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Abstract

ServiceDeliveryhastodowiththeactualdeliveryofaserviceorproductto
the customer,clients,or public. Therefore this study examined the
administrativecompetenceandservicedeliveryofadministrativestaffinOgun
StateLocalGovernmentCouncils.ThreeHypothesesweretestedforthepurpose
ofthisstudy.Onehundredandtwenty(120)oftherespondentsfrom thetotal
populationweresampled.Thestudyemployedmulti-stagesamplingtechniques.
Firststage,the stratified sampling was used to delineate the whole Local
GovernmentCouncilsinOgunStateaccordingtotheirgeo-politicalzonesfor
properdemarcationoftherespondents’area. Simplerandom samplingwas
usedtoselecttwo(2)LocalGovernmentCouncilsfrom thegeo-politicalzonesin
Ogun State.The study finds outthatthere is sharp contrastbetween
administrativecompetenceofemployeesandservicedeliverytothepeople.The
studyrecommendsthat,theLocalGovernmentCommissioninOgunStateneeds
toexposeLGemployeestorelevantandin-servicetoensurethatahighstandard
ofefficiencyandproductivityismaintainedatalltimes.
Keywords:Administrativecompetence,ServiceDelivery,Government

INTRODUCTION

1.1 BackgroundtotheStudy

LocalGovernmentfunctionsandrolehavebeenexperiencingdevelopmentintoabetter

oneinrecentyearsanditwillcontinuetochangeinthecomingyears.Itisinthisvein,

Ewuim,Igbokwe-Ibeto&Nkomah(2016)submitthat,publicserviceofanynation(Local

Governmentinclusive)isaninstitutionofgovernanceandadministrationestablished

essentiallyto deliverpublic good in the mostefficientand effective way.Thus,
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appropriateservicedeliveryisessentialforthesurvivalofamoderndemocracyor

governmentandaccesstogovernmentinformationbycitizensandorganizationsis

thereforeafundamentalingredientineffectiveservicedelivery.Tothisend,utilization

of information communication technology facilities willenhance administrative

competence.

Thereisanotionhoweverthat,LocalGovernmentisfraughtwithchallengesof

effectiveandefficientinpublicservicedeliverytoitspeople.Publicservicedeliveryin

Nigeriahasbeenlabeledaspoor,inefficient,ineffectiveandinconsistentwithcitizen

preference.Statutorily,LocalGovernmentisexpectedtoprovidesignificantnumberof

servicestoitspeople,suchas:healthcare,education,security,transportation,roads,

issuanceanddeliveryoflicensesandpermissions,commentaries,abattoirs,aswellas

ratesandtaxes,etc. Basedonthis,humancapacitydeployedfortheeffectiveand

efficientservicedeliveryintheLocalGovernmentcomestoquestionastheemployee

whoareworkingintheLocalGovernmentinensuringproperdeploymentandutilisation

ofotherresourceshandleitwithlevity(Kumar,2020).

AccordingtoLovelock&Wright(2002),service deliveryhastodowith theactual

delivery ofaservice orproductto the customer,clients,orpublic.Theseservices

shouldbedeliveredinaneffective,predictable,reliableandcustomer-friendlymanner

(Sigma,2019). Ofcourse,there is need to improve service deliverywhile local

governmentshouldnotonlyimprovetheirenvironmentbutalsotrainandengagetheir

workers soasforthem tobecapableofdoingtheirjobsappropriately(Antwerpen&

Ferreira,2016).Aservicedeliveryprocessisaspecialprocessdescribingacomplete

andintegratedapproachforperformingaspecificprojecttype.Itisthereforeconcerned

withthewhere,when,andhowaserviceisprovidedordeliveredtotheconsumersor

usersandwhetherthisisfairorunfairinnature(Martins&Ledimo,2015).
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However,humancapitalisemployedinLocalGovernmenttoexploreandtranslate

otherresourcesintoeffectiveandefficientusetowardsservicequalityanddeliverybut

lack ofup-to-date in-service training,frivolities and lackadaisicalattitude ofthe

employeetowardsjobperformancehassomewhatrenderedtheCouncilunproductive

whichavailcitizenstoquestionrealexistenceofLocalGovernmentAreas.Intheview

ofWardhani,Wibowo& Hamidah(2018),improvingemployees'knowledgethrough

periodictrainingandrotationandbeingflexibleinrespondingtoworkdynamicscan

make employees perform their work according to organizationalgoals. This

presupposesthat,effectiveandefficientperformanceofjobsandofferingofquality

andefficientservicerequirestheexpertise,skillorcompetenceofthepeopleinan

organisation.

Competenceinthissenseimpliestheskillandcapacitytoperform agiventask.Such

competenceandskills implyanabilitywhichcanbedeveloped,notnecessarilyinborn,

andwhichismanifestedinperformance,notmerelyinpotential(Katz,1994).Thus,

effectiveadministrationrequiresdevelopablecompetenciesandskills whichmayprovide

ausefulwayoflookingatandunderstandingtheadministrativeprocess.

In this context,an employee is said to have acquired a skillwhen he can

competently,efficientlyandprofessionallyfinishagivenpieceofworkatagiventime

withminimum errors. Theacquisitionofdifferentskillsandcompetencearetobe

utilizedintwomainfunctionalareasofadministrationthatareofgreatsignificancefor

day-to-daymanagementoforganizationalactivitiesespeciallyinpublicsectorlikeLocal

GovernmentCouncils.TheseareStaffadministrationandgeneraladministration.Staff

administrationincludesrecruitmentandworkallotmentofunitsandstaffin,their

attendanceandleavemanagement,andperformanceappraisal.

Thisalso includesrelevantcommunication to and from thedepartmentsand
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among staff.Staffadministration done through Information and communication

technology(ICT)helpsinprocessingofvoluminousrecordsinaquick,meticulous,and

impeccablemannertherebymakingdataretrievaleasier(Thomas,2004). General

administrationinvolvesthevariousday-to-dayactivitiesoftheentiresystem.Effective

runningofpublicorganisationsrestonmanyfactorsandhumanresourcecapacity.An

importantadministrative competency issue in managementof organisations is

informationmanagement.

1.2 StatementoftheProblem

ThereisgrowingconcernonthedebilitatingnatureofLocalGovernmentCouncilsin

relationtoitsemployees’effectiveness,efficient,competenceandservicedeliveryto

thecitizenry.Thishasresultedinnaminggovernmentpublicsectorservicedeliveryas

unfortunate,wasteful,fruitless,unreliable,andindissonancetocitizenpreference.1999

ConstitutionofFederalRepublicofNigeriaasamended,outlinedfunctionsofLocal

Governmenttoitspeopleatthegrassrootinorderforthem feelgovernmentimpactin

alltheiractivities.Thesefunctionsincludebutnotlimitedto:healthcare,education,

security,transportation,roads,issuanceand deliveryoflicensesand permissions,

commentaries,abattoirs,aswellasratesandtaxesandsoon.

Whereas,these functions are expected to be carried outefficiently and

effectively by the employee ofthe LocalGovernmentCouncils.But,observation

revealedthat,whatseemstobelipservice,frivolities,negligence,lackofdisciplinehas

characterizedtheadministrativecompetenceandservicedeliveryoftheemployeein

theLocalGovernmentCouncils.Thosewhoareseemstobecompetentandcourteous

intheworkhavebeendriftedawayonthegroundofbraindrain.Thus,leftnon-chalant
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employeeswithLocalGovernmentCouncilservicedelivery.Thishasmadeworkforce

administrativecompetenceandservicedeliveryintheLocalGovernmentafocalpoint

ofthisstudy,soastoascertainitseffectivenessandefficiency.

1.3ObjectivesoftheStudy

Thegeneralobjectiveofthisstudyistoascertainadministrativecompetenceofand

servicedeliveryofemployeesofLocalGovernmentCouncilinOgunState,Nigeria,while

specificare:

1.Toknow thenatureofadministrativecompetenceofemployeesinrelationto

servicedeliveryinLocalGovernmentCouncilinOgunStatetoservicedelivery.

2.TofindoutwhetherLG employeesarebeingexposetoperiodictrainingin

enhancingqualityofservicedeliveryinLGCinOgunState.

3.ToascertainthelevelofworkinvolvementofemployeeonservicedeliveryinLGC.

1.4 ResearchHypotheses

Thefollowinghypothesesareformulatedtoestablishrelationshipbetweenthevariables.

H0:There is no significantrelationship between administrative competency of

employeesandservicedeliveryinLocalGovernmentCouncils(LGC)inOgunState.

H02:Thereisnosignificantrelationshipbetweenemployeesbeingexposedtoperiodic

trainingandqualityofservicedeliveryinLGCinOgunState.

H03:Thereissignificantrelationshipbetweenlevelofworkinvolvementofemployees

andservicedeliveryinLGC.
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2.1 REVIEW OFRELATEDLITERATURE

One ofthe issues experiencing bythe public who engage services ofthe Local

GovernmentCouncils(LGC)inNigeriaismostlypoorservicedelivery.Thishasnot

pertainingto NigeriaaloneasotherAfricacountryexperiencesame.Forexample

Antwerpen & Ferreira(2016)arguethat,South African businessesand impending

growthanddevelopmentisabouttobecrippledasaresultofpoorservicedeliveryby

thelocalgovernments.Corroborating this,Sharp (2012)submitsthat,since1967,

outputperworkerperunitofcapitalinSouthAfricahasfallenfrom R7,297toR4,924a

year– adeclineof32.5percent.AccordingtoMazibuko(2012),whilereferringto

ParliamentaryLeaderoftheDemocraticAlliancepartyinSouthAfrica,explainedthat,

saidthatSouthAfricaislessefficientthanmanyofitsemergingmarketcompetitors,

thatourlabourforceisuncompetitiveandthatourlabourproductivityismuchlower

thanthatoftherestofthedevelopingworld.

Studieshaveshowndifferentviewsontheservicedelivery.AccordingtoSchulzeand

Suharnoko (2014)noted thatthe leveloffiscalendowmentofa sub-national

organisation explains variations in improved service deliveryin Indonesia.Similar

argumentsweremadebyBogere(2013)and Muriisa(2008)who stated thatthe

challenge ofUganda's decentralisation is the issue ofinadequate financing for

improvedservicedelivery.Again,Banful(2009)attributedthechallengesofGhana's

decentralisationtofinancingdifficulties.

Theabovehasshownthat,poorservicedeliveryinLocalGovernmentCouncilsisa

prevalentissue in the countrywith LocalGovernmentCouncilsystem.Significant

numbersofstudieshavebeenconducted,focusingnegativeviewofemployeesbythe

publictowardspoorservicedeliveryintheglobalpublic-serviceenvironment(Mazibuko,
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2012)whileotherfocusonhumancapitaldevelopmentforeffectiveandefficient

servicedelivery.Thefocusofthisstudyisonadministrativecompetenceofemployee

andservicedelivery.Competenceinrelationtothisstudymeansskillandcapacityto

carryoutspecifictaskwithlittleornosupervisionwithintheappropriatetimeframe

effectivelyandefficiently.Accordingly,Katz,(1994)contendsthat,competenceand

skill suggestanabilitywhichcanbedeveloped,notnecessarilyinborn,andwhichis

manifested in performance,notmerely in potential.So the principalcriterion of

skillfulnessmustbeeffectiveactionundervaryingconditions. Thisapproachsuggests

thateffective administration rests on three basic developable competencies and

skills whichmayprovideausefulwayoflookingatandunderstandingtheadministrative

process.Successfuladministration could be linked to three basic skills,which

are technical,human, and conceptual.

UmehandAndranovich(2005:31-36)identifythefollowingskillsasveryimportant:

technical,writing,knowledge of procedures,financialmanagement,negotiation,

supervision,analyticalmanagement,organisationalflexibility,communication and

bureaucraticpolitics.However,theseskillsaremostlyrelatedtomanagementpositions

andtheresearchonwhichthisstudyfocusedonlyonthoseskillsapplicabletothe

administrativeemployeeandhisorherdirectworkingenvironment.

Similarly,EzejiandOkorie(1999)identifiedthreemajorcategoriesofskillthatare

neededtoensureefficiencyandeffectivenesswithinaworkorganisation.Theseare

technicalskills,humanskillsandconceptualskills. Technicalskillsencompassthe

understandingandproficiencyinspecificactivities,especiallyoneinvolvingmethods

andprocedures.Itistheabilitytouseknowledge,methods,techniquesandequipment

necessaryfortheperformanceofspecifictasks.Thetechnicalskillsareacquiredfrom

experience,educationandtraininginspecialisedfields,suchasmedicine,engineering,
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music,officeadministration,andaccountingamongothers.

FederalRepublicofNigeria(FRN)(2008)intheNationalPolicyonEducation(NPE)

statedthattechnicalskillsareforempoweringandpreparingyouthsfortheworldof

work.Ontheotherhand,humanskillsrefertotheabilityofanindividualtowork

effectivelytoencourageco-operativeeffortwithinthegroupofwhichheismemberof

theteam.Conceptualabilityinvolvestheabilitytorecognizetheinterdependenceofthe

variousfunctionsofanorganisation.Conceptualskillsdrawheavilyonone’sanalytical

anddiagnosticscapacitiestoidentifyproblemsandopportunities,gatherandinterpret

relevantinformation,and make good problem solving decisions thatserve the

organizationalpurpose.

Administrativecompetencyinthissense,couldbeseenasrepresentingspecific

expertiseoraccomplishment;thecapacityofanorganization;meanspecificbehaviors

contributing to excellence;and acceptable minimallevelofjob proficiency,and

underlyingcharacteristicswhicharecausallyrelatedtoeffectivejobperformancewithin

the contextoforganisationaladministration (Marijani,2017).The acquisition of

differentskillsandcompetencearetobeutilizedintwomainfunctionalareasof

administration that are of great significance for day-to-day management of

organizationalactivitiesespeciallyinpublicsectororganisations.

Thesearestaffadministrationandgeneraladministration. Staffadministration

includesrecruitmentandworkallotmentofunitsandstaffin,theirattendanceandleave

management,andperformanceappraisal.Thisalsoincludesrelevantcommunicationto

and from the departments and among staff.Staffadministration done through

Informationandcommunicationtechnology(ICT)helpsinprocessingofvoluminous

recordsinaquick,meticulous,andimpeccablemannertherebymakingdataretrieval

easier(Thomas,2004).Generaladministrationinvolvesthevariousday-to-dayactivities
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oftheentiresystem.

Governmentsgloballywantaskilledandadaptableworkforcetomaintainorimprove

nationalprosperityandthedeliveryofsocialservices.Organisationsareinterestedina

workforcecapableofrespondingtothechangingworkrequirementsinwayspertinent

totheirworkplaceneeds,inordertosustaintheeffectiveprovisionoftheirgoodsand

services(Harteis&Billet2008:209).

2.1.1 OrganisationalLearningTheory

Thisstudyisunderscoredbyorganisationallearning.Thetheoryisbelievedtobe

propoundedbyMaxWeber.Oneoftheaxiomaticstatementofthistheoryoristhat

organisationsaremadeofpeople.AsstatedinElozieuwa(2012),learningorganisation

isanorganisationwherepeoplecontinuallyexpandtheircapacitytocreatetheresults

theytrulydesire,wherenew andexpansivepatternsofthinkingarenurtured,where

collectiveissetfree,andwherepeoplearecontinuallylearninghowtolearntogether.It

isofgoodnotetostatehowever,that,administrativecompetenceofemployeereston

theemergenceofthistheory.

This theory however,stresses that one of the fundamentalof personnel

managementistoinvestonstaffeitherindividuallyorcollectivelysoastomakethem

perform optimally,efficientlyandeffectively aswellastogenerateknowledgeand

skillsinotherto meetupwithorganisationalobjectives. Elozieuwa(2012)citing

EhronbergandSmith(1994)submitsthattheknowledgeandskillsaworkerhasmost

oftencomesfrom educationtraining,includingtheyearsofinputtotheworkand

organisation,practicallyimprovesthestaff.Inaddition,periodictrainingandseminars

alsocontributetoefficientandeffectiveperformanceofaworkerwhichwillreflectin

thewayhehandlescustomersandservicedelivery.
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AsexplainedbyNdibe(2014),learningisessentialingredientiforganisationisto

survive,thatlearningatoperational,policyandstrategiclevelsneedstobeconscious,

continuous and integrated.Likewise,managementis responsible forcreating an

emotionalclimateinwhichallstaffcanlearncontinuously.

Consequentlyandinrecognitionofthebenefitsoforganisationallearningtheory,

administrativecompetenceofemployeesissecondtononeduetothefactthat,the

survivalandbestpracticeoftheadministrativeworkliesintheproperdevelopmentand

competencyofthestaff.Thisactaloneguaranteesavoidanceofnegativeperceptionon

theservicedelivery.Theabovejustifytheappropriatenessofthetheory.

3.0RESEARCHMETHODOLOGY

3.1Methodology

Thisstudyadopted surveymethod whilethepopulationsofthestudyarethe

administrativestaffofLocalGovernmentCouncilsinOgunState.Whichaccordingto

Census2006reportis648,720.Thisiswherethesubjectmatterisoftenfound.One

hundredandtwenty(120)oftherespondentsfrom thetotalpopulationweresampled.

The study employed multi-stage sampling techniques.Firststage,the stratified

samplingwasusedtodelineatethewholeLocalGovernmentCouncilsinOgunState

accordingtotheirgeo-politicalzonesforproperdemarcationoftherespondents’area.

Simplerandom samplingwasusedtoselecttwo(2)LocalGovernmentCouncilsfrom

thegeo-politicalzones(OgunWest:YewaSouthandIpokia,OgunEast:Ijebu-Odeand

IjebuNorthEast;OgunCentral:AbeokutaSouthandOdedaLocalGovernmentsCouncils

respectively).AfterwhichPurposivesampling wasused to select20 respondents

{AdminOfficers,PrincipalExecutiveOfficer(PEO)andExecutiveOfficer(GD)from each



11

LGCmakingit20perLGCand120acrosstheLGCinOgunState.

Thecriterionforthelastselectionwasbasedonrespondentswhowerecore

administrativestaffofLGCinordertoachievetheobjectiveofthestudy.Therefore,a

samplesizeof120respondentscomprises:AdminOfficers,PrincipalExecutiveOfficer

(PEO)andExecutiveOfficer(GD)from eachLGCwereusedforthestudy,thatis20

respondentsperLGCand120acrosstheLGCinOgunState.Theinstrumentforthe

studywasquestionnaire.Thequestionnairewasintwoparts,“AandB”.PartAfeatured

demographicvariableswhilePartBfeaturedcontextualvariables.Thestudyadopted

theuseofStatisticalPackageforSocialSciences(SPSS).Datawasanalyzedusing

descriptive statistics and inferential method, which include frequencies and

percentagesaswellasPearsoncorrelationmethod.

3.2ANALYSISANDRESULT

DataPresentation,AnalysisandDiscussion

Table1:DescriptiveAnalysisforCompetencyVariables.

Variables Characteristics Frequency Percentage
Age 25–30

31–36
37-42
43–48

49andabove

30
25
42
11

27.8
23.1
36.8
10.2

Total 108 100.0

Academic
Qualification

SSCE
Graduate
PostGraduate

50
30
28

53.7
33.3
13.0

Total 108 100.0
Lengthof
service

1-10years
11-20years

21-30years
31years

20
32
34
22

18.5
29.6
31.5
20.4

Total 108 100.0
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Designation
AdminOfficers,
PrincipalExecutiveOfficer
(PEO)ExecutiveOfficer(GD)

39
36

33

36.1
33.3
30.6

Total 108 100.0
OtherJob-
relatedTraining

Yes
No

25
83

23.1
76.9

Total 108 100.0

Source:FieldSurvey,2020

Asshownonthetable3.2.1,about(36.8%)respondentswerewithinagebracket43–

48,followedby27.8%whowerewithin25–30;23.1%werewithin31-36agebracket

and10.%were49andaboveage.Onacademicqualification,morethanhalf(53.7%)of

therespondentsweresecondaryschoollevelerexcept33.3%whoweregraduatesand

13.0% had postgraduates.On thelength ofservice,however,theremoreofthe

respondents(31.5%)whohadstayedintheservicebetween21-30years.29.6%ofthem

hadbeenintheservicebetween11-20yearswhile20.4%ofthem hadbeenintheservice

for31yearsandaboveand18.5% hadbeenintheservicebetween1-10years.As

regarddesignation,36.1% oftherespondentswereAdminOfficers,33.3% Principal

Executive(PEO)and30.6% wereExecutiveOfficer(GD).Ontheotherjob– related

training,majority76.9% oftherespondentsacknowledgedthatotherjob– related

trainingwerenotprovidedand23.1%remarkedthattheywerebeingprovidedwithother

jobrelatedtraining.

3.2.1 TestofHypotheses

Thethrustofthisstudyisinthevarioushypothesesformulatedtogivedirectiontothe

study.Toachievethis,thehypothesesarere-stated;thevariablesinvolvedinthem are
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identifiedwhilePearsonCorrelationwasadoptedasthestatisticaltool.

Hypothesis:One

H0:There is no significantrelationship between administrative competency of

employeesandservicedeliveryinLocalGovernmentCouncils(LGC)inOgunState.

Table2:Correlations

Respondents
qualification

Needfor
additional

Respondents
qualification

PearsonCorrelation 1 .894**

Sig.(2-tailed) .0526
N 108 108

Needforadditional

PearsonCorrelation .894** 1

Sig.(2-tailed) .0526
N 108 108

**.Correlationissignificantatthe0.01level(2-tailed).

InterpretationofCorrelationResultandDecision

As shown in the Table above,the correlation value ofthe relationship between

administrativecompetenceofemployeeandservicedeliverywas8.94.SincetheP–

value=0.526isgreaterthana=0.05,weacceptnullhypothesis.Byacceptingthenull

hypothesis,weconcludethatthereisnostatisticalsignificancerelationshipbetween

administrativecompetencesofemployeeandservice.

HypothesisTwo

H02:Thereisnosignificantrelationshipbetweenemployeesbeingexposedtoperiodic

trainingandqualityofservicedeliveryinLGCinOgunState.

Table3:Correlations

Lackof
adequate

jobrelated
training

Lackofadequate
PearsonCorrelation 1 .595**

Sig.(2-tailed) .000
N 108 108
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jobrelatedtraining

PearsonCorrelation .595** 1

Sig.(2-tailed) .000
N 108 108

**.Correlationissignificantatthe0.01level(2-tailed).

InterpretationofCorrelationResultandDecision

Asobservedfrom theabovetable,thecorrelationvalueoftherelationshipbetween

employees’exposuretoperiodictrainingandservicedeliveryinLGCinOgunStatewas

595**..Sincethep=.000<0.05,werejectnullhypothesis.Byacceptingthealternative

hypothesis,we conclude thatthere is positive relationship between employees’

exposuretoperiodictrainingandservicedeliveryintheLGC.

HypothesisThree

H03: There is no significantrelationship between levelofwork involvementof

employeesandservicedeliveryinLGC.

Table4:Correlations

Respondents'
Designation

Commitment

Respondents'
Designation

PearsonCorrelation 1 .796**

Sig.(2-tailed) .054
N 108 108

Commitment

PearsonCorrelation .796** 1

Sig.(2-tailed) .054
N 108 108

**.Correlationissignificantatthe0.01level(2-tailed).

InterpretationofCorrelationResultandDecision

Theexpectedvalueasindicatedonthetablewas.796**whileourp=.054isgreater

thana=0.05,weacceptnullhypothesis.Byacceptingthenullhypothesis,weconclude
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thereisnosignificantrelationshipbetweenlevelofworkinvolvementofemployeesand

servicedeliveryinLGC.

4.1DiscussionofResult

Asshownonthetable,manyoftherespondents36.8%of42respondentswerewithin

37-42,reflectingthefactthat,therespondentswerenottooyounginadministrative

environment.Significantnumberoftheemployeehadbeeninthepublicserviceforan

appropriateyearwhichissupposedtoreflectintheirqualificationbutrefersisthecase.

ThesestudiesrevealedthatmajorityoftheemployeesinLocalGovernmentCouncilsin

OgunStateweresecondarylevelerswhichreflectinthehandlingofpublicservice.This

alsocoincidewiththefactthatemployeewerenotprovidedwithotherjobrelated

training. Asregardsdesignations,therespondentscutacrossthecorestaffinthe

administrativedepartmentsinalltheLocalGovernmentCouncilsurveyed.Thismade

theresponsetobevalidwiththeobjectivesofthestudy.Unfortunately,jobrelated

trainingwasnotgivento theemployeesasacknowledgedbythemajorityofthe

respondents.

In relation to the hypothesesformulated to ascertain relationship between the

variables.Findingsindicatedthattwooutofthenullhypotheseswerevalidated.As

shownonthehypothesestables,p-0.526>a=0.05, impliesthat,thereisnopositive

relationshipsbetweenadministrativecompetenceofemployeesandservicedelivery.

Thisfurtherconfirmedonthetable1abovewhichindicatedthatdespitethelongerstay

inthepublicservice,employeeshavenotbeenabletoequipthemselveswithnecessary

relatedjobsthatcanmakethem rendertheserviceefficiently.Thisfindingissupported

byDoh(2017),whofoundthatalternativeapproachestoimprovingperformancefor

servicedeliveryneedstobesoughtwhichincludestaffqualitywithinthecontextof
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technicaloracademiccompetencesandindividual-levelinternalmotivationtowards

publicservicedelivery

Likewise,thesecondhypothesisindicatedthatthep=.000<0.05.Thisalsomeans

that,thereispositiverelationshipbetweenemployees’exposuretoperiodictrainingand

service delivery.Thispresupposesthat,ifLGCscontinue to starve employeesof

periodictrainingpublicwillcontinuetoexperiencepoorservicedeliveryastheyusedto.

Thethird hypothesisrevealed thatp = .054>0.05.Thisshowed thatthereisno

significantrelationshipbetweenlevelofworkinvolvementofemployeesandservice

deliveryinLGC.Thissimplymeansthattheemployeesarenotcommittedtothepublic

servicetherebyshowingnegativeattitudestowardscitizenwhohasoneortwothings

todointheLGC.ThisfindingisincontrasttheworkofAntwerpen&Ferreira(2016).

Accordingtothem,mostoftherespondentsindicatedtheirloyaltyandweresatisfied

withtheservicetheywereemployedinatthetime.

In conclusion,there is sharp contrastbetween administrative competence of

employeesandservicedeliverytothepeople.

Thefollowingrecommendationsaresuggested:

1.LocalGovernmentCommissioninOgunStateneedstoexposeLGemployeesto

relevantand in-service to ensure thata high standard ofefficiency and

productivityismaintainedatalltimes.

2.ThereisalsoaneedforLocalGovernmentCommissionstoequipallcouncilsin

OgunStatewithinformationcommunicationtechnologies(ICTs)andalsotrain

staffintheuseofitsoastomaketheirworkefficient.

3.TheLGcommissionneedstoensurethat,largerpercentageoftheemployeesin

administrativedepartmenthaveappropriatequalificationsoastodiscourage

disservicetothepeople.



17

REFERENCES

Antwerpen,S & Edmund Ferreira,E.(2016).Contributing Factorsto PoorService

DeliverybyAdministrativeEmployeesintheGautengPublicServiceinSouthAfrica.

Vol.XLI,(1):81-98 JournalofCouncilfortheDevelopmentofSocialScience

ResearchinAfrica,2016

Banful,A.B.(2009)Do Institutions Reduce Clientelism? A Study ofthe District

AssembliesCommonFundinGhana,IFPRIDiscussionPaper00855,Washington

DC:InternationalFoodPolicyResearchInstitute,(accessedSeptember2020).

Bogere,G.(2013)Financing Service DeliveryunderDecentralization in Uganda:A

Synthesis ofthe RegionalBudgetAdvocacy Meetings 2012,ACODE Policy

DialogueReportSeries18,Kampala:AdvocatesCoalitionforDevelopmentand

Environment.

Doh,D.(2017).StaffQualityandServiceDelivery:EvaluatingTwoGhanaianDistrict

Assemblies.JournalInstitute of DevelopmentStudies.Vol.48 (2) |DOI:

10.19088/1968-2017.117

Mazibuko,L.(2012).AddressbytheParliamentaryLeader:RespondingtotheStateof

theNationAddress.(http://www.polity.org.za/article/da-mazibuko-address-by-the-

parliamentary-leader-responding-to-the-state-on-the-nation-address-in-the-national-

assembly-14022012-2012-02-14).13September2020.

Muriisa,R.K.(2008)'Decentralisation in Uganda:Prospects forImproved Service

Delivery',AfricaDevelopment.Vol.33(4):83–95

Schulze,G.G.andSuharnoko,B.(2014)'Decentralization,GovernanceandPublicService

Delivery',inHalHill(ed.),RegionalDynamicsinaDecentralizedIndonesia,Pasir

Panjang,Singapore:InstituteofSoutheastAsianStudies(ISEAS)

Sharp,L.(2020),SAProductivityatLowestLevelin46Years.(http://www.moneyweb.

co.za/mw/content/en/moneyweb-south africa?oid=589928&sn=2009+Detail).

September2020.

Steiner,S.(2007)'DecentralisationandPoverty:ConceptualFrameworkandApplication

toUganda',PublicAdministrationandDevelopment27.2:175–85

SumeivanAntwerpen,S.&Ferreira,E(2016).ContributingFactorstoPoorService

DeliverybyAdministrativeEmployeesintheGautengPublicServiceinSouthAfrica.

JournalCouncilfortheDevelopmentofSocialScienceResearchinAfrica.Vol.xli,

(1):81-98.



18

Umeh,O.J.andAndranovich,G.,2005,Culture,DevelopmentandPublicAdministration

inAfrica,Bloomfield:KumarianPress.


