|

i

—_— i

| — e
servants in

Tt is therefore hypothesized that'public

, N g K ;
Nsukka  Local Government ' Council tendi te shun
' i; ; I
responsibilities if personal interests are not represented,]

! Sy . i, ! R
Data in respect of this view point are'presenﬁed(in Table
toy . !

P i

4.6 (item 7). The data show that 62.2% of the,requﬁdeﬁtsi‘

i

'- N - : i » ! ] v: : ) H L
agreed with the hypothesis. 31.4% of the respondents were
; . ] N .

undecided in their views while 6.4% disagreed'entirély‘with
the view. ‘ P : CoE b
) . o ‘ - a ,
{ . o ' : 0
A cursory observation of the result alsc shows that
f : : : 2
there is a difference between the proportions of

respondents holding different opinion on this. It showed
, q
. !

[

o ) o
] L

f
|
i

|
N
Iy




: | i ' C : i
oo | : f Lo !

that a great majority of the respondents suppoftedxthe

. [
view., - However, a statistical test will be necessary to'

establ}sh ﬁhe statistical  significance of the :obserQed

differen(:e.~ i
| fo\this end, the hypo?hesis is ;estated a% thgs "%he g

prdpoﬁmion of respondents holding dif%erent Qpiﬁioné oé thé:

. 2y | o ‘
attitude of Publiquervénts in ngkka Locai\aévefnméﬂt to
shun :responsibilitiés if personal interestg ]apg; not
representéd iiffer significantly"? The test g?aﬁﬁsﬁ%g to‘s P\ |
used is the chi square (Xz). Note that we fejeéf the null g
hypothesis only when it is false. The degree éf:frgedom _
states the number of unique soiutions”that gvaiiablelfor g |
givén problem, “The level of signifiqance glselfixeggthg
probability éf error. § B }

Test statisti& | = Xy !:f Lo E , Z;1y
Level of significance = p: .= 01 : P
Degree of freedom L= 2 %' ] | |

| TR Lo
Formula for X, =, N‘ (02} -N { / g L Cor

, 1. = 1, E ; .?: . .
Calculated X, =  55.7 e | }',f”
. o R

Critical X, o= 9.‘.21 - | i o o

1 S

Decision = There is a significant'difference’iq the
' ' "

opinion held by ‘respondents. Consequently, the ,nhll

' - e S

hypothesis which states that there is no §ignif¥cant

re jected. : . ‘ Co .} . !' ; ; i 5

' ~ R
difference in the " opinion held by regpoﬁdents‘ris thus



HYPOTHESIS ITT . | : g . N R
To test the thirx d hvpotke31q of this workkwhich'stbtesv o

] g coo
that "there is a strong relationship between place’ cﬁ e

origin and membership of informal organisation",| the

H
following operationalised questions were asked}f' |
) Pl | )

Table 5.1 ‘Perception of Workers\Membership of
: Informal organisation in Relation to
Place of Origin . : i . -
S/No Factors Associated ' | RESPONSES . | ¥
with Membership of ~ ;' ; oo :
Informal Organi- Agree % Uﬂd@Clded %5 Disagree % !
sations : '
1. Majority of workers
in Nsukka Local Govt.
come to work from . ' | .
their respective , I o b *J H.
villages of origin., 68(39.5) - 31(18.1)+ 73(42.4) "

2. Indeed, the best
protection the
workers receives ' ;
especially in times S T A A
of trouble, comes ’ B -
from towns people : S B A |
in organisation 98(57) 32(18.6) '

(@]

Workers associate : L R i
more with their R
village people in ' | :

the organisation . - e o
than with others 77(44.8) 22(12.8)1. 73(42.4)

. ~ . Dok

best to belong to

-an assoclation whore. ; L

town people are in N | H

the majority so as to " f P . .

enjoy adequate ' i f P L f

protection . 83(5] 7) 7(4? g
, B , | |

4. It is always the ‘ o % i
!

i 76’44 2)

i ' l" ' o
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5. Because of the :
' protection so ) L L ¥
provided, it is . ; " oo
usually always in . ! P
the best interest.of ' R
members of attend : L
town/village union )

meetings . ~  112(65.1) 22(12.8)  '38(22.1)

| b

6. Where one hails ] Coe
from influenceg his
membership of other j

. informal association 96{55.8)

}
!
|
;
i
{

.!.
f—-

7. Relationship between 1
Workers are enhanced ; ‘ Lo A\
more by ties of common \ 7 ' i

w

IAN]

. —~—~
S rY
- O:)l

oy

g’

“origin than any other 88(51.2) 5(2.9) ‘fﬁ(4559) ﬁz‘

vy .

44(25.6)

8. My best friend in the : f > o
councid hails from the ! L
same place with me 34(19.8) 36(20,9) £02(59.3) -
Source: Response from_Questionnaire Lo i,

- ¢ li ‘A M| I’ ; ‘
! ' C e L r

~— :

A cursory view at the responses abaove indicetes that’
- . i y P : ) b
workers in Nsukka Local Government Council still . retains

’ i . ;A' 1; .
a strong sense of loyalty and identification -to. their
. . ! . PN

1
] 1

places of origin. A substantial percentage of the workers

: : i y '
still come to work from their respective! villages. 68

persons; representing 39.5% of  the Tesﬁgndenﬁs were

emphatic on this. 42.4% of the reépoﬁdeﬁt, however

disagreed that majority of the workers still come work from

their respective places of origin 31:,(18.1%) of the

.

rogpondents were undecided. T
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P
|
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Emagorlfy,lof the

Nevertheless, apart from the fact

| | |

. . . b oy

Government, Area including those from nei gnbourlng local
- |. o o

government areas like Igbo Eze South, I Etltl, Igbo—Eze

IR

North, Isi~-Uzo and Uzo-Uwanil Local Government,‘they alsol

share a homogeneous cultural background Hence, they are

'*’.»‘

referred to as Nsukka =zone. However, : 1nsp1be of this
: |

cultural homogeneity there still exisped fragments of

/ 1

informal 985001ation9“'essentially based on village ‘Sf

Iy )
1 N

| o
origin. The researcher came across uch acronyms 1like

. i , .
. - . ' L | g . '
Nsukka ‘Kpomkwem’ meaning the main Nsukkg pkople; Ovogovo

lique, Lejja cvonnection and so on and.so fo th T e - 901nt

e
. s
v H

to note here is that, some workers who rfcognlse a common
4 { — b o

| .

origin offer special tr amenL to themselves. “They form a

i
} ‘
[

. . C [ g
kind of defence-for'their commonvinterest.' ‘They aléo'

usually regard the buruducrdtlc p051t10ns occupled by

members as that of the entire village. Th@y offcv members

a sense of belonging by rallyinglroqnd them in tlmes<ofu

need. This perhaps explains why 57% of théVjeéﬁondent

agreed that the best ?rotectioh the - worker received,

-

especially in times of need, usudlly comés from: his.town!®

i . o . . o
people in the council., ‘

#

workers hail from villages within and-ar L nd Msukha Local'
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'

|

! ; IR
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]

t

Cons equently, workers who recognise & commoh,drigid:§

X v b D

' ' . ; | !'5; i

usually hola themselves in trust and assoéiate wﬁth each !
. . - | S 1 b

other more frequentlthhan with othere. Although, thls;’

| ‘
seems not to be a generally accepted oplnlon as 44 8% of

_the reeponéents were of the opinion as aggins? 4?.4% wh?‘;
: disagreed,;the fact . still remains that wérkers Fromvth%
. . 1 ! ol
same village sees ﬁhemselves in differeﬁf\light.szhey maé_
not be“going out regularly, but they arellingedlmoreiof
' | Pl
less by, an indivisible bond that binds them as £hsir
: : : | Pl
bfothefs keeper, Relationship wwth other people may be

o
'

seen as pefipheral since nothing'beneficial is*expectedito
: : ; Q
. ' in

come out of it. On the other hand, relationship betweeh:

i
i i d
! \ o

towne people ars viewed as Concrete, since 1t prGVlQeS tnemii
r- {

! P

with the honour, prestige and. re e pect. they are ex peCLed to
l

i
. :

l>

P
enjoy both in the work place and 1n the v111age= ;1t isflﬁ
the light of ths fay:u that 8% persons, representing 51;?
| \ b R T
percent of the respondents agreed tnat it is a;wavs'?he

' . , . ! i

. |
best to belong to an association whereftoWn-peoplé"are‘ln

/ , . | i

=
(o]

the majority so as to enjoy adequate - prot ctloﬁ

ti

' (44.2%) of the respondents disagreed while‘7 (4;1%§ of the
. ' . | | :

respondents were undecided. IR . N Lk

-y i

(ommitment to plaue of orJg‘n prov1des both soc 1

economic, political and moral support for members.- Members

B ".' ' ,
ll
are a551sted in tlmes of need llke bereaﬁ.fer'lent,la;lckne)s,r
‘ , ¥ Do Cod
- ; i ; o ' I
! e

1
i
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i

confrontation with management or law e nlorcemant‘agentc and |

b

V
' .
. | ."'
i

so on and so fTorth. Politically, mnmﬁers are gs isted to

win leader hip positions of worLer Uﬂlén llke Natlonal

i

Union of Local Government employeesk(NULGE); stdff welfafe%

i .
I 1

: * » ' . J T !
scheme etc. Economically, members -engage 1in monthly

contributions (isusu) to enhance <their material well:
. . i i . . .
: |

beings. They also enhance the social and méralfba§kground

of members to enable them pa*t1c1pntp more efrmctiv 1y }nl
. : o
the council. It is in’%his sense that town,unibn.méeting%

b

essentially come +to assume intricate orgénisationiﬁ“
| , :

structures whereby workers are joined,in a federation with

i ' '

assoc ciations represent1ng its home area 1n otbeL,placeb.
[ .

ogether, they establish a headquqrteﬁs 1n h homclarea,

In fact, 112 Ucrsons, representlng,OS 1m of the res pbﬁdents
were supportive of the'fact that'
f ; , ' i

the best interest of members to attend town/village'unidﬁj
: o e

; . cd
: i , S
K h -, " )

meetings., A ‘very ' inéignificani peréentagF " of . the
‘ ' h li [ Lo A

[I i !
respondents - were either unde01ded or dlsagreed ent1rel}

! ! i ,

with the view. f o .

1
‘ '
tl

l
;
Indeed, suffice to say that town union meeﬁlngs arm
. : o I
sen as very important to workers livedg in hel

,LI
coun01l~

- : !
Airing members are cautioned and brought do oook during

.4 Ve

weetings while hardworking ones are further4eﬁcouraged.

it is usually aluays 1n,




;

However, it is pertinent at this juncture

that 1nlere . in place of origin do not Qrucially &Lfent

workers phoice of their best friends in theé organisatibn:
' s . | P -

- . : ' P (. ‘ ;
. . Lo i ‘. .

From responses to that view, 102 persons,*representlng

59.3%-6f the respondents disagreed w1th.the v1ew thab thelr

[P :‘\

Lo ;
best friends hail from the same village with them= ;only 34
i ' : T, '.‘- ;

I

I

|
persons, representing an 1nq1ﬁn1f1Cdnb percenta¢e 0f the
l

populetlon uphe]d the view. This point is 31dn1f¢ﬂant fo;(
N 5 . 1 . ' i‘ .
seleoqlng bcot friends actJally repr‘esentD re1aELonsth aé
the 1nd1v1dua] level and dlfters greatlv from relatlonshlp
! ‘ |'. oo -1 o

at aiCOLlective level. Depending on place and event,‘the
. : 1 ;

: - . ‘» : YL SR i RH
eason for having any person as a best frie nd varles‘across?
; . U ‘-,- w :

'ty .
o~

: . i T
space and -timé&. - In . fact, a’whole.serlés nf pgtentigl
. . B N

l '
i

social identities are available to the 'work r‘ain ‘his

Lo : : i ' I
choice. ' : i X
| | i o
The sityational factor in Nsukka 'Local Government is
) .
i |
that there are very many workers with low‘lev«?lféduc'ationc

! i t

L o

. | . N
The few with high level education grej ess htlally,

! | .
overshadowed and seen as cogs in wheel of prooress

i
[
)
|
i
i : g
|
|
i

by those
with low level educatlon Who would Want to

tenaciously to their old ways of dbing_ﬁﬁingg.lﬁaced w1th
this problem as it is,. the numbér .dfhlpeo%le.’from‘ hls
, , oo i
Lamily, villagé;‘village group that the w!‘ker can find in
' C ,
theiorgaplsatlop determines how far he has Lo reachfout
make friends. Other varied social 1dent1t1es’]or 'ei‘c. ng




friends! like .membership of clubs,

4 . ‘ R : ;
clubs, college ties, membership of professi
: 1

so on become distant to remember.

i

of origin remains the primary identity of the individual in

the work place The worker retains very

i Moreé than any other informal factor,

t

ional

|

“

or “boéial

groups and

thzrefore,

i

place

strong ties with

his town/v;]]dge neoplO in the organ1sat10n as a matter of

primary concern, In fact, 51

thi$ “view and strongly

~ o

maintained that

2% of the res pondent

!
l} !

i

‘relationshipg
!

unheld

3

between workers are enhanced more by ties of commoh.brigih

[
than any other.

!
i

view while 2.9% were undecided. I
The fact. that mpst of the gark E

'

edugation, and that most of them hail f'Oﬁ”akculturélly
homudenoue leleu makea ties based on Dolit

college or even mcmbershlp of profe 81 % 1 bod}es and

i
i

on, largely 1neziect1ve-

of common ’ origin

Jnfluenceo the choice ¢f joining any 1n

edominates at allg

i
i
v
I

l
|

i

1

45,9% of the‘respcﬁdent disagr

P
[

posces low level

This is so beca

[

D

cal,

"‘)

tim

| i,
fornal orﬂap s

ol

rel

i

and

glou

?

m"‘m. .

Athqtfeeling

eed with the .

eVQQJ

atlon.

From the foregoing, ‘it is hypofhe81zed Lhat piace of

i
I

origin influences membership of ‘informal

The respondents were divided on their copinion about

organisationgg

this.

While 55.8% of,%he respondent agreed to the'Qiew_point,

only 25,6% disagreed.

were undecided. (see Table 4.7;

; : i
i o

The'other 18.6% of

item 6).

tne

' respondents



i
|
1
e with

'
7

total

However,

ithe

‘statement are greater in nia

respondents.

observation reveals ‘that those

:

{

.
who!

i

jority (55.8%) .o

!

It will be 1ﬁstruct1ve here tossub1e ct

o ; - . \ } [
! | . HE
this{obs ervqtlon to a statistical test soiaﬁ to. arrive at |
. I i : i
; . i i Dok N
Ly 4 SR . . S B P C
a statistically valld conclusion. N : { ; g
. . - . 2 o K] i ; “. {
"The hypothesis is therefore restated to read that "the Jq
: i . .
. ( ‘ ﬂ ‘ T o L .llt .
proportion of those who agreed that place of ‘origin | |,
- e Db
influences membership of other infsémxl arganisatiﬁns' 7
' : ! Ly /

ulffpred s1gn1f1cantly from tnose who disagr eedﬂoiIt iék

‘ii he

equally

"the values
value computed..

null

Dec

‘ |
opinibn
‘h;ﬂnthes

l
H
i

i

is

]

hypothesis,

Test,

Level

of

important to noﬁe

statistic

otherwise

at this

When the computed

gsignificance

Degree 'of freedom

Formula

Calculated X

Critical

ision

held jby =~

7
which

There

?
XZ

i

states

>4
[

o

i

respondents,

that

XZ

value,

i

of the statistic>giveniin ﬁhe table with

then we

= P = o1
=z L
3 L
= N (02)-N L
-1 . E Coos
B5LT ?f,v L
9.21 R

a significant,
Consequently

1there

i

i
'
]

i
1

difference.

juncture that wéﬁrejectl

. . . F . . e, ! -|‘.<
or do not reject the null hypothesis-after we have compared

the

reject

we do not reject it.

iin the

the

is, no.

v

significant
Poao o

"nulﬁ

dJi;erence in opinion 'of t%e respo dant is reéjected.

i
1
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support of the entir family 1in ‘frequent contact,w
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SUMMARY OF FINDINGS AN@V.”
. RECOMMENDATIONS i

| h
' I
1 PR

i

. . S
This . study has shown that the soc10ecultural

B : r
environment of a particular milieu- CFUCI@llV af teﬁts fhe

;niéations.* infthe

i
'

nature and pattern of its informal org

| '

1 H H 5
i I

socio-cultural environment of the developed societies o
e v L

£t

Py

the west, where impersonality and respect for ronstltated
H |

. < :, l
x I
authority is dominant, ‘informal organisaticn has beenlncted

P |

T, ¢ . N ) )
to arise _mainly from the formal: features Hoﬁ
; N w , R N
| T
organisation'. This means that lnfornql organwsatyoﬁs are
: o ' o SIS
conditioned mainly by those internalidynémics w1th1n the

— 4

. : . .-. ! . ; i V
formal organisation that are necessary to. 1t. Inntother
. - ‘ O
. ) i , 9 !
words, informal organisations are relativeLy aufonqmous
: . A !

. ) ' i
from the contending social forces in the qoclcty"

.

T TS

As Reber pointed ocut: as western usociet eg fand

environment become more impersonal, Lhe search for wayé to
' .1 )
' l

B

replace the closeness of the small—towd gathering, thev

!

jnteraction of the community become very nece%sarv
.

[

Accolrding to Reber, large . organisation
numbers of e¢mployees, a rush atmosphere

operations findfmt diff 1cult to meld than?

i ;
| ¢

one large faleV Theretore the sense. ¢

the emplovee weeks are'usuall& losﬁ in the
1 : ' \’|

e




organisation.

the

identification

contributions,

organisation.

recogrnition to the

asteem and importance in the working world e

individual employee more than a

The immediate work group,

"number";

H
i
i
i
V
i

thefefofEZOffers

i i
he . receives

for

as an individual, recognition his
.- and acceptance into an identifiable !
' 3
Being accepted by the group gives

individual and increases his feeling of

All?theSe

functions of informal ox ganlsatlon are conbequ nL upon the

14 L0
Lhe mauin
areas Lo

closely Lo

o! tl:he
focus
the national 'state,

~their

R . . . |
.world. ,Therefore, instead

i
[

of loyalty and ident

ot ) . . |

{.

primary and kinship

o . oo IR
individuals attach' themselves :
! attacn : S

I3

ity from’{muipherall

vy
B e

- h

. [
aclt that the_ western socio-éultur&l'environment sanétion >
Al - - . J i-'» 1 !
. .. . . 2
the separation of official roles from o her soclal T*olc—:‘% of
L
‘, N b
the wdrkers. } b oL ;—f~
it I Lo il 1oy
. . i ] : i ‘ "b' Eod
The intérweaving complexiting the socao cul ural 4]
' . : 1 vl ;
i : o IE :‘M '
onvironment of the developlng nations ]lhe ngarLa, on the
' 1 ' . N
A . : R o i i
other "hand make bLhe study and complohen ibn of 1n{oxmal
i ) o
- o . i D ( TR
orvanisation difficult, char%cLorL/Qd ! by séxeraly
) o N Y
traditional soclieties with ethnic hoMeldn g, It he.Vlgerlan
, _ o !,_,._"
society very considerably in termsg of ‘thelr-fcultura}i
heritage, lwuvnloo- and  patterns o ,weﬁteﬂn<f!‘ act,
1 oy . ‘,- o
. La R A
. ' . L. e dr o et NS S T
Conzeguently there exists sever al legltlmatedﬂautho rities ||
‘ ‘ o .*~ {ﬁ-{ Uﬂ‘i
will conflicting vatues, noxu , ﬁraditions,, tructurc ila ﬁg
. B o

@f Lranbierrlng-»ﬂ

gr&upsféﬁt of sheer ™.
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: - . . Co
hab.rt and custom, The point to note therefore, is that
: ?

workers did not shed their varied traditional wvalues :and

1

helief system rather they accommodated them with adopted

wester bureaucratic values and principles. The implication
I

3

of this is that the worker .is enrolled _in an artificial
. ’ P "

i 11

O SR AT and d hich i e f-thl R ot oy

pal chwork  organisation which in view o eir precarious

social  position, their roles during the“_period of
. { . “

adaptation bears no re ]dLJOHHhLP Lo that whlch Lhey pldved.

45 ‘ 'y’, ThlS‘

i
in their earlier coherent and stable gr;oup°
: 3 !

resultant feeling of isolation is accompanie@ by a sense of
' " I ! :

N ! ‘o L] . E ! L.

insecurity due to the relaxation of the traditional social

support and control. This is further-accentuated by the

ddxly need to grdpple w1th the diverse problems of a. multlf
I V

ethnic Country-like nigeria. Apart from the fact that

there i1s no shared common.and stable expectatlonslamong,;he

N . . B [ !

various and different corporate groups in Nlﬂepia about
o ;

. ' . . . {

behaviours appropriate for incumbents of

hureaucratic positions, the unbridled quest for material

‘various

i
' ' R
' i i

acquigition is most paramount.

Consequently, informal organisations emerge not ‘only

to help perpetuate the - historic and ﬁarﬁiqularistic~

s

3 . : . !
interest of members of one group over another;,; but jalso

. {
: S o e s ] .
serve as dependable vehicles for shameless agqu131t1qn of
! : ' ; '

wealth. To La1K of “such western bureaucratlc values and

principles like 1mpersona11ty, rotlonallty,»chaln ofn~
: ' : : : b C
T ' k x P




"f'1.1 8¢

'
'

R S ,
. , . ol - '
command, abstract rules, speb;allsatlon, and; division of , P

!

Labour and so on, in this condition, becomes meaningless

especially in an environment where a strong sense f mutual

obligations suslains ties of kinship as the dominant
: 7 o |
concern of everyday life. Every member of the ?illage

-

group, for instance, has a status, right and obligations
and enjoys a sense of security which come§“from thls,

whether in a bureaucratic organisation or out of 1t. In. = iy
/ .

lact in bureaucratic organisation, members of a village -\’
) LA p . [ - ’

union are protected against punishment from managémeﬁt.

They are also offered support in times of heed, espepia;ly o
when sick or bereaved or even in thanks gLV1nG CFremongé
In return, members are also expected Lo use the;r offig

and pogsitions, in a manner that are f&voﬁrablg fﬁf&ll.g,;. .

!

Tt, therefore follows that pedple wdrk in thebo

! o

! : : i
bureaucratic organisations not to ma Pe them dre&t or to
i
i i
aggrandize the'institution but to advance their SelfJQh[
: L ; | | ‘f .
interests. In principle, Nsukka Local Government counci 1,'
| .

like several other organisation of its kind ln'ngerla are

1 .
1 '
i . |

anchored on sound and articulate programme of action, aimed

. . L . i . - ' T
at achieving the maximum service to the people, but by the - -
time these rules get bent fr friends, relations, and

village people, nothing seems to work-again. Coupled'with

the fact thal Lhe warped value system of



|
|
I N
society has eroded the moral fibre of theipeoplé, theée
_ ' | ‘
public service J()Qo. '

: S |
. ¥ . . .
Tudeed, whuL has been .most demoralizing .to the
: : : P

I P
1 L

i . ) . , ' C L
Nigerian worker is the realisation or the fact that in the

_sociely, intellect and integrity do not sgem!to count arny
o ! e '

-

more in the public life of the successlul peoble. What~is

J(
more, the. roster of the SO called SULueSbful Vlderlans,

.; : : [
both ¢ivilians and military alike, is a legenﬁ nf many wa%

have been failures in their chosen careers lyet theY ane'
. . , 1 ' ' i

. . : i i
seen as archetypes to be honoured. :

‘ o
° : - = 5l
When the management of a local government council,

for instance, is at the hands of such horrible characters

who manipulate tke machinery of goveérnment:' in, the full

: g ', — ol
glare of glorifying publicity, one ' invariably ezpecgs‘

i |

Little or nothing from the workers. Tt is easy.té see. whsb-

happens when mediocres who have no requ151te quallflc tion

IL‘A-

é

{ ]

. ! to

‘ 2t . . I i {

and experience . stays at the helm of afta rs. of | ar
. i ! i
. H L i H ' !
.. . : ‘ b . Py
organisaltion like the | local :government. | First: ‘an

|
' i
1 i . TR
foremost, they see the job as a kind of personal busin ss

! . . : . L '
v o . ! . ! ' R PSS
oul. il where much gains should be expeg¢ted. nd because of

E o CR

societal expectations on them, they tend to’

c e
,_Ba_.ﬁ._
¢

in their  acquisition of wealth.:

.0

Lo}

wo_f
Tty

ineffectiveness and inefficiency are Lnat

outcome of societal ex ctatlons and orlenta

gl
pte
o]

e
by e
H
o -
2!
cr
3y
@

l

e more daring
resulting

¢ logical
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top. As Onosode put it, "if a public enterprise is packed
. , j’
with persons whose basic orientation is unrelated to, the

achievement of the objectives of the enterprise, : the

appointer, to that extent, forfeits Lhe right to expect the
: | X
I !

- [
enterprise to be result-oriented"’,

o e . Vo
This in-built incompetence percolates downward: and

1 .

affects the subordinate workers who are onljxvobliged by
: | ! .
|

. . Ll . |
the silence imposed on them by. their positions to endure
| )

. ) ‘ |- 1”-,'
the daily presence of a very efficient imﬂoralityJ!.SO

. : ; . 0 c.
while remaining physically present in the service, their
: |
. . . : . . ‘ L !
heart and soul are out of 1it. ;

The interweaving complexities of these environme ital
- S ¥

elements, however;, make the role of informal organisation.
! ' . [

i . : , "M
antithetical. .The point to note is that' thése- sccio

. R i i
cultural arrangements in the society mae it| possible for

the generation of social support for many qnbureaucratic
. ) : | . .

. . . . Cqs | . L
bebaviours, which in turn inhibits organisaticnal

performance, This means that the use of| bureaucratic

| I

. Y | te o,

positions for personal and corporate group status are

| 5

socially sanctioned even when such use violaFes the formal

(

role obligations in the office. Those who weré once
' ! ' .t

opportuned but designaﬂed failures in the aitemét are
| .

usually. castiga’eéed, rebuked énd ridiculgd:;by;'their'v

S e
: 1

N - . P ~y Gl . C : .I : .. v “ ;‘
townsmen, friends and well wishers. Such environmental or
: o ;

P,

"

C
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. i | o S
S | : :

societal influences invariably leads to more: 1nfprma;

i I

interaction among people in offices, 1n searvh for ways to

' it

. , \ ?
achieve their partiqularistic role demands, . } i
' ol
|

As fTormal criteria for doing things become e'thér

indistinet or not universally understood, very many | ‘ ;
informal opportunity networks . associated with social

L :
' . P

conformily and congeniality tend. to supplement or replace
. ] L

formal criteria. The  implication of this is that the |-

reward system is not based on productivity but length of.
Lo v . ! ; !

B C i ’ M

service, family or‘kinship ties, collége ties; felggions
brotherhood, political affiliation, club m%mbersh%bL love |
relationship,‘bribing of the bosses aﬁd éther @osts”qf !?El
b : ! N
personal considerations. In. thisg,way, jbrgangs&t}pnél 1

AR R

performance become greatly hampered.' The pfodﬂciﬁye ones, -

for instance, eaqnlv get frustrated dnd seelng no need to .

toil Afor an’,ingrate. of an organl ablon' rmduces thc11
: o : ; P ;

performance and ‘equally develops dysﬁunctidnal,aﬁtitude Eo

o i

, . 5 o e |

work. The favourite worker, knowing that whether he works! @ '
_ P R A

. L, Lo L,

or not. that he will get unmerited promotions and prdj“s“

) ' 5 ! Loy

' { . . .. H :

equally sees no need to exact himself and thus continue '
- ' ' | P

his ”'hn,fmmq1 performances. - And seeing also that all his

-

eilforis are being utilized only by those at the "helm of

affairs for their own se ]fJHh ends, Ehe wor&er &dJugL%
. ! ‘ i 4‘

suboptimally. Unfortunately, no organisationscanfenhance__

ran . ¢ i
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{
!
its organisational performance without generously rewarding

_ | i ) . ' R R
those who work hard and punishing those who harm. it:

3

The central issue arising from the di cusslon so far |

‘ : f
. ’ ) ' E [ 0] ‘ K ! L
ts that informal organisations emerge es sentlaTiyf as, a
1
t

‘ .iq[.’|

societal response to the discontinuities ar181ng from the v

‘ .

PnbOmpd ing process of ¢hange from trad;tloﬁal to mocern;
(western) bureaucratic type. Consequently,'they serves asﬁr
_ , Sy N

dependable vehicles for the  propaga tlon ;jof the |
| -

particularistic and historic ’1nterest of memberbh The§F
: ‘ | i 3 ! I

alsc serve as determinants of organlsatlonal performdnpe bj’

l o

i I

providing thé logical background for the‘socialgipblitiéali‘

and material well being of members in the: organisation. |

o : 7 . b | RSN
This is perhaps why, tles of commoh orlgln, more than'anyfj

i N

i
1y
'
| '

e .,.u <'.5

other infeormal factor, tends to form the main bases for the ‘
i C U

! ’ i

formation of informal organisations in Nsukka Local!

. ' i S . !
Government Council. i T o

In fact it would be naive :to pretend. that these

informal organisational act1v1t1eq do not ex1st .or thatg:
)

} C . \

they do not qubstuntlally medify WOrkerséinténded actions%j
1.y

: . [ P A ' E i

: . : . ) Lo, b ’
in the discharge of their duties, especially in relation.to]
other persons. They do exist,; no doubti and it is moreﬁ

. . - e .
realistic to recognize, than to dehy theirex stence so’ ab;
; , ' . !

: I
to integrate' them into the reconctruct o ofva!national’
. I |
l

o H vy i

cabtegory. The mark of true leadership lies Jn{beiﬁg‘ablegﬁ

"

|

i

i ' H i
o

'

‘




"

to integrate themj in ‘cdélexing th%' d#viéiig

inhibiting workers effort towards 1nareased organlsatlonal

)

performance especially in this period When' developing<

. C L !
nations sharée an urgent and understandableede31re to make:

gigantic leap across lee to bypass qlower developmen al
‘ S ‘ 1
process of administrative efficiency. !

In this way, we would have created EL more v1able S

public service w1th shall be respons ive to fhe FPCdQ of he’
X { I

tjme. Jt is,not enough +to flnd a few servants who met thls“ i;
K S
criterion while the rest are sluggish, corrupt and: Lneptal'u

What is required is therefore not partLal adaptatlon but.

| ‘.
| .

total mobilization. ' _ ;

' ]

The ultimate aln should be to serve a socﬁety in which”

1
]
N
; ._' N
-~ o
. '
1
|

everyone that has a contribution to'make is freg} w1111ng

: ' ’ 1
and able to make it and the_sociepy is 1tse1f ready and
able to take it as jt% own., The ideals and goals|of the!” Qg

[
i
> ! v

society shall have suffused its servants who accept that ‘{EF
' "l ' : ' :

!
they are its servants and that they shall qerve]in'thef
. . H o L
| |

| B
' | N g
; . et AR
public good and interest. Tt is the cuhtiwatlon of the '/

i

noral basis for publlc service that defgnes the adeaudcy of-

P —

the service. :

r

The implication of this research finding for the

'

future iz that as the various groups iﬁ;thé society go;_T
. |

through the process or change from. Lradltlonal tov




B e SRR S

o A o
modernlity, the cultural vnorms and ethic surrounding
interpersonal behaviour which prevents the separation of
afficial roles from personal roles, might give way toc a
more acceplable universalistic {form of social behaviour
capable uf producing infermal organisations cf the western
Lypoe. “

Until this 1s achieved, we may not know how findings

aboult Informal organisations in one. situation must be !

modified 318 they are to serve as models for others where -\
groups are subject to different environmental demands.
i
5
—
‘
I
it
i
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SECTION A (BACKGROUND INFORMATION} 1 L : "&"

0 [ . B

Please supply the following information about youg% .

local government council! by marking [ X' ] in the most ! !
appropriate box among the ones provided below. .y I

. . ! ! 1 ! |

|

1.  SEX . Male R [

mnard Taerd

Female | | i LT
2.  AGE | o Below 20 - | |
. | 20 - 2§ .

5 10 - 49

[
5 ‘{
30 -39 -«
| i
50 or -abbve; [

[ RESSY J Ve SRS L DR Iy SRR

3.  MARITAL STATUS % Married
Single

[

i
&
. o : i
4, PRESENT GRADE LEVEL | Below Gl 04
04 - 06!

Agric.
Educatlon
Flnance & Suppi;es 4

[ 1]
\ . [ 1
b 07 = 08) L]
& A 09 - 1200 1 [ 1
- i 13 - 15! .. S o
' } ' 15aor abov ;i;\f I i
! . . { - T f i
5. DEPARTMENT . ) ' Personnel 1 | Ly
- . R Works P f | L
. : - © .Health ;- ; §
1

[SSU 35 WS TN O WO By I S )

6. EDUCATIONAL QUALIFICATION, Below FSLC ; , - .F
I Fsie I
WASC/GCE | .,
, NCE/OND IR

f Degree /HND | ! v T

| e e bred Bt b

R TR

- LOCAL GOVERNMENT OF ORIGTIN Igbo—Eﬁe South [
Tgbo-Eze North |

Igbo- E*ltl [
Isi Uzo L
{
[

-1

Uzo Uwani -

[P SR [y ST S Y S S

Othersi . P
. . i ! \
| SR
! . ]!
. o
| A
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‘How 1is work organised in this blace?! i ‘

Are WOYkPPb really commltted to their

: SECTION B (PHASE 1)

How long have ybu worked in the service of the Loéal)

Government?

o
' .

o I : o
Have you worked in any other Local Government than .

Nsukka? . !

|

-What are your experiences in -the Local.Government,job?

-

1

JIn your opinion, can you descrlbe the relatlonshlp

N :
Do you think . Lhat work is crgﬂnlsed @nd carried out
strictly accordlng to the ru1es and regulatlons of Lhe\

LOUHCL]? - /

i

among workers as very corﬂlal?

. ' ! :‘i I ‘f";, .
Can - "you acknowledge ! the existen?e of <¢artain
organisations or associations of workers ;that are:
influential to management? ‘ ' :

: i - L v
If you do, how influential are these association on
both workers and management. '

- I , i

How is the leadershlp positions of theoe\uq}ons llke
NULGE or staff welfare union contested for? |

: ‘ !
Are you satisfied with the work you do?

v

I
If not, why? ‘ . SR
' s, I ‘
| n S ;
tht are the deflpultles cncountered in worklng at’
sukka Local GovrnmenL_Counc1l7 _ : T : \

i ! .
. . I ' ! ,
What can you ﬁay. about . orhers/managemnt
re]ationships?

i I dut1es7

(N
' i
'

1

¢

0
[

1
I
|
|



indicate to what extent you consider each of the statement
true for your local government council. Each statemé .t has
five alternative responses namely: : 2
SA = Strongly agree with. the statement
A = Agree with the Statement T
u o= Undecided abqut the btatemunt f
D = Disagree with the Statéement
Sh = Strongly disagree w1th the Stafemen
For. each statement, please mark X in only ggg_bgg that
best describes your view. S o] N\
o 1 . ' !
Strongly Agree Unde~, Dis- Strorgly
agree cided: agree disagree.
15 Where one comes | ¥
from influences b r
his participation. i » |
in the work of " P
the council [ 1 [ ] [ .1 [ I [ 1]
16 Relationships ;
Lhat exists i
between workers
are enhanced
by vprevious
connections than
existing work
rules [ ] [ ] [ ] [ 1] {1
17 It 1s nol always e
casy to rvespect
an officer who
is much younger
and perhaps
nol. married : [ ] [ [ ] L] []

SECTION C

Please read the follow

{ PHASE _

133
1y

[

ing statement VeIV carefully and
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Do
S

23

Respect for elders
is one of the local
governemtn service
rules ‘

Workers behave
differently when
they encounter
someone they know
previously

in their office

Employment,’ g
promotion, positings
and so.on are
usually achieved
through informal
connections than
by merit

Workers do not
stay long in the
cffice because
they have other
private matters
to attend with

The principal
officers of the
council prefers

to work with those
they know previ-
ously than those. .
offically assigned
or designated

to them

There are a lot

of job satisfaction
in the local
government

1

!

.

]

]

I
] [ ]
IR
b
] [
] [

{

7" :
i

DU PRI ST S

=
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26

[RV]
~1

28

29

I am not satisfied :
with the degree

of friendliness

- that exists among °
the staff of

the council

There is nothing -
like bribery and
corruption in the
local govt.

Most workers would
not. hesitate to
amass wealth

corruptly if th

see the

opportufity

Workers demand
gratification
from their
clients before
redering their .
service

Workers engage in
corrupt practice
they are
not disciplined

because

Workers engage in
.corrupt practices
because culture
demands that they
cater for
their dependent
relations and
friends

a lot ofl

135
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Absenteéism,
' sluggishness, and/or
‘frequent excuses

for work undone

.are usually
"assocliated with

“lack of:materialistic
opportunities

in some official

positions ] [ 1

Workers shun
responsibilities
if selfis :
inLterests are not
represented

Protection obtained

from association

with co-village

workers clearly

surpasses that

accruing from

official positions [ ] I

Majority of

workers come to

work from their ,
respective villages

of origin [ ] [ ]

Indeed, the best
protection the
worker receives, ;
especially in times
of troubles, comes
from his town -

people in the .
organisation. N

Workers associate
more with their:
. Village people in
the organisation

than with chérs ] !
/ ; H

i

ﬂ
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36 It is always in - . ! , oo *

the best interest

of workers to belong
to an association -
where his towns ‘ ' '
people are ' T G

in the magority T 1] [ 1 ° [ ] [,}: L1
317 It is always in ihe S S S i ﬁ

best interest ofi : ‘ | :

members to attend | C ‘ Lo i
town/village union o ‘ ! e
mectings, o [ 1] [ ] (™. [ 1, i

38 Where one bails . ‘ ‘ N W S
from influences b !

his membership of ' ; Co { -
_ ; \o

other informal 3 ' oo ‘ b : f o ,w“f
associntion [ A T r1 - 11 []

39 . Relationship b;
" between workers L
are enhanced ' o :
more by ties.of i - R ok 3
common origin . T S .{f‘ o
- -than any other ; Y
informal faotor . [ 1 [ ] | 7‘L<Jﬁ" g] ‘
. : H ' ; o
40 - My besL Trlend in j : L

the coun(ll halls _ o EEE‘I ﬁ .‘%
from the; same ' - S :
village with me.) . [ 1] [ ] [ ]

S
r..-‘
ey
fa—
—
D

Some workers do : Co
not come to work, | " : ' Co
yet they go ; i : B P ff*f_
unpunished. I [ ] ] L3~ ~[71 4
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