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AB8STRACT

The study reported here had specific objectives which it

intended to fu lfil. These were as follows:

a) to find out how training needs are determined within the
civil service,

b) to establ ish whether post-training deployment re lates to
those needs,

c) to establish whether trained personnel feel satisfied in
their post-training jobs, and

d) to establish whether such satisfaction/dissatisfaction is

re lated to a desire to quit government service.

To meet these objectives, the study adopted convenience
sampling procedure through which a sample of ninety of those who
had attended training of nine months or longer was chosen.

A quest ionnaire was then administered on this sample out of
which sixty-three here used in the analysis. Interviews were

also used to tap data from other relevant sources.

To determine job satisfaction among the trained personnel,
Herzberg's model was adopted since it is an appropriate model

for the sort of the study undertaken.

The findings of the study were as follows:

a) Training needs are not based on any work deficiency but are,
all the same, according to government o fficials interviewed,
geared towards the realization of improved performance/
efficiency. The employees, however, apart from associating
training with improved performance, perceives the need for

training as a means to personal gains such as promotion and

other re lated rewards.



b) Post-training deployment which is considered poor by the
trained personnel does not relate to these needs. This is
as a result of the rank-based advancement system backed by
schemes of service which incorporate arbitrary rules that

hinder appropriate deployment and advancement.

c) The tra ined personnel did not show any definite job
satisfaction. Whereas other factors used to measure job
satisfaction were high enough, achievement and advancement
rated low, reflecting on the rather low satisfaction level

reported.

d) It was unclear whether the Ilow job satisfaction level
relates to the turnover among trained personnel within the
civil service. What came out clear, however, is that job
security and good relations at work as dissatisfiers account
for continued service while both reward or pay and conditions
of service - two other important dissatisfiers-—-——-- could

account for the turnover.
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CHAPTER |

INTRODUCTION

Deployment is an important consideration whether one
is dealing with physical or human resources. Proper deploy-
ment of resources is important because any gain for an
organisation is largely dependent on this. This thesis
applies to the Kenya civi | service where deployment of
staff with an aim to achieving job satisfaction has been
a major issue as is shown in this section. When trained
personnel are wrongly deployed, skills are wasted, the
people themselves get dissatisfied and therefore Ilong to
leave. This is why deployment, especially of trained
personnel, for improved job satisfaction should be an

important issue to consider.

It is important to consider trained personnel in this
regard because as it is intimated in the next chapter,
training is a fundamental requirement in a work situation.
It is not only a fundamental requirement, it is also an
expensive affair which many organisations would prefer to
avoid if they could. It is therefore pertinent that once
trained, the job satisfaction level of such personnel

should be improved through proper deployment.

The importance of this satisfaction-oriented deployment
was underscored by the workshop* organized under the
auspices of the Directorate of Personnel Management( DPM)
which had as its theme, "Problems and Challenges of
Publ ic Service Management in Kenya." Two of its major
objectives were to evaluate the environmental factors that
inspire employees to achieve results that are above the
average and to examine the managerial styles for working

effectively and making work more meaningful and satisfying.

'Repub | ic of Kenya, Recommendations of Top Management
for Publ ic Servants, August, 1979.

2ibid.



One factor which came out clearly was the misallo-
cation of scarce expertise such as deployment of
professional staff including doctors and engineers in
purely administrative capacities. One recommendation
was that deployment of staff at various levels within
the service and their transfers should, as far as
possible, be re lated to work programmes and expected

output.

This seems to be a reflection of the Ndegwa Report's
remark that there is a lack of career planning in the
civil service. According to the report, even in the
somewhat elite administrative and professional class
where one would have expected to see effort towards
career planning, there existed a haphazard career

pattern.

In the report, it 1is suggested that a research effort
needs to be instituted primarily to assess the motivation
of the Kenyan civil servant, and what form of incentives
are most effective4 in increasing his work commitment
and productivity. This, according to the report, is
necessary in order to gain an understanding of our work
force and try to establ ish whether the factors of moti-
vation as have been propounded in the content theories

are applicable to the Kenya cjvil service.r

°Republ ic of Kenya, Report of the Commission of Inquiry}
Public Service Structure and Renumeration Commission |,
Government Printer, Nairobi, 1971, P =80,

4 |bid»,p. 80.



It appears |ittle has been done within the Kenya civil
service regarding those motivation factors that account for
job satisfaction. According to a study”™ made by Ocheng-Ongolo
in the Ministry of Works, for example, it is shown that career
planning is poor as it is quite common for employees to work
for five years before getting promotion as this tends to be
based mainly on seniority. Consequently, many young, skilled
personnel quit the Ministry to join the private sector where
they see better prospects. This would hardly be so if the

civil servants were properly motivated and if they had

satisfaction in their jobs.

According to the study, the turnover is due to the poor
scheme of service which seems to hinder career development of
young employees, besides poor remunerat ion.” It is noted that
a scheme of service which provides for personnel development
and other incentives based on merit and capability rather than

seniority may help in retaining the skilled personnel.7

The turnover among trained personnel within the civil
service has not been regarded as serious since it is argued

that the personnel end up serving in the same economy.

X)cheng-Ongolo, J.H., Manpower Planning and Development in
the Kenya Civil Service. A case Study of High and Middle,
Level Professional and Technical Manpower Requirements,
Availability and Utilization in the 'Ministry of Works.
(Unpub | ished Research Project for Diploma ip Management, EGAM I,

Arusha, 1981), pp. 19 - 21.
Nbid., p. 21.

Al bid., p. 21.



This view is reflected in the Ndegwa report and also
expounded by Ocheng-Ongolo in his study. It is a view
which is, however, difficult to justify since it impl ies
that although the government is unable to retain the
skilled personnel, it can train for others, that is, the

government is a mete training ground.

It is a view treated with a lot of concern in the
report. Noting that training is an extremely expensive
undertaking, both in terms of finance and of opportunity
cost, it is argued that the government has the right to
be assured that it is actually receiving value for the
money spent on trai'ni'ng.9 If the government spends a
lot of money to train its employee and that employee

decides to quit after training, the money invested in

his training is basically lost. Whether he ends up within
the economy, the government will still be faced with the
same problem - finding another trainee and paying more
money to train him in order to fill the post in question

\ i - - . 10
and so goes the vicious circle.

Such consideration induces the bonding system which
is meant to ensure that those given training to enable
them to do a certain job in the civil service actual ly
do that job on completion of their training.*" The
rationale for bonding is, however, highly questioned in
the report. It is argued that it is not expedient to
compel someone to work for the government while he prefers
working elsewhere. The solution therefore appears to be
only proper deployment of such staff and the institution
of appropriate incentives which would make them be

satisfied in their government jobs.

Repub | ic of Kenya, Report of the Commission of Inquiry
Publ ic Service Structure and Remuneration Commission /

Op. cjt., p. 80.

lbid., pm 100.

10 . . >
Ibid., p« 95 (underl ined emphasis s minetg

lbid.  p- 94



STATEMENT OF THE PROBLEM

The foregoing forms the core problem of this study which
arises from the considerat ion of the motivation provided to
employees within the government to make them satisfied on their
jobs and put up better work than average. Training is under-
taken within the civil service to make employees perform better
but it seems post-training deployment and incentive system work
against this. This results in disenchantment amongst the trained
personnel and consequent resignation. It is therefore worthwhile
to look at the sort of deployment and incentives that would make

trained personnel feel content and remain on their government

jobs.

IMPORTANCE OF THE STUDY

Job satisfaction is an important element in a work situation
and has been associated with improved performance as well as
increased commitment to the organisation .*”™ |t has, at the same
time, been estobl ished that training contributes to an employee's
job satisfaction as through it, the employee acquires skills
necessary for his job that gives him confidence and pride. Yet
as we have seen, training itself is a very expensive affair.
Therefore, if the government can spend its scarce resources in
training its personnel, it should be concerned with the deployment
of such personnel such as to establ ish that the satisfaction
they get from their work makes them impart their learned skills

accordingly for the improveijient of its performance.

In any country, the government is normally the largest

single employer and Kenya is, in this case, no exception.
I2See Lawler,Edward E., Ill, and Lyman W. Porter, "The Effect
of Performance on Job Satisfaction,” Industria 1 Relations, a
Journal of Economy and Society, Vol. ~J, ~o. | (October, 1967)

pp. 20 - 2S.



The Kenya government as the largest single employer feels
duty bound to train its employees so that they can acquire
the necessary skills to make them discharge its functions
better. By mere numbers and training opportunities, the
government takes a lead since due to the high cost of training
personnel other employers especially in the private sector,
try to avoid training their personnel and resort to ~poaching"

as an easy way of securing already trained personnel.

The major victim of the peaching practice is certainly
the government which is seemingly a training ground for other
organisations. This creates concern when one realizes that the
major aim of the government in training its personnel is not
just for training's sake but to improve their post-training
performance at their places of work. Why then the apparent
laxity when those trained to improve performance within the

government end up quitting?

With this consideration, it is hoped this study will:

1. generate more interest in this important issue within
the government;

2. make the government have a renewed Ilook at its deployment
and util ization of the trained personnel with the view to
retaining them within the service to Iimprove its operations

3. deriving from 2, deny other organisations an easy source of
trained manpower and thus encourage them to train their
own; and

4. consequent to their: proper deployment, make the trained
personnel have satisfaction in their jobs and build their

careers within government service.



OBJECTIVES OF THE STUDY

The objectives of this study are as follows:

To find out how training needs are determined

within the civil service.
2. To

to
3- To

in

4- To

is



CHAPTER I

THEORETICAL FRAMEWORK FOR

TRAINING AND JOB SATISFACTION

Having given a brief introduction in chapter one,
this chapter will now lay out the necessary theoretical
framework. The chapter is divided into three sections
which are based on the Iimportance of training, the deter-
minants of job satisfaction , and some findings of certain

previous studies related to the subject of this study.

.IMPORTANCE, OF TRAINING TO THE JOB1

This study is based on trained personnel because of
the importance attached to training in a work situation.
Importance of training can be seen in various aspects m—
as a job requirement, as a component of the job, and as a

basis of personnel util ization.

Training as a Job Requirement

Training Iimproves the capability of an employee and
when trained personnel are properly deployed, the employer
obtains the greatest possible benefit from their abilities
and the employees, on the other hand, obtain both material
and psychological rewards from their work. This position
supported by a United Nations (UN) document on training

within the public service in which it is observed:

Training, for the purpose of this paper, means in-service

formal training undertaken by an employee to better his
work ing skills.

is



training is necessary because no matter
how wel |l qual ified a person may be at the
time of recruitment (whether carried out
through open competitive examination or
through other means), he still has
certain inadequacies and therefore much
to learn before becoming areally
effective civil servant.

This view is supported by Theodore Toedt who holds
that the development of the employed man is essential if
resource wastage is to be avoided. He notes that over the
years, manpower development has been considered synonymous
with training and training itself is no doubt a vital

part of the overall development programme.0 further

recognizes that development programmes e xist as a means of
continually providing the organizat ion with competent,

satisfied personnel. ™

UN: Development Administration: Cureent Approaches and
Trends in Public Administrat ion for National Development
(New York, 1975)-

'Toedt, Theodore A., "An Address before the Institute
for Governmental Accountants," in Theodore A. Toedt,
et. al., Managing Manpower in the Industrial Environment,

(Dubuque, lowa, W.M. C. Brown Co., Publishers, 1962), p. 39

AToedt, Theodore A., ibid., p. 392.
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This fundamental training requirement is further

corroborated in an International Labour Organization

(1L0)

report on conditions of employment of publ ic

servants where it is stated, *a considerable effort s

also needed in the field of training and retraining in

order

to raise the level of efficiency in public

administration."”™ The document further adds that:

two factors have led governments to
accept more specific responsibilities
in this field: in the first place,
existing educational systems often do
not provide the type of qualifications
required for the public service,
particularly at the immediate level,
and secondly the training and
experience of many persons already
employed in the publ ic service

are inadequate or unsuitable in view ,
of the expanding role of the service.

Thus post-employment training requirement s

fundamental . What then of post-training deployment within

the civil service? How should this be done such that those

trained obtain both material and psychological rewards-—-

satisfaction —-- from their work? This is a central theme

in this

AUN: Handbook ©Of Training in the Publ ic Service,
General Review oOf Conldit ions of

vants

paper which is elaborated on in subsequent chapters.

iniLO ,
Emoloyment of Public Ser-

(Joint Committee on the Publ ic Se€rvice First

Session, Geneva, 19/0)/ P* *0.

6 1LO:

Review of Conditions of Employment of Public

Servants, ibid., p. 10.



Tra ininu as a Job Component

The foregoing has shown training as an important
requirement in employment. Even the most qualified or the
most experienced of the employee need training to fit him
well in the job in the former case, and to tune up his mind

in order to keep up with constant change in the latter.

As a job component and as appl ied to this paper, there
are three considerations involved in the subject of training.
There are need considerat ions, usage considerations, and
even reward considerations.

Need for Training

This is best summarized by Bentley thus:

There is no doubt that the key resources
of any organisation are the knowledge and

skills of its people. This knowledge s
all too often acquired from outside the
organisation instead of tapping the latent
talent from within. The key to finding and
developing the talent is training. Oold
myths that seniority and experience of the
past fit people for higher o ffi ce will need

to be swept away and rep laced by an accep-
tance that in the modern turbulent world

training,is the essential ingredient for
suc:cess.'7
/Bentley, Trever J., "Training-Ilnvesting in the Future,

Industrial Management (July/August, 1982j,p. 10.
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Bentley, however, notes that it 1is unfortunate
that in many organisations training is seen 63 an
expensive item that can be cut when things are tight.
Many organisations are reluctant to release people
for training, treating it as time o ff. To some,
training is not taken seriously and in Malm's words,
"'training may be undertaken because vit is the thing
to do/ as if it were the latest fashion,
without considering carefully whether the new style

really fits the needs of the situation

According to Bentley, "the motivation to acquire
new skills is partly survival and partly pridem The
major ity of people see survival as having a worthwh i le
job, and take pride in the fact that they are an

R §
essential part of the organisationse"

Thus training fu lfils an important role for the

organisation and as Bentley puts iti

it has been shown that when people
are given new skills they are eager
to use them. Fear of the new is
eliminated when people are confident
they can cope, and confidence comes
from competence# which itse If comes
from giving people the”~know ledge and
the skills they need.

8lbid., p . 10.

'"Malm, F.T., "Analysing Training Needs and Results",
in Paul Pigors, et.al., (eds.), Management of Human
Resources, (New York, McGraw-Hill,l 964), p, 290.

'"Bentley, Trever J., op.cit., P» |Im

11lbid., p. II.
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Whatever need for training may be there, it relates
to both the organisation and the individual. William s
suggests that when organisations institute training, they
usually have three kinds of aims - general, hidden
and specific. The general aims, according to Williams,
may be as vague as ~“increasing effectiveness" or "improving
performance". Hidden aims may be a desire to boost morale,
to correct deviants, to confer status or to buy off trouble
makers. Specific aims, on the other hand, are commitments
to a particular desired change in the nominees in terms of

some additional knowledge, skill or attitude. 13

Whatever is the case, the need for training, both for
organisation and the individual may incorporate a variety

of gains, both for the organisation and the individual:

i) enhancement of productivity and quality of work;
ii) lessen spoilage and wastefulness;
iii) enhancement of greater dexterity/versal ity ;
iv) lessen need for supervision;
v) remedy weaknesses and thus correct human or iented
faults/m istakes;
Vi) increase innovativeness;
vii) boost morale, confidence and give pride to the employee;
viii) development of skills, hence improvement of eff iciency
and job satisfaction; and
ix) provision of preparedness for future changes within the
organisation such as expansion, change in working

methods,instal lat ion of new equipment or techniques

which require new or improved ski Ils, among other gains.*
12See Joyce, Loraine, "Formal Training Courses in context,"
Personnel Review, Vol. IlI, No.2 (19S2), P. It).

*Mbide, p. 16
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The individual employee may, however, perceive the
need for training from a completely different perspective.
In a situation where he recognizes his own deficiencies
his perception may, to a large extent, coincide with
those of the organisation . But as Stalker observes,
"individual employees largely see training in terms of
its potential value to them as individuals."*" Such
that when the value of training cannot be realized within

the organisation, the temptation to quit is greater.

According to Flippo,1™ the means (training) must be
re lated to an end which the trainee desires (more money,
a job, recognition, promotion, etc). Flippo adds that
learned skills should accordingly be reinforced and lists
promotions, pay increases, and praise as typical positive

re inForcement.

Thus when learned skills lack such reinforcements
then dissatisfaction is | ikely to result. As Hinrichs
states, "an effective training programme must demonstrably

contribute to the satisfaction of the trainee/s personal

*Alpid., p. 16.

15f | ippo, Edwin, Principles of Personnel Management, 4th
ed«, (Tokyo, McGrawdH i |j , 1976), P. 21*3»

161bid., p. 213.

ninrichs, John R., "Personnel Training,"in H.J. Chruden
and A.W. Sherman, Jr., Personnel Management--The

Util ization of Human Resources (Cincinnati, Ohio, South-
Western Publishing Co., 1980J,p . |7S.
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While considering employee/s stake in training,
McGehee and Thayer remark that while training is a
management tool, training programmes can be of re |la-
tively little value if careful considerat ion is not
given to the individual or individuals for whom these
programmes are designed.|8 It is important, according
to the two authors, that the individual employee
receives some personal benefit from his training
experiences and that for training to be effective, it

must be geared to both immediate and long-range needs

of individual employees.

It has been widely held that the basic value of

training is to make the employee more efficient in his

work. In situations where an employee recognizes ina
dequacy in his work, his training will heighten his

morale as he will perceive the organ isation as having
interest in him. McGehee and Thayer support this view

wh ile considering the immediate benef its of training

to the employee. They see training as increasing

efficiency and add*

McGehee, William, and Paul W. Thayer, Training in
Business and Industry (New York, John Wiley and

Sons, Inc., 1961), P .14.

191bid_, p . 14.



adequate training gives the employee a
fair chance to experience success and
avoid the frustrating experience of
failure in performing the duties for
which he is being paid. It may be that
a well-planned, well executed training
programme will impress the employee
with the feel ing that a company has a
real interest in his welfaree= u

Besides satisfactory performance, he gets the chance
to acquire new skills and knowledge which, according to
McGehee and Thayer, can pave the way for promotion to
job of greater responsibility, making the employee not
only improve his economic status but also secure

improvement in social and personal areas.-

Training can thus be a real tool of management which
can be used for the attainment of organisational goals such
as higher productivity and at the same time can create a
favourable climate in which employees can experience less
Prustrat ion and realize maximum sat isfact ion. In the
opinion of McGehee and Thayer, "an adequately trained
employee has a better opportunity to derive the maximum
sat isfact ion out of his daily life both inside and out-
side the organisat ionm” Thus the stake of an employee
is not just to achieve efficiency for his organisation

but also to better himself.

It is therefore possible to see an inherent confl ict
between the needs of the organisation and those of the
individual. In one case study, it was found that whilst
the objectives of the organisation tended to relate to
improvements in the present job performance of the

employees, the employees themselves saw the training as

Ilbid., p. 16.
N*lpbid., pp. 16- 17*

Ilbid., P. 17-



contributing more to their long-term potential than to

their present performance. ° It is therefore important

that while undertaking the training of its employees the

organisation should be aware of the way the employees

themselves perceive such training.

For the organisation, the training need is therefore

meant to achieve diversified aims such as improved

performance, boosting of employee morale, and the develop-

ment of his skills. As for the employee, his need for
training may largely re late to its potential value to him
as an individual. Thus without a reconciled need for
training between the two parties, there may arise a
conflict of training need perception.
Training as a Basis for Deployment

The way the need for training is perceived by the
two parties would largely determine the nature of
ut il izat ion of the acquired skills and knowledge, hence
the nature of deployment of such skills. As Graham
remarks:

under favourable circumstances, training
has the important dual function of
utilization and motivation. By improving
employees' ability to perform the tasks
required by the company, training allows
better use to be made of human resources;
by giving employees a feel ing of mastery
over their work and of recognition by
management,their job satisfaction is
increased.™4

oyce, Loraine,Qp.cit.,P. 18.

“"Graham, H.T., Human Resources Management, 2nd ed.,

(Estover, Plymouth, MacDonald and Evans, 1979)/ P m| 76m

¢V m* *g * *\
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But it should be noted that training can be used both
to increase knowledge and to achieve performance in changed
situations. It may, according to Wamalwa Report,*-~ involve
"dis-l earning" as new situati'ons render past successful
experience irrelevant or even dysfunctional and also new
learning as the future may demand appropriate skills and

both new methods and techniques.

As the report reveals, however, a difficulty that
trained personnel encounter is that they seldom hold

positions that would allow them introduce changes in

operational procedures. O fficers may learn a new tech-
nigue | ike Management by Objectives (MRO) but on return to
work, they will still apply old techniques because those

holding decision-making positions would not allow them
introduce such techniques* The off icers thus end up frust-
rated. It is therefore desirable that senior officers
receive similar training in order not to pose as a

stumbling block. The report therefore appropriate ly

observes that:

all managers, including those at the very
top, need from time to time to get away
from their desks, to recharge their
batteries, to gain new insights, to learn
about new techniques, to improve their

all round knowledge. At no stage a manager
ceases to have this need for personal

development.

While the report stresses the role of training in
improving work efficiency, it also notes that no amount of
training is likely to achieve this efficiency unless the
climate of the organisation in which the work is undertaken

is such as to stimulate and encourage efficiency in the
27

A th
organisation as a whole.

“/"Republ ic of Kenya, Report of the Training Review Committee,
Government Printer, Nairobi, 1972, P m8e

~lb ida, p.8.

~~bide, p.s8.
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The fact that application of techniques acquired
through training is re lated to the persisting environ-
ment is further underscored by Fleishmen.*' In a study
to assess the extent to which certain leadership attitudes
and behaviour acquired during training programme were
maintained by forermn after they returned to their jobs,
Fleishman concluded that it is difficult to produce in
an individual a behaviour change that violates the
culture in which this behaviour is imbedded. He notes
that when employees are trained and sent back to their
jobs, one should not expect much change when the factors

of their environment remain unchanged*""

Loraine Joyce, on the other hand, observes that in
evaluat inq management tra ining little attention has been
paid to the contextual factors yet a number of studies-
have indicated that these factors can have an important
impact on the outcomes of courses. Training, according
to Joyce, can have unant icipated and undesirable outcomes
if the contextual factors in the organisational environ-

ment are found to work against, rather than with, the

tr ain ing.

In another study done by Jane Adewa31_in the City
Council of Nairobi, it was Found that trained personnel

do not utilize the skills they acquire during training.

“nSee Kelly, Joe, Ornanisational Behaviour. (Homewood,
Illinois, Richard D. Irwin, Inc., and the Dorsey Press,

1969), pp = 578-9.
-9 lbidm, p . 5/9*
“0Joyce, Loraine, °pe cllm, Pm |5e
31 Adewa, Jane A., A Study of the Staff |Iraining System .uj

the Nairobi City Counci |, (Hnpubl ished Research Project
for Diploma in Management, ESAMI, Arusha, 198U, p.49.
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Asked to what extent the council utilized the skills
acquired in training, 25 per cent said very little while
75 per cent said none at all is utilized. Coupled with
lack of advancement, recognition, and proper reward system,
the result is high turnover among the trained personnel
of the council as training within the council appears to
give only personal satisfaction as learnt from 75 per cent
of the respondents who mentioned this as the benefit they
derived from training.32

The problem of skill wutilization was also noted by

Waruhiu Report"c among the personnel officer cadre in the

civil service. Although the Ndegwa Commission called tor
more demand ing qualifications and training as well as
better utilization of the skills, it is noted that the

role of a personnel officer has remained routine and more
clerical in nature, a reflect ion of their inadequate
util ization, deployment and the attit ude of top adminis —

tratops towards personnel off icers.

This cadre of staff is not given the chance to perform
advisory role and their work is therefore relegated to
routine matters with consequent lack of motivation and
job satisfaction. Besides, there is haphazard deployment
of other professional and technical personnel. It is not
uncommon, for example, to find a qual if ied doctor or
engineer doing administrative work at the ministry head-

quarters without prior acquisition of administrative or

manager ial skills.

“.lbid., p. 49.

33Republ ic of Kenya, Report of the Civil Service Review
Committee, Government Printer, Nairobi, 1980 , P ./--



It is therefore clear that for proper deployment and therefore
utilization of trained personnel, the skills must be recogni-
zed by the management which must itself be disposed to the
use of such skills. For them to be properly disposed, they
must be in a position to appreciate such skills, a requirement
that makes it necessary for them to be exposed to the same

tra ining,

Above all, the organ isat tonal environment rpust be
conducive to the application of new techniques. This calls

for Organ isat ional Deve lopinent (OD) which again can only be

attained by having enl ightened management which, it so happens,
can only be realized through training. The idea therefore s
""training for al\". Malm supports this view by stating, *11 is

often found that effective training must begin 'at the top'

so that top management and department heads themselves practise

and apply ishat is recommended in training//'31

This is basic to appropriate deployment of trained
personnel within any organ isation. If applied, together with
some of the factors alluded to in this section, then deploying

trained personnel for improved job satisfaction within the

government would be realized,

RELEVANCE AND CHARACTERISTICS OF JOB SAT IST ACT ION

Job satisfaction has been studied in many ways, as both
a cause and an effect, as both an independent and a dependent
variable. According to Robinson and Conners, '~ for example,
results of various investigations suggest presence of relation-

ship between job satisfaction and various variables such as

absenteeism, achievement* advancement, automation, job enlargement,

~a Im f.t., op. c*t., p. -69.
~"Robinson, Alan H., and Ralph P. Conners, Job satisfaction
Researche s The Personnel and Guidance Journal, Vol . XLI I,

No. 2 (October 1963), PP e 136-7.
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and many others. This study, however, concerns itself
with whether the presence or absence of some of these
variables in a job diminishes or improves the workers'

satisfaction level.

Original Interest in Job Satisfaction

Before the findings of Elton Mayo and Fritz J.
Roethl isberger in the famous Hawthorne studies, job
attitudes were thought unimportant. For a long time,
according to Shwinger, the overall outlook of management
in the western world was based on the assumption that the
worker is motivated to work mainly by the payment which
he receives in return.'0 All other motivating factors

were thus overshadowed B> the financial element.

This incentive system, based on the wage, leans on

Adam Smith's concept of the economic man — one who is
motivated by monetary considerations. Commenting on it,
Shwinger states, "whereas this is a one-dimensional
thinking about money, it should not be taken to the

extreme that wages are just a 'hygiene/ factor and not
really a source of motivation at aII."37 He adds that
most managers and employees would not admit perhaps that
this is their view yet it is proved conclusively during

negotiations for labour contracts.’

36'According to Shwinger, this dssumption stems from Ada
Smith/s theory, first published in 1776 in his work
An Inquiry into the Nature and Cause of the Wwealth ot

NifN- ,or"c Shw.noer. PinhasV Wage Jneont ive Sy stein
(New York , John Wiley and Sons, P eriji - *» eee

s~"Shwi nger, Pinhas, 'bid., P. Xiii.

sAlbidm, p. *iii.
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Consequent to human rclJtions movement which started
early this century with the Hawthorne studies, many studies
were carried out to determine the correlates of high and
low job satisfaction, relating it to such factors like age,
sex, education, occupation, and income. Opsahl and
Dunnettef™ note that with the emergence of the movement,
recognition of man's ego and social needs became widespread,
and job factors other than pay came to be emphasised as the

major reasons why men work.

These theses are still very current although they have
undergone tremendous improvement by scholars | ike Herzberg
in his two-factor content model, and Porter and Lawler in
their process model, the former applied to this study.
However, agreeing with Shwinger, Opsahl notes, "few would
disagree that money has been and continues to be the primary

means of rewarding and modifying behaviour in industry."4*

Why Study Job Sat isfact ion?

According to Lawler and Porter, the interest in job
satisfaction stemmed from mere interest of scientists to

learn about it but more due to its presumed relationship to

job performance

' See L.L. Cummings and W.L. Scott, Jr ., head mgs *l
Organisational Behaviour and Human Performance (Homewood,
| Jlino is", Richard D« Irwin, Inc., 1969 P *28| m

400psahl, Robert L., and Marvin D. Dunnette, "The role of
Financial Compensation in Industrial Motivation, in L.L.
Cummings and W.L. Scott, Jr., ibid., p.500.

41 1bid ., p. 500.

4rSee Cummings, L.L., and W.L. -cott, Jr., (ibid., pe 283e
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The first, and undoubtedly the most stra ightforward
reason, however, rests on the fact that strong correlations
between absenteeism and satisfaction, as well as between
turnover and sat isfactjon, appear in the previous studies."™'
In this regard, job satisfaction is certainly an important
element for organisations which are concerned about such

problems | ike absenteeism and turnover.

Lawler and Porter note that perhaps the best
explanation of the fact that satisfaction is related to
absenteeism and turnover comes from the kind ot path-goal
theory of motivation that has been propounded by various
theorists |ike Georgopoul os, Mahoney and Jones.
According to the theory, high satisfaction leads to Ilow

turnover and absenteeism.

A second reason for interest in job satisfact ion,

according\ to Lawler and Porter, ''stems from i low but

ts
45
consistent association with job perlormancee- This

study is, however, concerned with the former reason rather

than the latter.

Satisfaction and Motivation

It is important to distinguish job satisfaction from

motivation because whereas in the Herzbergt s content

model satisfaction is all important, in the process models
such as Porter and Luwler7s, it is just a variable within
the complex process of motivation. As Fred Luthans points our

431bid., P. 283-
44 \bid., p. 285*

45]bid., p. 285.
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satisfaction is not similar to motivation. He states

that:

satisfaction is an attitude, an internal
cognitive state. Motivation is a process,
and that is why the content models,
especially Herzberg's, have more to do
with satisfactions than with the complex
process of motivation. In the content
models, job satisfaction was deemed to

be the sum of var ious content factors
such as responsibility and growth

potent ial .46

This somewhat explains the appl ication of Herzberg's
model in the measure of job satisfaction levels of the
trained personnel within the civil service. This study,
however, takes the position that the distinction between
job satisfaction and motivation is a matter of degree and

therefore ideas relating to motivation are widely used.

Determinants of Job Satisfaction

Job satisfaction as a concept is very muck re lated
to the content models of motivation™ especially Herzberg s
model. In the process models such as advocated by Porter
and Lawler, job satisfaction is regarded as an input. As
the content models are easy to understand, and can be
readily translated into practice,~' Herzberg's model is
used in this study to measure satisfaction level of
trained personnel within the Kenya government. The
model is particularly appropriate because as Luthans
notes, "the Herzberg model is, at best, a theory of job

satisfaction."™ It is therefore pertinent to briefly

look at the features of this model.3

46 Luthans, Fred, Organ isat ional Behaviour, -nd cd.,
(Tokyo, McGraw-Hill , 1~/7)/ P« 420.

~nSee Luthans, Fred, ibid.,pp . 42() — 30.

4'>lbid., P. 418.
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The Herzberg uSat»sfaction" Model

Herzberg's model is a content development of
Mas low's work. After a study he did in the 1950s among
accountants and engineers, Herzberg propounded a theory
which bipolarized motivation at work, dividing the
‘actors of the workplace into two-motivators or satisf iers
on the one hand and "hygiene" or maintenance factors on

the other.

In his study, Herzberg used the critical incident
method in obtaining data for analysis and asked his

respondents to state when they had felt extremely bad and

extremely good about their jobs and then tell what
happened. According to the study, the former were
associated with extrinsic factors of the job - - the job

context, while the Il|latter were associated with intrinsic

aspects— job experiences and job content.

From his analysis, Herzberg concluded that job
satisfiers were related to job content and comprised
elements in a job which provide satisfaction such as
achievement, recoghnition, responsibi | 11y, promot ion
prospects or advancement and work itself. Job dissatis-
fiers, on the other hand, were associated with job
context and comprised such factors whose absence or
inadequacy in a job give rise to dissatisf act ion,
namely, pay, interpersonal relations, type of supervision,
company policy, working conditions, and fringe benef its.
The satisfiers were termed motivators and the dissatis-
fiers were branded hygiene factors, hence his famous
two—factor theory. Hygiene factors were further termed
maintenance factors because they tended to maintain an
employee in his job as they prevent dissatisfact ion, but

do not lead to satisfaction.



Accordiny to Luthans,~* they in effect bring motivation
up to a theoretical zero level and ore a necessary floor"
to prevent dissatisfaction, and they serve as a take off.
They thus are necessary to maintain the human resources of
an organisation although they do not lead to satisfaction =
But as Luthans observes, "once ‘'the belly is full/ of
hygiene factors, dangl ing any more in front of employees
will not motivate them. Only a challenging job which has
the opportunities for achievement, recognition, responsi-

bility, advancement and growth will motivate personnele

An Appraisal of the Model and a Critique

Whereas the presence of the hygiene factors would not
motivate, their absence might make the employee leave.
Conversely, as Graham notes,~the absence of 'satisf iers/
would not make an employee leave but their presence would
make him work harder." ~ Herzberg himself, however,
recognized that people differ in their preference for
motivators or hygiene factors. Some are more concerned
about the former while others are interested in the latter.
At the same time, while motivater factors are intrinsic to

the iob, dissatisfaction - avoidance or hygiene (KIIA)

. . .- 3
factors are extrinsic to the ]OE.

""1bid., PP . 410 - 1.
5°lbid., P. 4M.
~"Graham, H.I., op. cit., Pm "9mnm

"Herzberg defines KITA as the external ly imposed attempt
by management to "install a generator" In the employee..
See Frederick Herzberg,’One More lime & How Do You Motivate
Employees?", Harvard Busi ness Review, January-february,

1968, p . 39.

5”7Herzberg, Frederick, ibid. 39.
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In the various investigations he conducted, Herzbery
found that motivator factors led to extreme satisfaction
while KIT A factors led to extreme dissatisfaction hence
the terms "satisfiers" for the former and "dissatisfiers"”
for the latter since they form composites of factors that
are involved in causing job satisfaction and job dissatis-
faction respectively* On this basis Belcher™ notes that
when the KITA factors deteriorate, job di3satisfaction
results, but improving them does not provide job satisfac-
tion as this is only real ized through the intrinsic

factors of the job.

Although Herzberg/s theory of job satisfaction and
motivation has been seen as easy to understand and apply,”
it has been criticised on a number of grounds: first, that
it is methodically bound; second, that it is based on
faulty research; and third, that it is inconsistent with

past evidence concerning satisfaction and motivation.”™0

Smith and Kendal | ' have shown, for example, that a
worker may disl ike some aspects of his job, yet sti |l th ink
it is acceptable, Simi larly, workers may dislike the job
despite many desirable characteristics « They thus posit
that job satisfaction is a function of the perceived
characteristic of a job and depends on the individual's
frame of reference. A particular job condition can be a
satisfier or dissatisfier or even irrelevant only in

reference to conditions in other re lated jobs,

~"Belcher, David W., "Toward a Behavioural Science Theory
of Wagesf" The Journal of Academy of Management, Vol,S,

No. 2 (August, 1962), p. I IT.
N"See Luthans, Fred, op. cit., ppe 420 - TO.
~°See L.L. Cummings and W.L. Scott, Jr., op.cit., pp.-92-p0,,.
N Smith, P.C., and L.M. Kendall, "Cornell Studies of Job

Satisfact ion,” in L.L. Cummings and W.E. Scott, Jr.,
ibid., pp, 293 - 302.
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of other' people, and the standing of the individual,
besides other variables relevant to the job itself. Job
satisfaction is thus not exclusive as such but is re lative

to viable alternativesn

In his consideration of intrinsic satisfact ions
accruing from specific pole performance, Katzr’v postulates
that the gratification is mainly dependent on the nature
of the activity itself, that 1is, its intrinsic nature
rather than extrinsic factors. The work may be appeal ing
to the individual so much that Ire would not be moved to a
job in which he has no interest. It may, for example, be

difficult to get a committed teacher to go and be an

administrator in an office despite other attractive conditions.

When further considering conditions which are conducive
to the arousal ot intrinsic job satisfaction, Katz states
that in order lor intrinsic job satisfaction or ident it ica-
tion with the work to be realized, sufficient variety,
complexity and challenge must attain in the job itself*
besides such job characteristics that may suff iciently

S 59
measure up to the abilities of the worker.

According to fitzgera Id,tk' people differ considerably
in their' need for variety, responsibi | ity and competence,
just as they vary in their need for independence or security.
As he notes, "the job Jones finds moronic and insufferable
is okay with Smith, yet too much for Brown* Restructuring
and/or enlarging jobs are brave attempts to fit the job to

the man, but which man?"f)*

~"Katz, Daniel "Motivat ional Basis of Organisat ional
Behaviour," in LmL, dumminijs and W.L. Scott, Jr., lbidm

P. 461 .

AYibid., p. 46S.

60pitzgerald, Thomas H., "Why Motivation Theory Doesn't Work",
Harvard Business Review (July-August, 1971), 3s -

611bid*, p. 3.



Fitzgerald, on this basis, suggests that concepts
| ike motives, motivators, and motivation should be
discarded and people should get to see themselves simply
as a society of persons. Such orientation, according to

him, can be adopted by merely talking with people which

in itself does a lot of good, although as it is noted, it
is not favourable with many managers. Though Fitzgerald
may be right in this respect, it is a widely held view

that talking leads to familiarity and familiarity breeds
contempt which may undermine superior;s authority at a
workplace. But as if he has this in mind, Fitzgerald

suggests that even praise and approval would do.

11 is evident from the foregoing that whereas
Herzberg's theory has been popular, it has attracted many
criticisms. Looking at certain findings based on it s

therefore: a worthwhile effort.

SOME RELEVANT PREVIOUS | IMM NOS

Pay is a basic reward for work and has been used

widely as an incentive. Yet its perceived importance has
not held very well in the various inquiries that have been
made. Results of the studies on motivation through money

is therefore rather confusing.

When W ilkins,0” in a 1949-50 study, asked IS- and 19-

year old males at the British Army Reception Centre to

rank various job incentives on importance, ‘''pay” was placed
second only to ''friendly workmates”. Only S per cent ranked
pay as most important. ""Friendly workmates,” "security ,

and ''future prospects" all received more first place rankings

than pay.
C“Wilkins, L.T., "Incentives and the Young Male Worker in
Eng land”, in L.L. oummings and W.f . Scott m, -Ir m,

CP«ceeN., p. Bl



In another study t> Watson®*5 employees ranked pay third
in importance on a list of eight '"'morale" factors.
Worthy's™ analysis of surveys conducted by Sears, Roebuck,
and Company over a 12 - year period also showed a very Ilow
ranking for pay which took an eighth position among factors

related to high morale.

When Granuli™') asked employees in a Calcutta (India)
engineering factory to rank eight items re lat mg to working

conditions in order of importance, he found that ~“adequate

earnings" was ranked first above such factors as 'job
security," "opportunity for promotion,” and "personal
benefits." Graham and Sluckin(®’ also found pay the most

importdnt job factor in a survey of skilled and semi-skilled

workers in England.

When it was asked in a survey in Israel whether the
respondents were satisfied with the salary they receive,
only 2.9 per cent felt very satisfied; another 22.2 per cent

were satisfied while 74.* per cent were dissatisfied.O'

In a study by Ocheng-Ongolo in the Kenya's Ministry
of Works, it was found that dissatisfaction with remunera-

tion is a major factor in the turnover of skilled personnel.

®3Watson, G., "Work Satisfact ion", in L.L. Cummings and
W.E, Scott, Jr., »bid/ p. 512*

h4see Cummings, L.L., and W.E. Scottp Jr., °Pm cl1n f
651bid., P. 512.

OO lbidm, P. 512.

°*'Shwinger, P.nhas, ‘-aue Incentive Systems (New York, John
Wiley and Sons, | 75), pm [|2S.



Opsahl and Dunnette,*~ however, remark that the
discrepancfes noted in the foregoing cases can be partially
explained by the different samples of employees used. One
would not expect executives to have the same values and

goals as blue-collar workers.

According to Opsah | and Dunnette, while pay is
moderately ranked, various groups behave in a manner
suggesting a desire for more money. Why is it then that
money or pay is seldom ranked to tally with such behaviour.
The answer, according to them, is not simple, but may

include: "™

(a) The application of social desirability
response to the sell—+feportsm Leaning
on the protestant ethic, one may not
readily admit that he actually values
mone> most without harming his cons-
ciencem This can be avoided by
relegating pay to a re latively low
position on the value hierarchy and
giving lip service to other more accep-
table factors such as* "job autonomy**

or intr insic job sat isfact ion*

(b) The sort of disposition when completing
a self-report questionnaire is quite
different from that in the real Ilife
situation. One tends to engage in
some sort of rational ization while

completing such self-reportse

0>See Cummings, L.L. and W.L. Pcotf Jr., opecite, pms5i3m

°91lbid., p. D»o«



(c) Generally, people dre poor judges land
therefore poor reporters) of what they
really want in d job. They do not know
with certdinty which job factors really
attract and hold them, hence they cannot
validly describe or rank the various job

factors.

Thus, as Opsahl and Dunnette suggest, research on the
valence of money via a vis other job factors can only be
validly measured through sophisticated observational tech-
niques rather than the self reports. This is because while
various groups behave as if money is all important, this
surprisingly, does not come out in the self-report studies
which seem to be based on oversimplified notions that tend
to ignore "the complexities and mull,determined aspects of
human behaviour."70 This is an appropriate pointer to the
tact that the question "how do people value money?" cannot

be answered accurately simply by ashing them.

Salary, however, is not the only factor which deter-
mines respondent's attitude toward his job according to
Shwinger/s study7' in lIsrael. There is also the question
. whether the worker receives satisfaction from his work.

Does the job enable him to use his capabi |l it ics.

A majority of Shwinger/s respondents (70 per cent)
felt that the job gives them satisfaction while only 29.5
per cent complained of no satisfaction. Considering that
74.8 per cent had said they were dissatisfied with the salary
they received72 the results supported Herzberg's theory that

satisfaction on the job is not related to income.

"Olbid., P« 5*3-
/ “‘Shwingen, Pinhas, °p. cit., PP - 1-9-130.

7-$ee footnote 67 on page 3I»



An important factor in determinmy how respondents
feel about their jobs is how they perceive their opportuni-
ties lor occupational advancement. This came out clearly
in Adewa/s study'J in which it was found that dissatisfac-
tion and consequent turnover among skilled personnel in
the Nairobi City Council results more from poor career
planning. When Shwinger asked his respondents whether
there were possibilities for them to advance in their
careers, 56 per cent answered they did have opportunities

for advancement while 45 per cent said they did not have.'”

From his results, Shwinger states that it is reasonable
to assume that if the respondent feels he s recei\;‘/#ing a
fair salary and has a chance to advance himself he will
be satisfied in his job and content to stay with his | irm.
On the other hand, iif the respondent leels that his salary
is less than he deserves, his work is not satiate ing and
the opportunities for advancement in the plant are minimal,

then he would probably be interested in leaving the | irtn.’

As a test of satisfact ion, the respondent was asked it
he was interested in leaving his job. This question, according
to Shwinger, represents the workers/ overall opinion of
their work sat isfaction. This was used as an indirect
indicator of job satisfaction, conditional on opportunities
in other places as they are known to the worker. A vast
majority answered that they do not want to Ileave* implying
their job is satisfactory (or that there are no prospects
of better conditions elsewhere). Only 28 per cent of the

respondents indicated an interest in changing jobs.

' 'Adewa, Jane A., op. cit., P. 55*
~"*$hwinger , Pinhas, op. cit., Pm |3]e

Nlbid., Pe [33m
76 ibidB/jpp . 133-34.
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CHAPTER |11

RESEARCH METHODOLOGY

It is now appropriate at this juncture to state the
methodology adopted for the study, first to be discussed
are the sources of the relevant data. Following this, the
research instrument employed to gather the data is considered.
Final ly, the sampling plan and the data analysis methods are

consi dered.

SOURCES OF DMA

For the identified problem, both secondary and primary
sources of data were found appropriate. Certain government
documents, files, and some Ilibrary materials provided the

secondary data used in the study.

For primary data, information was solicited from the

following sources:

(a) Employees who have undergone training lasting
nine months or longer and are back on their
jobs. A questionnaire was given to this category

of respondents for completion.

(b) O fficers in charge of training at the DPM and the

ministries on which the study was based.

(c) Heads of departments under whom the respondents

in (a) fell.

A structured questionnaire which can be found in appendix
C was prepared for sources (b) and (c) and interviews were

conducted using the questionnairen

36



It had been intended to have interviews with all the
Chief Personnel Officers of the ministries selected but
because of time constraint, only a few of these were
interviewed. The omission of the others did not, however,
prejudice the study. One other intended source——the PSC —
was also omitted, but this did not diminish the value of

data obtained from other sources.

In the ministries selected for the study, namely,
Finance, Economic Planning, Lands,Sett lement and Physical
Planning, Water Development, Office of the President(DPM) ,
and the Office of the Attorney-General, interviews were
field with four Senior Personnel Officers, two ministry-based
training officers, four DPM training officers and five HoDs
or their representat ives. The interviews granted provided

valuable data for the study.

RESEARCH INSTRUMENT

This consisted of the questionnaire administered on
the relevant respondents. The questions were majorly of

the closed type with a few open ones as can be seen in

appendix B. Besides, Likert scale type of statements were
included,
The questionnaire was composed of three parts. Category

A gquestions were to gather data on need for training and
attitude towards both training and the job. This was further
probed through the use of a few statements in- category B.
Most of the statements were, however, meant to collect data

on job satisfaction level of the respondents.

Category C questions probe into the type of factors

the respondent feels would provide job satisfaction.



Rt*s ides7 those factors which arc prr*ent in the job are also
sought. Both of these were meant to give a lead to an »xnlanu-
ti°n about the Ilevel of job satisfaction as obtained by category
B of the questionnaire. The latter part of category C questions
was to bring out the characteristics of the respondents which

could be of some assistance in interpreting the results.

Due to time constraint and therefore need for quick
response, the questionnaire was administered personally, mostly
through contacts in the departments that were visited. This
was necessary not just because of time considerat ions but also
out of a desire to obtain good response and reduce nhon-response
rate, especially in an environment of the developing country
| ike Kenya about which Kibera* has posited the suspicion with

which a researcher is treated.

SAMP LING PLAN

The samp le comprised government employees who have undergone

training lasting about a year or more in the ministries studied.

The study was based in Nairobi and the ministries selected
are considered among the best trainers within the government. It
was also considered the data required could be obtained from
them more easily. This may be a cause of some bias which s

characteristic of the convenience sampling procedure applied to

this study.

Kibera, Francis N., "The Effects of Selected Communication
Variables on the Adoption of New Agricultural Practices by
Smallholders in Central Kiambu, Kenya,*7 in o.G.M. Lwanga,
Export Market ing Research for Africa! the Kenyan Experience
(Unpublished MBA Thesis, University of Nairobi, 1970), p .47.



flu questionnaire was administered on a sample of

niruty of those employees who had attended the relevant
training and who were available at the departments/ministrtes
during the period of the field work. Since sorting out the
respondents available at the time from those who were away
on further courses/ work assignments, leave,etc., became
cumbersome, no specific sample frame was used as developing
one was quite arduous and, in any case, would have been
necessary when the use of random 9ampl ing was intended. As
Harper ™~ notes, sometimes the selection of a random sample is

not feasible, especially:

la) when such a sample would entail much expensive

travelling for the interviewer(s);

(b) when getting the people selected would be a long

and uneconomic task; and

Ic) when there is no sample frame

Out of the sample of ninety respondents to which the
quest ionndiro was administered, sixty-three completed and

returned the questionnaire and the analysis was based on this

number .

It is pertinent to acknowledge the fact that due to the
non-random samp |l ing procedure appl ied in the study, the
results of the study may not be general ized but the study is,

hopefully, a useful contribution to the identified problem.

“Harper, WM., Stat ist ics, 3rd ed. (Estover, Plymouth,
Macdonald and Evans, 1)77), P |9e
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METHODS OF DATA ANALYSIS

The methods used to analyse the data are largely
opinion analysis and score gating. To get comparative
differences in these the use of means and percentages are
also applied. Besides, weighted means are also used in cases

where they were found appropriate.



CHAPTER IV

DATA ANALYSIS

Fhe way trained personnel are deployed within the civil
service depends very much on the training arrangements and
regulations regarding training. Post-training deployment
and consequent job satisfaction are therefore dependent on
these arrangements and regulations and an analysis of these

relationships is therefore pertinent at this point.

TRAINING AND DEPLOYMENT DETERM INAT ION

From the interviews conducted at the ministries studied
and at the DPM, it was found that training within the civil
service is centred around the DPM *ith the ministries merely
pro\ id mg feed-forwards to it regarding their training
rejueements. This is done through the ministries'training
committees comprising senior officials of the ministry,
Heads of Departments (HoDs), and a Chief Staff Development

Officer (CSDO) who is a representative of the DPM,

Similarly from the interviews conducted, it was revealed
that requirements for training may include the improvement
of performance/efficiency, conferment of status, or just a
desire to boost employees* morale, the first of these being
the focus of training within the civil service. Cn the
basis of this, it is strongly held by both training officers
and HoDs that training is not supposed to lead to promotion
but may just be an advantage in upward mobility. Basically,
training is meant to improve an off icer*s performance/
efficiency in his work and this is what guides the DPM in

its administrat ion of government training policy.

41
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Although the OPM controls training matters, it thus
does not confer status to individual employees on account
of training. In a DPM letter entitled ~deployment for
maximum utilization/' it was stated in part, * ..
current service regulations do not provide for automatic
promotion on successful completion of a course of training
unless this is indicated in a scheme of service ...
This imp|lles thatfr{/r?n?otion based on trainip?l%ftg%y only
originate from individual ministries/departments either
on the basis of a scheme of service or on special require-

ments of the departments.

There is a clear fallacy regarding DPM's role in
training and subsequent deployment. While its role in
training matters is clear, it seems to have no role in
post—tratnireo deployment and therefore has no way of ensu-
ring job satisfaction among the trained personnel who are
actually deployed by individual mmistr les or the Public
Service Commission (PSC) which rely mainly on the schemes
of service which are the official guidelines for elevating
civil servants to higher positions of responsibi |lity.
This sort of relationship between the PPM and the PSC
regarding training and deployment is pursued further towards
the end of this chapter. It is first necessary at this

point to briefly examine the place of the schemes in training

and deployment.

letter on post-training deployment, DPM/6/1/12/Vol. IX
(106) .

-The administrat ion of the scheme of service is ministry-
based and is the responsibility of the Permanent Secretary
who is the executive head of the ministry. Departments are
functional wunits of a ministry.



Schemes of service as muidcl ines tor truining and deployment

The interviews conducted at the ministries and at the
DPM revealed that the schemes of service formulated for
the various cadres of employees in the civil service are
fundamental guidelines in recruitment, appointment, advan-
cement, and deployment in general. It was also revealed that

the schemes of service largely determine promotion-based

training in the various ministries. Yet one ministry ------
the Ministry for Water Development which is arelatively
new ministry and whose staff still lack specific formu lated

schemes of service has one of the most promotion-based

training programmes.

it ma> be argued that this is an odd case out but as
it can be seen from appendix 0, there are so far only thirty
of these schemes, meaning, many cadres of civil servants
have no such schemes and therefore no basis for training
and advancement. As provided, for a cadre of personnel to
warrant formulation of a scheme of service, the cstablish-
ment must be quite sizeable-—-—more than 100 employees.0
Flits in itself is bad enough because even a few employees

need to know specifically about their career planning.

But even for those cadres which have the schemes,

employees can only benefit if the schemes are Wwell-adminis-
tered. As it happens, most are either poorly administered
or are just achaic. for example, a scheme of service for

accountants lays stress on CPA rather than any advanced

qual ificat ion. This means that even iif an employee within

'Republic of Kenya, A Guide to Preparation of Schemes of
morv ice, Government Printer, Nairobi, July, |®Be-e



that cadre has a second or third duyret* in accountancy
but has no CPA, his chances of advancement are fairly

uncerta «n.

The poor ddministrat ion of the schemes results mair.ly
from other associated conditions for advancement incorpora-
ted into them. As it is provided, acquisition of the
minimum qualifications and experience required does not
automatica lly entitle an employee for promotion but s

subject to:

1. existence of a vacancy

2. suitability of the candidate for
performing duties at the higher
yrade, that is, merit and ability
as reflected in work results.

3. a conditional minimum number of
years >tTV ce on the preceding
grade =

4. approval of the PSC.

First, a system which sets minima should also of
necessity set maxima. Such that when one is to serve for
a minimum number of years on a grade before moving to the
next one, he should also be told about the maximum number
of years he can serve on that grade. Secondly, if merit
and abil ity is to be used as a basis for advancement then
the system requiring that must also set a proper and

objective appraisal system for determining that merit and

abil ity .

These are just some of the conditions for a proper

administrat ion of the schemes of service if they are to

meet their stated aims and objectives. Therefore, though
well- intended as a basis for career planning within the
civil service, the schemes of service are a mere hoax in

41bid



t.lie absence ot a proper and effective appraisal system.
Unfortunate ly, as Warubiu report notes*, "fdilure to
evolve an objective and effective appraisal system which
would provide a rational basis for reward has fed to

favouritism, nepotism and other undesirable practices."™

These flaws are ampl ified by Phil ip Wane)alwa in his
review of the civil service when he observes that. most top
jobs in the <civil service are held by people not properly
fitted for them because of ~backdoor" deal ings.™ This
sounds | ike a confirmation of a case found in one depart-
ment where because of such ''backdoor" deal ings, a junior
employee of a section was "lifted" to the position of
deputy HoD and his head of section had to resign in pro-
test since he had no faith in his ability even in his
section. The situation arose when the HoD could not set- eye
eye with his deputy who had just returned from a training
course with an advanced qual ification suited for the
technical department. Since the deputy HoD could not be
tolerated by his HoD, he had to be transferred to an
administr at ive position in another ministry. The action
is quite reverberative. First, the knowledge he had just
acquired which was beneficial to his department had to be
disregarded just because of personal differences--- to the
detriment of efficiency and productivity. Secondly, he
was likely to be ineffective in his new administrative

position since he was not disposed to an administrative

job -—-—-- again to the detriment of efficiency and productivity.
~Republ ic of Kenya, Report of the Civil Service Review
Committee, Government Dr inter, Nairobi, 1980, pm6~".

I_*

6Daily Nation, Nairobi, October 1_, 1°s3, p.

to



Whereas this is a typical cjse of blatant wastage of
competent personnel and a glaring misplacement of skills —
at a fairly high level indeed, one would only hope that
it is the exception rather than the rule within the civil
service. Otherwise, the improvement of efficiency,
integrity and productivity of the civil service would be
elusive indeed on the one hand, and satisfaction of the
trained personnel on their jobs adversely affected on

the other.

lhe negative aspects of the schemes of service in the
service is further underscored by Dorothy Opondo who
sees them as a discouragement to the self motivation of
employees to opt for training because they do not provide
for immediate post-training reward.' As Opondo observes,
it employers had such schemes of service wh.ch provide
for rewards after training their employees would not only
be motivated to go for training but would actually be
prepared to downgrade their social problems such as
family commitments and sacrifice some of their tiré\e

knowing they would be rewarded at the end of it.

This view is very pertinent here. Although the
governments training pol icy does not recoghize immediate
reward on account of training, it should be clear, as
Mippo and Hinrichs™ recognize, that learned ski Ils should
be accordingly be reinforced in order to contribute to

personal goals satisfaction, hence job sat isfaction.

~0Opondo, Dorothy N., The Problems Facing the Training
of Graduate Managers! A Kenyan Perspective LUnpuhl ished

Independent Paper for MPA, uUniversitv of Nairobi, 19S.>"P«36,

Slbid, pp. 42-3.
°Sec Chapter |II, p. 14.



It is worth notiny that whatever way traininy is
viewed by the government - whether to improve off iciency,
confer status# or just boost morale# the department is
crucial in the whole process as it provides important
guides for training determination by the PPM. If the HoD
therefore happens to be anti—ra ining or even unable to
assess the training needs for his staff then training
chances for that particular department are impaired# not
to mention those departments which have no schemes of
service and therefore nothing on which to base training

needs of personnel.

Beyond this# an analysis of the employees7 percept ion
of training and subsequent deployment is undertaken to
determine job satisfaction level of the trained personnel.
An examination of certain relationships, especially between
the ministries# the DPM and the P5C is also undertaken to
bring out certain flaws in training and deployment
determination which are fundamental to job catisfaction

among the trained personnel.

EMP LOYEES'PERCEP f ION OF TRAINING AND SUBSEQUENT DEPLOYMENT

From the data gathered from the trained personnel who
comprised the sample that was reached through the question-
naire, the government training pol icy is seen as very
favourable by the respondents. As the data in table |
that follows indicate, 75 per cent of the respondents rate
the training policy as good. It is# however, opined that
it should be accompanied with promotion and considera’ ion
of prospects for advancement. The evaluat ion of the polic>
as good therefore relates mainly to the chances for training

within the civil service as evidenced in table VII.



fl»is is because although the respondents rate the training

policy as good, their dissatis taction with post-tr ainimj

deployment is quite clear as table | shows and as it s
further illustrated in category ¢ of table IV.
‘Table |1: Government training policy and post-training

deployment>

Good . Bad Tota 1
No No / No %
Traininy policy 45 75-0 15 25.0 60 100
Post-tra ininy
20 33.3 40 DO.7 00 100

deployment

From tfie findings, the respondents associate poor

post-train my deployment mainly with the OPM's lack of a

defined role in the deployment of trained personnel. fhey
are of the opinion that since PPM is central in training
matters, it should equally involve itself in deployment
instead of Ileaving it to individual ministries. This, how-

ever, may not be necessary if DPM has a proper follow-up of

the utilization of trained personnel.

Those respondents who see the government training
policy as "bad" give a number of reasons for their position
They uryue that there is no proper follow-up to establish
whether the employees benefited from training, that the

training policy does not appear to have any specific
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object ivil to achieve”™ that choice of nominees is not done
properly, that the pol icy should be geared to training on the
jolt rather than to professional or academic advancement, and
that certain departments do not rece ive trained personnel
well. fhese respondents also argue that the policy is slanted
as it tends to spare top civil servants when nominations for
training are done. They see training as necessary lor all
levels of government employees including senior officers as

category c¢c of table IV indicates.

Although post-train my deployment is seen as poor, most
of the respondents expect to do the same job as they were
do ing befori* training (table 11). This is apparently an

ent luence of the schemes of service already referred to.

fable ! : feel mg about, deployment, promotion and training.
YES NO TOTAL
No §‘ No A No %
Expect at ion to do ,
same job alter* 40 04 <5 22 35.5 02 100
train ing
Expectation of promo
tion after training 50 79.4 13 20.6 63 100
Whether promotion go
within expected time ©§ 40.4 34 59.0 57 100
Longingness 1lor 5
1l aining of 90. S 6 9.5 03 100
Whether pushed for
training 12 19.0 51 8L.0 03 100
felt pre-tra it. mg
work deficiency 24 3b. | 39 61 .9 63 100
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As the table further indicates, alt hough service
regulations do not provide for immediate rewards as
alluded to earl ler, the trained personnel expect reward-
oriented post—training deployment realized through promo—
tion (table 11) or some other personal gain as category
c of table IV shows. This is consistent with Flippo's
and Hinrichs' thesis that training as a means must be
related to such ends desired by the trainees like more
money and promotion in order to contribute to the trainee's

personal goals.

As can further be discerned from table |Il, though not
pushed for and not undertaken because of any felt work
deficiency, training is actually longed for such that when
the chance to go for it comes, it is received very happily

(table 11l a).

Table ill a, b,and c- Need for and relevance of training,

(a) How st*lection for training was received

No %
Happ i 1y 60 95-2
Linhapp i 1y 1 2.4
Indifferently 1 2.4
TOTAL 62 100

vibid.



(b) Reason for accepting to go for training*

No %
Merely directed 1 0.9
Good break from work 6 5.8
Improve performance 35 33.7
Expand knowledge 35 33.7
Be more flexible 23 22.1
Assume (greater responsi-
bility(inc. promotion) 4 3.8
TOTAL 104 100

* Jof al number is much greater than the number of respondents

because multiple answers were allowed.

(cj Relevance of training to work

No %
Very relevant 24 41 .4
Re levant 22 37.9
Somehow relevant 12 20.7
irre levant 0 0
Very irrelevant 0 0

TOTAL 58 100



Mainly taken to improve performance, expand knowledge
and provide flexibility (table Nib), the traininy is
considered relevant to the work done (table 1Illc). This

being the case and since training is not desired for any

work deficiency, it can only be taken that while traininy
is taken to improve performance, such personal gains like
promotion are expected to accrue from it failing wtich the

trained personne | get disillusioned at his workplace.

Given the foregoing as the way trained personnel
within the civil service view training and subsequent
deployment, what is the sort of job satisfaction they derive
from such traininy and deployment? This is examined in

the following section.

TRAINING AND POST-TRAIN ING DEPLOYMENT AS DETLRMIN ANTS OF
JOB SAT iSFACT ION

As stated earl ier, Herzberg's "satisfact ion" model
was app !l ied to determine the sort of job satisfaction
attaining among the trained personnel. Once the personnel
are trained and deployed at their workplaces, how do they
rate each of the factors that determine satisfaction in the
job according to Herzberg's model? This is presented in

table IV which shows the attained levels of the measured

factors.

As can be seen from table 1V, the satisfiers except
achievement and advancement for which moderate levels are
obtained, have fairly high levels, implying that if they
determine job satisfaction as propounded by the model,then
the ie\e | of job sat isfaction should be similarly fairly
high. On the other hand, rhe dis™~atisfiers or KITA factors

can be considered low except for relations at work which

has a high level.
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Tabic 1V: Attamcd jevels of measured factors.

*
Categor / Factor Max. score Score r/* Conment
requ ired ach ieved
(lnadequate)achie-
vement 8 3.6 45.0 Moderate
Recogn 11 ion 16 10-4 65.0 H 1gh
A Work itself 8 5.6 69.4 High
Respor.sibility 8 5-4 67.7 High
Advancement 16 9.2 57.4 Moderutv
Relations at work 12 8.6 71.3 High
B (Unsat isfactory ) 20 1 - Low
reword salary 5.5 ’
Working conditions 4 2.1 53.2 j Moderate
General dissatisfac-
t ion 12 5 6 47.0 Moderate
C
Proper deployment 8 3.5 43.3 Low
Trglnlng as personal 20 1o 1 60 .4 High
9ain
Trainin for senior
. d 4 3.3 83.6 Very High
officcrs
Working environment 4 2.6 65. i High

Category A groups "satisfiers" while category c¢ groups
"dissatisfiers" « category C shows the fevel of dissatisfac
tion L other factors also used in the analysis elsewhere in
this chapter. Note that comment for reward/salary is low
since > unsatestactory r*ward/salary tf at was measured
and rated high at 7~.5 per cent.
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consistent

factors character i2ing or

security,
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with the facts of

another

reward/ sa lary is

level of reward/sal ary as a Kl IA factor is quite

table V which indicates the

attaining in the job. Whilo tob

KIfA factor, highly attains in the job,

relatively

lacking among the dissat isf iei’3

used.

Table V: Factors character i: iny lattaining in) the job.
Factor A B C D E F G H 1 ] K L
Score 0 3 6 32 20 9 16 7 10 9 1
Key ~’

A High status

B More money

C Better working conditions

D = Good relations at work

E = Better job security

F More respons ibi lity

G A more interesting work

H - A more challonging work

| Good prospects for advancement
J ~ Recognit ion

K -- Commendation for good work done
L = AlIl of the above

N = None of the

above



Based on the attained levels ot satisflers and
dissat isf lers, the dissatisfaction level of the respondcnt
is rather low as exhibited in category c of table IV. This
is consistent with Herzberg”s thesis that the presence of
satisl iers such as achievement, recognition, work itself,
responsibility, and prospects for advancement creates satis-
faction in a job while dissatisi iers help retain employees.
Whi le among the satisfiers it is achievement which has a
relatively low level, the only dissatisfier whose absence is
pronounced is reward or pay but as can be discerned from
other studies that have been done and cited earller,
dissatisfaction with pay does not necessarily lead to lack
of job satisfaction in the presence of other factors. This
holds true in this study where the pronounced dissatisfaction
with reward has not been ref'leered in the job satisfaction

level of the respondents.

fhe re lat ive absence of reward, solory is further revealed
in table VI and appendix A which show the factors which

would most be preferred at the workplace.

Fable VI : Various factor's as preferred in the workplace
| in weighted mednsj*

Factor A B C D E F G H 1 J K

Score 5 29 32 21 27 11 X 17 25 12 11

*The scores are calculated on we.gf.ted basis (see appendix
A supplement) from the percentage scores in appendix A.
Key for the factors is same as tor table V.



So

When the percentdyu scores ore used in absolute terms,,
the desire for more money ranks first (appendix Aj. When
the scores are averayed out on a weighted basis, this factor
ranks second only to working conditions (table V1), Both
are, however, dissatisfiers and the only satisfier that
ranks high is advancement which can be explained by its
compdratively low score among the satisfiers as indicated

in category c¢ of table IV.

In their ranking of factors they would prefer most,
the respondents rate pay and conditions of service highest
among Herzberg's dissatisfiers as can be seen in the fore-
going table. Notable among the satisfiers in this regard
is advancement. This outcome is consistent with the view
that pay is the basic component of a system of material
incent ives for government employees besides prom|otiolnl or
advancement.lp Fhe high ratiﬁg (ot advancement amo*ng factors
that are preferred most in a job by trained personnel should

therefore be seen in this context.

Advancement may be based on successive job ranks or on
a system of post classification based on the nature of work
in a particular post which may necessitate specific skills,
hence the general merit and ability of an individual employee
to perform the job, the level of that job within the organi-
sation in terms of rank or pay notwithstanding. For

"“UN: Development Administration: Current Approaches and

Trends in Public Administration for National
Deve lopment INPw York, I7~/S1, pp= 9 =
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advancement based on successive ranks and therefore
experience as gained on the lower ranks, trained skills
tend to be downgraded in preference to the "orderly"
elevation through the ranks. It is on this basis that one
would understand the conditional requirement that an
employee takes a certain number of years in a lower rank
before he can advance to the next, a provision of the
schemes of service referred to carlicr.

These sort of arbitrary conditions actually work
against advancement and satisfact lon-or tented deployment
because while an employee may possess the skills to perform
duties and responsibilities of a post may be two or three
ranks ahead of his, he would not be promoted to such a
post because he will have not completed the minimum number
of years required in the lower ranks. Inappropr iate
deployment as found in the study can partly be understood in
this context. This sort of situation makes necessary
Lippsett‘sIl thesis that avoidance of arbitrary rules is
necessary to keep promotable workers who are |ikely to
quit it their opportunities are blocked by rules such as
those requiring a minimum number of years in a job before

promotion can be considered.

It is therefore not surprising that job secur ity WhICL

hygiene factor in Herzberg's model is the most important
of the factors that have held the respondents onto their

jobs according to table VII.

l'Lippsett, Laurence, "How to Stop Losing Your Best Workers,"
Administrat ive Management(February, 1900), p. 5~

0
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Table VII;

Factor

Job security

Working conditions
Prospects for advancement
Interesting work

fraining

Lack of a better alternative
Good re lations

Bond

Year’s of service

Secure income

TOTAL

Total number of responses is much greater

Factors contributing

to continued servicex*

No

17

17

24

19

177

% Rank
31.1 1
9.6 5
9.6 5
11.9 3
13.0 °
8.5 0
10.5 4
2.3 /
0.6 8
2.3 /
100

than the number

of respondents because multiple answers were allowed.
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lhough this is consistent Kith the model which posits
that hygiene tactors or dissat isfiers rather than satisficrs
hold employees onto their jobs, the other factors which rank
high is work itself which is not a prominent satisfier in
the model, and the opportunities for training.

Since the presence of dissat isfiers, according to
Herzberg,s model, keep employees on their jobs but do not
lead to job satisfaction, their absence drives out the
employees. Of the dissatisfiers, however, it is only reward
or pay that is conclusively lacking and which therefore
would account for the turnover among trained personnel within
the civil service. This would validate the thesis that if
the trained personnel are to be retained within the civil
service, considerable improvement must be made on reward
system. Vet in the absence of a proper appraisal system,
reward system within the civil service is closely tied to
advancement through the successive job ranks.

But given the fact that even the level of job satis-
faction is rather low, it becomes necessary not only to
improve the dissatisfiers in order to retain the trained
personnel within the civil service but also the satis fiers
in order to raise the level ot job satisfaction. Since
within the rank-based system as found in the Kenya civil
service improvement on such dissatisf icrs |ike pay and
conditions of service depends on advancement through the
ranks, it is important to examine the circumstances

surrounding this particular satisfier.

Attempts at improving advancement procedures may require
a modification or removal of the arbitrary rules characteri-
zino the various schemes of service which are the blue prints
fop advancement and to institute a proper and effectivc

appraisal system for the civil service.



Besides, and particularly for the trained personnel,
examination of the role of the PSC may also be necessary
in view of the tact that the Act makes it responsible for
confirming and translating appointments and acting appoint-
ments, authorizing promotions and retirements, and exercising
disciplinary control o,er the civil servicel”

As Ndegwa Report*”* observes, however, it is not proper
to leave such matters |ike recruitment, appointment,
promot ions and disciplinary actions to professionally unquali-
fied commissioners. These vital management functions should
be the role of the governments |ine managers. The arrange-
ment is therefore a complicated one which may cause frustra-
tions in vital personnel decisions. But this is found
necessars because | me managers may introduce bias in such
decisions in the absence of a proper appraisal system.

Although PSC mostly goes by the recommendations of HoDs
in determining promotions, it also follows closely the
provisions of the schemes of service which guide it in the
matter . Thus until an objective and effective appraisal
system is evolved, the PSC seems best placed to determine
promotion hence advancement so as to minimize such practices
| ike favouritism and nepotism in promotions except that the
schemes of service it uses for the purpose should be formula-
ted in such a way as to allow it to handle promotions with
less inflexibility, for example, in a case where an employee
has acquired certain skills suitable for a higher position
yet is still subjected to certain arbitrary provisions of
his scheme of sen, ice.

N See kepuf>1ic of Kenya, Rcport of the Cjyjl Service Review
Committee <Government Pr inter, Nairob i, 1980), p" O

I's Republic of K n>a, Report of the Commission of Inquiry:
Pnblic Service Structure and Remuneration Commissi
(Government Printer, Nairob i, 1971), p.71.



Certain relationships impinging on advancement cir.J

deployment

It is necessary here to consider the relationship
between the formulators of the schemes of service which
are instrumental in advancement and those (the PSC in this
case) determining promotion and therefore advancement
within the civil Service. The scheme of service is formula-
ted at the DPM which has no role in promotions. It is then
given to the PSC to use in determining promotions. In
essence, PSC determines promotion on the basis of a
document prepared elsewhere and therefore just "imposed"

on it.

At another level, the PSC determines promotions and

vet has no role in training matters. It is the ministries
and the DPM which determine and coordinate training matters
and yet have no hand in promotions. This is a rather cumber-
some rel ationship. But what it means is that PSc is unaware
of who has been trained at what time until this is brought

to its notice when the trained employee makes an appl ication
for a job advertised by it. This is a rather awkward way of
recogniz ing trained skills by an institution which is
responsible for overall advancement of government employees.

Even tor' the DPM, which controls and coordinates
training within the civil service, it is apparent that it hardly
goes beyond that function. For example, it does not effect
a fol low-up through ascertaining the way trained personnel
are deployed in the various ministries. Besides, it seems
it has no means to handle top civil servants who refuse to
leave their desks and attend training courses. As Nyamu'O

16Nyamu, J.H ., The State of the Civil Service Today,
(Government Printer, Nairobi, 19/S)/ p.l4=
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notes when officers are selected for training, they
individually write and say they are very busy and therefore
cannot find the time and this is accepted as final apparently
because DPM has no means to handle such refusals.

Advancement and proper deployment of trained personnel
may also be affected by the governments regulation that
training is not for promotion but for performance improvement.
It is important to realize, in this connection/ that training
which leads to promotion can in turn result in performance
improvement which is the aim of the government's training
pol icy. An employee may be motivated to perform better when
he is promoted after his training than when he is given no
promotion despite the training. As it has been apgued earl ier
promotion is a major incentive to greater efficiency.

ihe government's position seems to be based on the
thesis that training should be designed to lead to improved
job performance and that it is excelienee in performance
which should in turn lead to advancement as propounded in the
Wamalwa Report. ~ Maybe this can apply well in the presence
of an objective and effect ive appraisal system. But as noted
in the same report, such position is still not accepted by a
large part of the civil service, especially the lower and
middle grade which holds the view that courses should lead
to automatic promotion.

This probably explains why the government and the
employees assess the need for training differently--—--- the

Republic of Kenya, Report of the Training Review
Commillee (Government Printer, Nairobi, 1972), p.10.



Former associating it with improved performance and

general efficiency, and the latter perceiving it largely

in terms of personal gain that can be derived from training,
that is, its potential value to the employees as individuals.

The employee's position is, however, supported by the
learning theories. Leslie and Lippitt, '8 for example,
advocate the provision of reward after successful training.
Indeed when there is a reward at the end of training, one
gets motivated to take the training and puts greater effort
at it. Often, for example, the youth are encouraged to
learn and they get motivated to do so because it connotes
reward, for example, a bright future in terms of securing
employment and earning money for improved welfare.

Training and post-training deployment should be conceived in
this conte.

Finally, it is important to relate the foregoing
findings to the background of the respondents who comprised
the sample of the study. Though basical ly employees who had
had long-time training, it turned out, according to the
data, that they were mainly the middle level civil servants
in job groups F to M who have served for periods ranging
from three to twenty years. Within civil service context,

‘"Leslie, E., and Gordon L. Lippitt, "Learning Theories
and Training/' in Dorothy N. Opondo, The Problems facing
the Training of Graduate Managers: A Kenyan Perspective
(Unpub I ished Independent Paper for MBA, University of
Nairobi), p. 42



these comprise mostly the bottom of senior management or

lower senior managers (groups K,L and M) and middle level

managers (groups H and J) as table VIII indicates
Table VIII: Status category of respondents*
NO %
Lower senior managers 25 43.9
Middle level managers 27 47 -4
Junior managers 5 8,7
TOTAL 57 100

Some respondents did not give answers re lat ing to

tli is, hence the Ilower number.

It is also important to note that the respondents were

overwhelmingly male who are married and re latively young

age (table IX a, b and c) .

Table IX a, b and c: Some demographic factors of the

respondents

(a)

of

NO yo
Under 25 0 0
25 to 35 37 60.7
Over 35 to 45 23 37-/
Over 45 to 55 1 1.6

TOTAL b1l 100

in



(b) Sex
NO %
Male 8 95.1
Female 3 4.9
TOTAL 61 100
(c) Marital status
NO /o
Single 1 1.0
Marr ied 60 98.4
TOTAL 61 100
Though the above data (tables VIII and IX) does not
directly impinge on the objectives of the study, its inclusion

may be useful as a guide to any future study of a similar
nature since it shows the sort of personnel who provided the

data .



CHAPTER V
SUMMARY, CONCLUSIONS AND

SUGGESTIONS FOR FUTURE STUDY

SUMMARY

Turnover among trained personnel within the government
is a real problem as evidenced in chapter |Im The study was
therefore undertaken to examine how deployment of this category
of personnel can contribute to their job satisfaction in
order to make such personnel remain within the government.
Herzberg,s model is appl ied to the study because it offers
explanations as to what causes both satisfaction and dissatis-
faction on the job and why an eployee stays on or quits his
job. Through the model, it was intended to measure the level
of job satisfaction among trained personnel and the presence or
absence of those factors that cause satisfaction and dissatis-
*ac?ion on tf\e job.

The objectives of the study as laid out in chapter |
were basically to show whether post-training deployment
within the government relates to identif ied training needs,
to establish satisfaction level of the trained personnel in
their' post-training jobs, and to ascertain whether this
contributes to a desire to quit or remain in government service.

Information regarding the subject of the study is quite
abundant and this comprised the material in chapter Il on
relevant theories and previous findings of more or less
similar undertakings elsewhere.

The approach of the study was through the questionnaire
udm ;r,istored on the respondents on convenience sampliny
basis. Interviews were also sought from and granted by
relevant personal it it's,
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Through the quest lonnaire and the interviews, specific
findings were discerned. First, the findings show that while
both the government and the trained personnel perceive the
need for training in terms of the improvement of performance
and efficiency, the trained personnel also see the need for
training in terms of such personal gains |ike promotion and
improved rewards. Such personal gains |ike improved reward
or pay and advancement are, however, the most lacking and
according to Herzberg/s model, the lack of the former as an
important dissatisfier may explain why trained personnel quit
government service.

The re lat ive lack of advancement, on the other hand, and
achievement-—--both satisfiers — may explain the rather low
level of job satisfaction. Certain official regulations and
procedures |ike the schemes of service were also found
impinging on advancement as a factor of job satisfaction and
therefore elaborated on.

On the basis of the findings and the backing theory
detailed previously, it is appropriate that this study comes
up with some succinct recommendations. These are found
necessary if the deployment of trained personnel within the
civil service is to result in their job satisfaction and are
as follows:

I. The Kenya civil service should discard the rank-based
system of promotion and adopt the duties classification
system. This would allow those personnel with trained
skills to occupy suitable positions within the civil
service without having to "queue up" for advancement
through the ranks.
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Arbitrary rules and provisions which work ayamst
advancement of those who have acquired certain skills
should be removed from the schemes of service,

The government should pay greater attention to
advancement and proper deployment of trained
personnel to make them have a feel ing of achievement
and a higher level of job satisfaction.

Her zberg;s dissatisfiers |ike pay and terms and
conditions of service should be improved in order to

retain the trained personnel within government service,

There is a need to formul ate an objective and effective
aisal system for the civil service.

The roll' of PSC in determining promotions for the
trained personnel should be examined with a view to
allowing the departments and the DPM which initiate
and organ ize training courses a greater role in this.
Otherwise the PSC, as the recruiting body for the
governinent, should be more involved in training

matters.

For its present role, the PSC should have a master
rol | for the trained personnel and the way they are
deployed instead of waiting to know about this
through applications for advertised jobs. The same
should apply to the DPM which should then have a
thorough follow-up to training undertakings

DPM needs to be given statutory powers in order to
effectively handle civil servants of all categories
regarding training matters, and

appr-



9. All ministries should hove quel ified training officers
to handle training matters for the departments instead
of giving this role to the HoDs.

CONCLUS IONS

The appl ication of Herzberg/s model Lrouoht out results
fairly consistent with past theory and findings. Specific
dissatisfiers wused are relations at work, salary or pay, and
working conditions. In the study, however, job security came
out as an important dissatisfier and, together with relations
at work, seems to account for continued service among trained
personnel due to their remarkable presence in the job. On
the other hand, the other lacking dissatisfiers, notably pay
and terms and conditions of service, account for the turnover
of the personnel.”

The satisfiers are important to the study because as
elabordted in some findings in chapter J1“/ employees can
continue on their jobs if they 1like it, that is, if they
associate it with satisfiers, despite the feeling of inade-
quacy of such dissatisfiers like pay.

In this case, however, job satisfaction level as recorded
is only moderate due to low level of achievement and advance-
ment— -two important setisflers. The former is apparently
a result of inappropriate deployment and the latter, of the

"Herzberg,s models proposition is that dissatisf iers hold
employees onto their jobs but do not lead to job satisfaction
while their absence makes employees leave the organ isat ion.
See, for example, Graham, H.T., Human Resources Manhagement,
Gnd ed. (Estover, Plymouth, Macdona'ld and Evans, 19/9)/ pm 19.

“See, for example, p.34.
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regulation that training is not for promotion and therefore

advancement thus subjecting trained personnel to the terms
of the schemes of service which regul ate advancement and
makes it uniform regardless of the effort one makes to attain
skills through training.

The government perceives the need for training its
employees mainly in terms of performance improvement to the
neglect of rewards that should go with such training. The
employees, on the other hand, regard highly the gains they
would derive from it as individuals. It is therefore nece-
ssary that the government synchronizes its perception of
training need with that of the employees and then institute
a proper performance appraisal system through which working
skills gained by employees through training can be assessed.
Otherwise it should inject specific incentives to training
undert ak .r."s .

Because it is not decisively clear whether trained
personnel are satisfied in their job,’” their turnover can
only be dependent on the influence of the lacking dissatis-
fiers such as pay and the terms and conditions of service.
But since in the rank-based system of promotion improvement
on these depends on advancement, the re lative lack of this
satisfier also contributes to the turnover . It can therelore
be argued that Herzberg's satisf lers may not only contribute
to job satisfaction but may also result in job dissatisfaction
depending on the way they are related to the dissatisfiers.

'The condition seems to attain because while other satisfiers
are present in the job, two-achievement and advancement —
are relatively lacking.
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The way the trained personnel are deployed therefore
affect their job satisfaction if the positions ir. which they
are deployed do not provide them with the feeliny of achieve-
ment and allow there the opportunity to advance.

It is pertinent to mention here that this study faced
certain problems that should be brought up and which it s
advisable to take note of in any future study of a similar
nature .

Encountered problems

First and foremost was the problem of time and money
which forced the narrowing down of the study considerably.
If not for these, it might have been possible to cover the
civil serv*e nort widely in the study.

Secondly, the difficulty in obtaining a clear sample
frame necessitated the use of convenience sainpling procedure .
If a sample frame was read tly avai lable, random samp | ing
techniqgues could have been adopted to make the study more
applicable to the civil service as a whole.

Lastly, certain sources of data were found fairly
difficult to penetrate. Many people still treat a researcher
with a lot of unjustified suspicion. Some simply have a
negative attitude towards the whole idea of research . It
so happens, unfortunately, that some of these people are
those in possession of valuable data.

Such negat.vt attitude towards research is definitely
due to the lack ot appreciation of the value of research not
necessaril> to the individual himself but to the wider
society. The reversal of this sort of situation would be of
great contribution to research effort. Maybe the conditions
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necessary For people especially in the developing environment
| ike Kenya to appreciate the value of research can be in
itself an area worth investigating.

SUGGESTIONS FOR FUTURE STUDY

The study undertaken here represents an effort towards
the determinat ion of the nature of deployment of trained
personnel and the sort of job satisfaction they derive from
such deployment. The major concern was the question, what
would inspire the trained employees within the civil service
not only to achieve results that are above the average but
also to continue serving within the civil service?--—- a
subject that has created considerable concern within civil »
service circles as evidenced in chapter | and parts of
chapter |I1.

From the study, it came out clearly that though the

government as an employer trains its employees well, its
pol icy is that training is not a certificate for promot ion
or any immediate reward. For the employees, however,
training is viewed as a personal gain and post-training
rewards are therefore expected. It may, therefore, be of
value to investigate whether such difference in perceiving
training affects the performance of trained personnel after
their training. It is necessary to determine whether the
performance of those trained improves in any way without
immediate incentives.

In addition, it is important to examine how such per-
formance is evaluated in the absence of a proper performance
appraisal system. Related to this, it is worthwhile looking
at the necessary conditions for setting up an effective
appraisal system for the civil service.
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In the study, achievement and advancement as satisfters
rated re lative Iy low. This evidently affects the job satis-
fact ion level of trained personnel wihich is also just moderate.
It may therefore be of importance if the factors that make
trained personnel or government employees as such have a
feeling of achievement are investigated. Also, it is necessary
to look at the system of advancement and of material incentives
in general within the civil service. Specifically, particular
interest should be directed towards the effect of the schemes
of service as blue prints for career planning and advancement.
Since the rank-based system of promotion affects advancement
as a variable of job satisfaction, it is also important to
study the effect of this sort of system on the application of
trained skills.

Though rather unrelated to the subject of the study, one
important point came up during the interviews conducted.
Having dedicated their working |ives to government service,
how should such government employees (both trained and
untrained) be utilized after their retirement? This considera-
tion is a factor which may actually contribute to increased
job satisfaction among government employees if they know that
at their retirement, they will not simply be told to take
their benefits and go back to the land so that they give room
to the younger employees. This consideration can be an important
futural dimension of job satisfaction among employees, especially
those with trained skills.
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APPENDIX A

VARIOUS FACTORS AS PREFERRED IN THE
WORKPLACE (IN ABSOLUTE TERMS)*

Prior ity rat ino
fl

1 2 3 4 5 6 7 8 9 10 11
A 1.6 7.3 54 5.6 1.9 5%4 1.9 7.8 7.5 255 34.
B 29.0 21.8 71 0 1.9 161 5.7 7.8 5.7 20 2<
C 21.0 55 17.9 185 25.0 0 0 2.0 g 0 0
D 4.8 7.3 21.4 7.4 1.9 125 17.0 7.8 5.7 5.9 10.]
E 113 12.7 161 24.1 5.8 10.7 5-7 0 19 7.5 2A
F 0 12.7 125 11.1 19.2 10.7 11.3 11.8 1.9 8 2.
G 4.8 0 0 5.6 : 0 30.2 7.8 17.0 7.8 18.*
H 11.3 18.2 5.4 5.6 58 161 13.2 7.8 11-3 5.9 2.(
1 161 11.0 125 167 231 107 _ 19 59 0O 0 2 m
) 0 1.8 1a8 O 7.7 125 _ «m 11,8 22.6 255 7-
K 0 1.8 O 5.6 0 54 11.3 29.4 245 11.8 155
Sco-
re 62 55 56 54 52 56 53 51 53 51 38
& 100 100 100 100 100 100 100 100 100 100 100

Individual factor percentage score

*First row shows priority rating, second last row total score

for all the factors for each priority rating, and last row
ful I percentage corresponding to the total score. First column
represents the various factor’s and all the other figures in the
table are percentage scores for each individual factor as
calculated from the total score. Horizontal reading rates a
single factor according to each priority. Vertical reading
rates all the factors comparatively according to each priority
such that under priority |, for example, B is most preferred
and under the last priority - 1lI, A leads, implying it is the
eleast preferred among the factors. Key for the factors s

same as for table V, page 54-



SUPPLEMENT TO APPENDIX A

WEIGHTED SCORES*

Pr lority First Three Factors Weight Assigned to
Rating each fact<srs
1 2 3 1 2 J
1 B C 1 11 10 9
2 B H E 10 9 8
3 D C E 9 8 7
4 E C 1 8 7 6
5 C 1 F 7 6 5
, 0 B,H D,lI E,I 6 5 4
/ G F.K 3 4 3
8 K F.J A,B,D,G,H, 4 j 2
9 K J G 3 0 1
10 Al K e, f.g o 1 0
11 A G D 1 0 0

Result ing Score for each

A 9+ 0+ 1- 5

B: 11 10 f D+ 2= 29
C: o+ gt /i s — 33
D: g+ g+ 5+ ¢ - 21
E: 8+ 7+ 8 4 27
F:. 5+ o *+ 3 - 11
G: 5+t 2+ 1 S
H: O+ 6 Y s 17
1: g’ 0 6" 4 23
J: 5+t 3+ 2+ 12
Ki 34+ 3+ 1 11

76
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* Weights are assighed according to priority rating
determined by percentage scores in appendix A, The first
of the three factors with highest percentage scores
under priority | is assigned a weight of Il while the
first of the three factors with highest percentage scores
under priority Il— the last priority-—— a weight of I.

The weights drop by | from one level of priority rating
to the other and also between the three factors weighted
under each priority. Only up to three factors are
weighted under each priority since going beyond this may
not make any significant difference. As an example, only
B,C and | with the highest percentage scores under priority
| are assigned weights of IlI, 10 and 9, the same applying
in all cases except with decreasing weighting. The
weights for each factor are then added to obtain the total
score. Key tor the factors is the same as tor table V,
page 54.



APPENDIX B

QUESTIONNAIRE

Please note that the questionnaire refers to the last

training undertaken lasting for a period of nine months or

longer >

There are three categories of questions* Please complete
the questions according to instructions that precede each

category *

CATEGORY A

for the following questions, either a straight answer is
appropriate or in cases where alternative answers are provided

please place a tick ( ) against only one that suits you best*

How do you view government training policy?

0

2. What would you say about post-training deplgyment within

the government?

3* Did you expect to do the job you were assigned after your
training?
Yes (Go to Q,6)

= No - o o oo

4- Did you desire a transfer to a different position after

your tr aining?

5 - Were you transferred to your desired position?
Yes

No
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Did you expect promotion after your training?

Yes
No (Go t° 0%*8)

Did you get one within the expected time?

Yes
No

Had you been longing to go for any kind of training?

Yes
No

How did you receive the decision that you had been selected
for training?

Happ i ly
Unhapp i ly
Indiffcrently

Were you a party to your selection for training?

Yes

No

Had you been aware of any deficiency in your work which
made you require training?

Yes
No

Why did you accept to go for training?
Was merely directed
Provided a good break from work

Improve my performance
Expand my knowledge

Make me more flexible
Other (Specify)




13.

14.

15.

17.

How relevant was the training to your

Very relevant

work?

Relevant

Somehow relevant

Irrelevant

Very irrelevant

How long did the training last”
Under | year

| to 2 years

Over 2 to 3 years

Over 3 years

How long is it since you ended the training?

Under | year

| to 2 years

Over 2 to 3 years

Over 3 years

How many training courses have you attended since you were

employed?

One

Two

Three

More than three

List three things you |ike best about your job.

List three things you | ike Ileast about

your



CATEGORY B

For ea
by putting
to the foll

SA
A
I

81

ch of the fol lowing statements, please

indicate

a tick ( ~ ) in the appropriate column according

ow mg key:

if you strongly agree with the statement,

if you merely agree with the statement,

if you are indifferent about the statement,

D if you simply disagree, and

SD

19-

20.

21.

22.

23-

24-

25.

26.

27.

if you strongly disagree

Statement Isa A

Training provides a good break
from work

Training helps one improve his/
her performance at work

Training helps one expand his/
her knowledge considerably

It is important that senior
officers attend training often

Training need not be necessarily
relevant to one's work

1 often apply in my work what 1
learnt during my training

Training contributes more to
long-term potential than to
present performance

The training 1 underwent provided
me with greater work dexterity
than 1 had before

1 now feel 1 can survive better el

the. constantly changing environ-
merit

1 D SD



28.

29.

30.

3l.

32.

00 *

34.

35.

36.

37.

38.

39.

S2

Statement

Therefore even if 1 am not rewarded at
work 1 feel satisfied

1 would have preferred a transfer to a
position where 1 could apply better the
skills 1 learnt

1 do not do ny work any better than 1
used to do before the training.

1 am not valued any better within my
department than 1 was before the trai-

ning

My superiors do not value my achieve-
ment at work any more than they did

be lore
My superiors do not accord me due
recognition for any achievement at

work

They have negative inclination to the
skills 1 acquired during the train ing

1 am not charged with any important
responsibilities in my work

1 do perform my duties with least
interference from my superiors

The work 1 do have more interesting

facets than boring ones

1 like more facets of my work than 1
dislike

My boss takes keen interest in the
sort of work 1 do

SA

sn



40.

41 =

42.

43 -

44.

45«

4c.

47.

48.

49.

50.

51.

52.

St dtement

My relations with my superiors are very
good

My relations with my peers are also
very good

My superiors have provided a conducive
environment within which 1 can
effecti vely apply my learned sKkills

The path of advancement in my job s
very clear

There are good opportunities for growth
in my job

My superiors are very interested in ny
advancement

They would assist me advance fast on
my job

1 feel 1 should be rewarded better for

the work 1 do

There should be a del itberate scheme to
reward trained personnel for the effort

they make

1 an not satisfied with the salary t
rece ive

My salary is not a proper compensation

for the effort 1 make

If rewards such as promotion, salary
increase, etc., are improved, 1 would
stick to nmy job

1 am not happy with the working
conditions of my job

SA

A

1 D SD



St atement SA A 1 D SO

53- 1 do not feel satisfied with my

job

54- | do not rate the government as

good employer

55- 1 would therefore leave when a

better opportunity arises

CATEGORY C

For the foilowing questions, please answer us

appropriate |> as you can,

50. In order of preference, from | to last, please indicate
against each of the following which you would prefer

most at your workpl ace .

A. High status

B. More money

C. Better working conditions

D. Good relations at work

E. Better job security

f. More responsibility

G. A more interesting work

H. A more challenging work

|. Good prospects for advancement
J. Recognition

K. Commendation for good work done
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58.

59-

Please circle which of the Ilisted factors in question
56 characterize your work. (Letters correspond Iu the

factors as in question 56):
NONE A B C€C D E F G H I J K ALL

List three factors that have made you stick to

government employment.

(a) Year of employment

(b) Designation:
(1) at the time of employment
(ii) before training

(1ii) now

(c) JoL> group:

(i) at the time of employment
(ii) before training

(itTijnow

(d) Age:

(e)

(i) under 25 '
(ii) 25 to 35
(iii) Over 35 to 45
(iv) Over 45 to 55

Marital Status:
(i) Single
(ii) Married
(iii) Separated

(iv) Divorced

(v widowed



60.

Finally,

do you have any observations

make arising From any aspect of this

or comments to

guest ionnaire or

the subject matter in general? You may do so in the

space below/oppositem



SUPPLEMENT TO APPENDIX B
LETTER TO RESPONDENTS (ATTACHED
TO THE QUESTIONNAIRE)

MBA Office ,
| acuity of Commerce,
University of Nairobi

1st September, 1983«

Dear Respondent,

Survey Quest ionnaire

| am a postgraduate student in the Faculty of Commerce,
University of Nairobi, and for a study | am doing within certain

sections of the government on the relation between post-train ing

deployment and attitude towards the job, have attached a
qguestionnaire for your kind completion.

Please rest assured that the information received will be
treated confidentially.

Yours sincerely,

E ,0 = MUDUDA



APPENDIX C
INTERVIEW GUIDELINE WITH RELEVANT GOVERNMENT- OFFICIALS

(SEPTEMBER, 1983)

| wish to know something about your training pol icy
vis a vis the deployment and utilization of your trained
staff. | shall therefore be grateful if you would give

answers/comments to the questions/stiitements below!

I . Do you have a defined training pol icy?
2. Do you as a ministry/department have ful | control over it
or you depend on DPM's guidance on the matter?

In either case, how do you re |late to the DPM on training

matters?

3- How do you determine training needs for your staff?

4 How do you go about selecting those to go for train ing.

s How do you determine how and where they have to take such
tr aining?

6. What does the department/ministry intend to achieve by
sending its employees for training?

7. How do you evaluate the value of training that your staff
rece ives?

8. Do you ascertain how wel |l your staff who have undergone
training are doing in their jobs-—-- whether there is a
remarkable improvement from pre-training performance?

9. Do even senior officers of the departinent/min istry also go

for training?

10. Do you experience resistance to training from any cadre

of the departments/ministry7s staff?

— If so, why do you think there is such resistance?

Il . Does training attract an\ benefits/rewards such as

promotion, salary increase for an individual officer?
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Does the department/ministry accord recognition to an
officer who has successfully completed training by, for

example, giving him/her higher/increascd responsibility?

For those officers who might have had training and then
left the department/ministry, what have been their

reasons for leaving, if you may know?

Can you give suggestions that may help in. the retention

of such staff?

According to the 1972 Wamalwa report on training, a
difficulty that management courses encounter is that
participants do not introduce major changes in operational
procedures. As the major purpose of these courses is to
introduce participants to these new techniques, the
result is frustration. For example, officers are taught
about management by objectives (MBO) , but, on return

to their duties, have to continue operat mg on the
establ ished order of "management by crisis'',* an
accountant goes for training and acquires new accounting
techniques, but, on return, his boss who has a predi-
lection for old techniques would not hear about the new
techniques he brings along. How would you overcome

such a problem? Would the boss probably be made to go
for training himself so that he gets to appreciate the

new techniques?

Wamalwa report again suggests that all managers, including
those at the very top, need from time to time to get away
from their desks, to recharge their batteries, to gain
new insights, to learn about new techniques, to improve

their all round knowledge. If this was done, the problem

in 15 probably may not arise. What do you say?
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18.

19.

20.

21.

22.

90

Though the report lays stress on the role of training

in improving work efficiency, it notes that no amount

of training is likely to achieve this efficiency

unless the climate of the organisation in which the

work is undertaken is such as to stimulate and encourage
efficiency in the organisation as a whole. This calls
for such steps as Organisation Development (0D) advocated
in the Ndegwa report of 1971 >

What in your view has been done about this within the

civil service?

The view that training courses lead to promotion is
widely held. How do you handle expectations of your

trained staff in this regard?

What would you suggest about the roles of the Central
Government Postings Committee and the PSC as regards

deployment and utilization of personnel?

There are the motivation/job satisfaction theories that
are variously used by managers in their organisations.
Do you apply such theories within your department/
ministry? Otherwise how do you try to motivate your
staff / make sure your staff derive satisfaction

from the jobs they do.

Being the organisation in charge of appointments,
promotions, etc., how does PSC consider skills and
qualifications acquired by an individual employee
through training for the purpose of appropriate

deploymenti

In career development plan, some countries do not go
by job groups but by responsibilities attaining in and
skills required for a job.

Do you think this facilitates a better career advancement?



23» Do you think career advancement within the civil
service can be improved by instituting frequent
training procedures and examinations to replace
mandatory periods one has to take in a certain
job group as a way of determining eligibility for

promoti on?



APPENDIX D

COMPLETED SCHEMES OF SERVICE AS AT 1st JULY, 1981

A W e

15*
16.
17.
18.
19-
20.

21.
11.

Scheme For

Para-Medical dnd Auxi |l iary Personnel

Ldboratory Technicians/Technologists ..

Hansard Reporters and Editors .........
Technical Assistants and Technical ....

Officers (Ministry of Agriculture)

Clerical Cadre ........ .. . ... ...,
Personnel Officers . .......... .. ... .....
Fingerprint Assistants and Fingerprint

(O 2 I I o T R

Effective Date oh

Implementat ion

Technical and Professional Forest Officers**

Administrat ive Officers (Provincial

Administration.) ... ... .. .. . ... ... . ... ..

1/1/72
1/4/72
1/7/72
2/4/73

1/4/73
1/4/73

1/7/73
1/4/74

1/4/74

Planning O fficers and Economists/ Statistictansm>]7/10/68

Revised . e

Appo intment of Drivers ................

Income Tax Officers . ..................

Library Assistants and Librarians .....
Medical Records Officers ..............

Supplies Cadres ........... . . . ... ......

Telephone Operators and Supervisors ...
Data Machine Operators and Supervisors
Weights and Measures Officers .........
Hospital Secretaries ..................

Labour and Employment Officers and

Inspectors of Factories ................

Social Development O fficers ............

Information O fficers, Producers # Film

Off icers, Technical Staff and Lecturers

[CL K3 TS

92

( 1/1/75 )

1/3/75
1/4/75
1/1/76
1/7/76
1/7/76
1/1/78
1/1/79
1/4/79
1/4/79

1/7/79
1/10/79

1/1/81



Scheme tor

Effective

date of

Implementat ion

Customs Personnel, Customs and Excise mmmmm

Cooperative Officers and Cooperative Lecturers.

Revised L

Secretarial staff ...

Revised .
Professional Engineers

Architects and Quantity Surveyors
Medical Practitioners and Dentists

Accountants
Revised

immigration Officers

Source | DPM

{ . Hee o

/4/81

/ 10/78
/10/51)

/ 5/77
/1/83)

/182
/1/82
71/82

/14/73
/1 782)

71/83



APPENDIX E

DEFINITION OF CERTAIN KEY TERMS' AND CONCEPTS

Pep loymentl

Deployment, | ike strategy and other concepts is a
term that has been borrowed from military science where it
refers to an arrangement that spreads out the units to
form a wider front of narrow depth so that the units operate

more or less together and in relation to one another«

As an operational definition, however, the term is used
to mean the fitting of officers of various classes and
grades to the various units (departments) that form the civil
service.* 0r. this basis, officers are fitted in those depart-

ments and , in which they can perform best.

Traininu

Normal ly, training means directing one to obtain some
skill in a specific area, that is, the act or process of
making a person fit to perform certain tasks. According to
Staley,” it is instruction or Ilearning given with a view to
improve performemce of certain given tasks forming a job or

oecupation.

This definition is consistent with the way the term s
used in this study to mean in-service formal instruction given
to the employee to better his skills and make him put up good
performance in his job.

1 See Dunniff, Frank, The Civil Service! Some Human Aspects
(London, oeorge Allen and Unwin Ltd, 1056), p. 23

2 Staley, Eugene, Planning Occupational Education and
Training for Development (NewDelhi,OrientLongmans,
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Trdininci Need

This has been defined as the balance between the demands
of the job and the employee's existing ability to do the job.0
If such a balance shows a deficiency then training need arises.
It is therefore geared towards improving job performance and

it is this definition that is adopted for this study.

Trained Personnel

This refers to employees who have undergone instruct ional
courses in specific areas either relevant or irrelevant to
their jobs. For the purpose of this paper, however, it pre-

cludes those that have taken courses of |ess than nine months.

Job Sat isl action

According to Victor Vroom, job satisfaction is the
'""positive orientation of an individual towards the work role
which fie is presently occupy ing.””™ This definition, according
to Mumford, can be paraphrased as "an individual |I|iking more

aspects of his work than he dislikes*"

The concept is therefore used to refer to work conditions
that fulfil the needs, expectations, wishes or desires of an

employee and make him develop a liking and an attachment to his

job .

3 See Okidi, J.K., Address to Annual Provincial Water Engineers/

Officers Conference on Tra 1lning.(Maji House, Nairob i, 19S1).

Vroom, V.H., vW\orN - at 1sf act ion," in Enid Mumford, Job
Sat 1sfact ion, London, Longman, 1972, p.Oj

) Mumford, Enid, Job Sat 1sfact lon, ibid., p. 63
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Protestant Ethic

This concept refers to the belief that hard work

brings reward and that occupational advancement brings

prestige0 as applied in the study.

6 See Weber, M., The Protestant Ethic and the Spirit of
Capital ism (London, Unwin, 193Cj, p . 271/
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