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VISION
To be the hub for the determination
of a realistic compensation system
in the Nigerian economy

MISSION
To achieve an equitable, affordable and
sustainable remuneration system

CORE VALUES

| Responsiveness to clients needs |
| Transparency |
| Professionalism |
| Integrity |
| Communication |
| Courtesy |
| Commitment and Dedication |
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BRIEF HISTORY

NATIONAL SALARIES, INCOMES AND WAGES COMMISSION

The National Salaries, Incomes and Wages Commission (NSIWC) was established by the
National Salaries, Incomes and Wages Commission Act No. 99 of 1993 fts creation was
informed by the recommendations of various ad haoc commissions/panels set up by the
Federal Gevernment from time to time since 1960, to deal with issues relating to salaries and
wages in Public Service of Nigeria. The Udoji Commission on the Review of the Public Service
(1972-1974), in particular, recommended that a permanent body be established 1o inter olia
undertake the periodic review of wages and salaries in the Public Service

The National Salaries, Incomes & Wages Commission is one of the Central Agencies whose
activities impact one way or the other, on the overall perfarmance of the Public Servics. It
has overall responsibility of advising Government on fixing and adjusting salaries for every
post in the Federal Public Service.

OUR MANDATE
The National Salaries, Incomes and Wages Commission (NSIWC) was established by the
NSIWC Act of 1993 to undertake the following responsibilities:
i} inform the Federal Government of the current and incipient trends in wages
and propose guidelines within which increase in wages should be confined:;

fi) recommend the proportions of income growth which should be utilized for
general wage increase;

i) keep the Federal Government informed on a continuing basis of movement in
all farms of income and propose guidelines relating to profit, dividends and all
incomes other than wages;

v} encourage research on wages structure (including industrial, eccupational and
regional and any other similar factor), income distribution and household
Consumption patterns

) advise the Federal Government on national incomes  policy;

tab Clossifacanon wi
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keep prices under continuous survelllance, interpret price movements and
relate them to other developments in the national economy;

encourage, and promote schemes for raising productivity in all sectors of the
acanomy;

establish and run a data bank or other information centers relating to data on
wages and prices or any other variable and for that purpose to collaborate with
data collection agencies to design and develop an adequate information
system;

examine, streamiine and recommend salary scales applicable to each post in
the Public Service:

examing areas in which rationalisation and harmonization of wages, salaries
and other conditions of employment are desirable and feasible as between the
Public and Private Sectors of the economy and recommend guidelines which
will ensure sustaned harmony in work compensation policies in bath the
Public and Private Sectors;

examine the salary structure in the Public and Private Sectors and recommend
a general wages framework with reasonable features of relativity and
maximum levels which are in consonance with the national ecanomy;

examing and recommend effective machinery for assembling data on a
continuing basis taking into account changes in the cost of living, productivity
levels, levels of pay in the private sector and other relevant economic data on
which public sector salary and other benefits can be reviewed an nually;
examine the current rate of retirement benefits and recommend appropriate
mechanism for periodic review of retirement benefits:

inquire into and make recommendations on any other matter, which in the
opinion of the Commission, appear to be relevant to the foregoing and
therefore ought, in the public interest, to be inquired into; and

undertake any other activity which is likely to assist in the performance of the
functions conferred on it by or pursuant to the National Salaries, Incomes and
Wages Commission, Act, 1993,

wil
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ACHIVEMENTS
The NSIWC achievements/impacts include, among others:

(i)

fii}

(vl

vi

dob Clazsficaron

Review of Academic and Professional Allowances of the staff of Tertiary
Institutions;

Review of Allowances Payable to Chairmen/Board Members of Federal
parastatals: Through Commission's circulars SWC.04/5.1/vOLIN/489 of 11"
May, 1999, SWC/S/04/5.310/1 dated 18" January, 2007 and
SWC/S/04/VIN/315 of 29" July, 2010

Harmanization of Salaries and Allowances in the Federal Public Service through
the following circulars;

fa] SWC.04/551 of 28" Aupust, 1998
(b)  SWC.04/771 of 22™ January, 1999 and
(c]  SWC.04/808 of 29" March, 1999

Review of the Harmonized Salaries and Allowances in the Federal Public

Service. The salary increases were captured in the following circulars dated 5"

May, 2000, issued by the Commission.

{a) Harmonized Public Service Salary Structure (HAPSS)
SWC.04/vOL 11991

(b}  Harmonized Tertiary Institutions  Salary  Structure  (HATISS)
SWIC.04/Val v/1000

fc) Harmonized Armed Forces Salary Structure (HAFSS)
SWC.D4/VOL.1v/994.

(dl  Harmonized Salary Structure and Allowances for Top Federal Public
Office Holders SWC.04/5.1/Voliv/136.

{e}  Harmonized Police and Para-Military Salary Structure and Allowances

Review of the National Minimum Wage from N250 per month in 1991 to

N5,500 per month in 2000 as enshrined in the National Minimum Wage Act
2000

wili
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Review of Medical and Health Professional Allowances through Circulars No
SWC/5/04/5.15/Vol 117 dated 19" June, 2001

12.5 - 4% salary increase on a sliding <cale in the Federal Public Service with
effect from 1" October, 2003,

Review of Pension Rates documented by the NSIWC's Circulars, Nos,
SWC/5/04/5.8/28 dated 11™ May, 1999 and SWC.04/Vol.iv./1011 dated 17™
May, 2000 respectively. Furthermore, Government recently approved
increases in the pension of retirees from the public service in relation to salary
increases which occurred from 2001 to 2007, This was conveyed by Circular
Ref. No. SWC/S/04/5.08/Vol.iv/207 dated 5™ August,2010.

Monetization of allowances and fringe benefits through the following circulars:

@) SWC/S/04/5,167/216 dated 12" February, 2004
(b} SWC/5/04/5.167/221 dated 12" February, 2004
fc)  SWC/S/04/5.167/Vol /8 dated 26" September, 2004

Cansolidation of Emoluments in the Public Service through the following

circulars which took effect from 1% January, 2007:

(a) Consolidated Public Service Salary Structure (CONPSS) Ref No.
SWIC/504/5.300/1

(k) Consolidated Tertiary Institutions Salary Structure (CONTISS) Ref,
No.SWCS/04/5.301/1

{c) Consolidated University Academic Salary Structure (CONUASS) Ref.
No SWC/S/04/5.302/1

{d} Consolidated Top Federal Public Office Holders' Salary Structure
(CONTOPSAL) Ref. NO. SWC/5/04/5.303/1
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Consclidated Armed Forces Salary Structure [CONAFSS) Ref No
SWC/S/04/5.304/1

Consolidated  Police Salary  Structure [CONPOSST  Rel  Nao
SWE.I"EJ"EI-ISJUEHI

Consolidated Para-Military Salary Structure (CONPASS) Ref. No.
SWC/5/04/5.306/1

Consolidated Foreign Service Alowances: Ref. No SWC/5/04/5.307/1

Xl Review of Consolidated Emolument in the Public Service through the following Circulars:

fab Cleswficmian
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Consolidated Public Service Salary Structure (CONPSS) Ref NO
SWC/5/04/V11/ 298 dated 1" July, 2010;

Consolidated Top Federal Public Office Holders® Salary Structure
(CONTOPSAL} Ref. Mo, SWC./S/04/Vill/313 and SWC/S/04,/vin/315
dated 1% luly, 2010;

Consolidated Armed Forces Salary Structure (COMAFSS) Ref. NO.
SWC/5/04/VIl/301 dated 1 july, 2010;

Consolidated Police Salary Structure  (CONPOSS)  Ref  NO.
SWC/S/04/VII/304 dated 1" July,2010;

Consolidated Para -Military Salary Structure (CONPASS) Ref No.
SWC/S/04/VIII/207 dated 17 July, 2010:

Consolidated Intelligence Community Salary Structure (CONICSS) Ref.
No. SWC/5/04/VII/310 dated 1* July, 2010

Consolidated Medical Salary Structure (CONMESS) and Associated
allowances in the Federal Public Service: Ref. No. SWEC/S/04/5.410/220
dated 29" September, 2009;

Consolidated Health Salary Structure (CONHESS) and Associated
allowances in the Federal Service: Ref. Mo, SWC/5/04/5.410/vVal.
11/349 dated 8" December, 2009;

Consolidated University Academic Salary Structure (CONUASS) Ref. No.
SWC/5/04/5.100/11/403 dated 8" December, 2000;
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{1 Consolidated Tertiary Institutions Salary Structure || [CONTISS Il) Ref
No. SWC/5/04/5.100/11/408 dated 8™ December, 2009,

ik} Consolidated Research and AlHed Institutions Salary Structure
(CONRAISS) Ref. No. SWC/5/04/VII1/354 dated 14™ December, 2010

I} Consalidated Polytechnic and College of Education Academic Salary
Structure (CONPCASS) Ref. No. SWC/5/04/5.80/224 dated 12™ March,
2010

{m) Consolidated Tertiary Education Institutions Salary Structure
[CONTEDISS) Ref. No. SWC/5/04/5.80/228 dated 12™ March, 2010

ixi} Creation/ Review of Salary Structures and allowances for various Government
Agoncias

{xii) The Commission ‘s website has been updated to be data driven.

{«ili} ~ The Commission in collaboration with other relevant agencies of government,
embarked in 2009, on a project to create a database on Manning Levels/Staff
Strengths in the Federal Public Service.

(v} The Commission commenced the production of several publications aimed at
communicating to the relevant stakeholders and the general public, its activities and
achievements. The following publications have already been produced and circulated
to several organisations:

(a) Salaries and Wages Bulletin

{b) Annual Report of the Commission

(c) Salary Inspection of Establishment in Selected Sectors in the Federal Public
Service of Nigeria

(d) Quarterly Analysis of Real and Appropriate Wage in the Federal Public Service

(e} Pay Comparability Report

(f) Report of Job Classification and Occupational Indexing

(g) Productivity Measurement and Improvement Scheme Report

(xv]  Effective participation in the resolution of the dispute between the state
governments and the Nigeria union of Teachers on a special remuneration for
teachers, 2008,

ink Clpssifconion |
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[=vi}  Overall maintenance of harmony and stability in the staff compensation system in the
Federal public service and guidance to state governments when the need arose.

(wvii)  Serving as ready centre for clarification of issues of remuneration and incomes policy
as enquired by public and private establishments and members of the public.

it 5 no exaggeration to say that the Commission has remained central to Wage
Administration in the Public Service and its intervention had in ne small way cantributed to
puiding the Budget office of the Federation in dealing with personnel bu dgeting using more
reliable templates. In addition, Labour leaders of this country as well as the organised Private
Sector will agree that the Commission is a repository of information on Public Service
Remuneration,

Mast importantly, it is the aspiration of the Commission to put in place, a fair and equitable
wage system that would be affordable and sustainable and which would produce a catalytic
effect for the realization of the nation's developmental geal of becoming ene of the 20
leading economies of the World in year 2020

Job Classification xii



FOREWORD

The National Salaries, Incomes and Wages Commission was established as a permanent body
with farreaching lunctions which include among others, to examine, streamline and
recommend salary scales applicable to each post in the Public Service. It is also to examine
areas in which harmonization of wages, salaries and other conditions of employment are
feasible between the Public and Private sectors of the economy, The Commission is also
saddled with the responsibility ol recommending guidelines which will ensure sustained
hatmony in work compeansation policies in both Public and Private Sectors.

A chose abservation would reveal the flux in the grading and evaluation of jobs in the Public
Fay Syatem i Migera . First it wat persan-onented characteristics or academic qualifications
with the pay structure based on the traditional Britich Civil Service concept of classes viz:
Admimstrative, Professional, Clerical, Technical, skilled and Unskilled. 1t later turned to job-
onented, with the pay structure based on the classification procedure Lastly, a seemingly
nostalitie moke tovwards person-orientation.  Today there are serwus distortions of the
Unified Grading snd Salary Structure and emergence of different pay structure which have
more or less smalar grading in relation to the Unified Grading and Salary Structure but
different pricing  Thin state of affaies negates the principle of equal pay for work of
substantially waual worth

Phis avate of atfurs mform the varous concerted efforts of the National Salanes, Income and
Wages Lommisson a1 Tinding lasting solutions to the problems of pay in the Public Service of
Nigerid  One of the effurts & this Project titled “Job Classification of Post in the Federal Civil
seriie Thie man abjective ol the project §s to up-date and revitalize the Unified Grading
and Salary Structure [UGSS) establishied in the Publlc Service of Nigeria in 1974 by the Public
Service Reviewy Commission, othicwie known as Udoji Commission.

Chiel R, O, Eghule, PhLE MR

Chalreman,

National Sataries, Incomes and Wages Commission
Albuia

Jume, 2011
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JOB CLASSIFICATION

The Conceptual, Operational Meaning and Definition

Job Classification is the process of arranging like jobs together in aid of error free infarmation
and proper documentation of the Scheme of Service for record purposes. Considering the
complexities of the Federal Public Service of Migeria with employment in so many varied
occupations, it may be impossible to manage Government activities without an arderly
system for job classification.

Arranging positions according to their similarities and differences aid work organization and
ensure cost control and reduction of waste. This helps provide equal pay for substantially
equal work, thus assisting Management in determining the type of employees needed to
perform the work of an Organisation,

The classification of positions is the grouping together of pasitions which are basically similar
with respect to the nature of work, having approximately the same level of difficulty and
respensibility, require similar experience and training at the time of recruitment and may be
compensated by the same general levels of pay mechanism.

It is noteworthy to state that the society, the Management and the employees classify jobs
by comparing positions in one establishment against the other. Same jobs are difficult while
others are easy; some jobs require considerable strength, while others require very little;
some jobs can be learnt in a short time while others can take several years to master and
some jobs are sources of pleasure and satisfaction while others are routine and dull etc.
When Management classify at times, the classification depends on the scarcity of suitahle
employees while at other times, it depends on such factors as learning time, responsibility
and the amount of administrative ability required.

A situation where the society classifies jobs is linked to the work people do, which s often
thought of in terms of groupings or likeness (e.g) Clerks, Typists, Medical Doctors, Chief
Narcotic Agent and Superintendent, Investigation Officers, ete. and in grades [order) as in
nurses and ward attendants. It is these features, likeness and order that are the key
elements of almost all systems of classification.

ioh Clrssficatian Kiv
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EXECUTIVE SUMMARY

Classification genarally is commaon to every aspect of human life. It is not uncommaon 1o see
and hear of such classification n vanous forms, Going further, one is bound to find
classification as it relates to cccupational and professional callings e.g. Road Traffic Officers,
Fire Service Officers, Drug and Narcotic Officers, Zonal Commanders, Exhibit Officers,
Investigation Officers, Confidential Secretaries, Budget Officers, Corps Marshals, Lawyers,
Accountants, Engineers and Procurement Officers.

The study on Jab Classification was embarked upon with the intent of providing far reaching
and lasting solution to the problems associated with Job Classification and its impact on the
Scheme of Service and the current Pay Structure in the Federal Public Service particularly in
the lollowing Agencies (i.e.] Directorate of Road Traffic Services {DRTS), Federal Road Safety
Commission (FRSC), National Agency for the Prohibition of Trafficking in Persons and other
Related Matters (NAPTIP), National Drug Law Enforcement Agency (NDLEA) and Federal Fire
Service (FFS)

In relation to work environment as the bureaucratic formal organizations expand, work
becomes more complicated and specialized, hence, there is need for classification/grouping
of work packages. This allows for easy allocation of weork, structuring work packages into
organizational units, delegation of responsibilities and above all ability to conveniently
change in response to changing demands on the organization which is caused by distortions
in the evaluation plans owing to societal and global dynamics.

It is noteworthy that, the concept of classification has become more prominent in formal and
informal arganizations because of the intrinsic reward system l.e. the need to pay workers
equitably becomes prominent in wage administration, Therefore, the technical analysis of
this concept raises the question of how much and what the record system is based, which
makes classification system essential and very timely to be embarked upon.

From the survey carried out in 2010, systems of classification used in the Nigerian Public

service were applied and they were reflected in the Questionnaire Instrument used as listed
hereunder for the Job Classification Project:-

iob Clossificrtion i
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I, Ranking System;

il Grade Job Descriptions System;
ii.  Factor Comparison System, and
iv. Point Rating System.

The classification evaluation plans currently in use in the Federal Public Service were also
considered viz-a-viz the objective analyzis of the survey study, These are as follow:

i The Senior Management Plan [SMP) measures positions on Salary Grade Levels 14 - 17,

. The Professional, Administrative, Technological, Techmical and Clerical Evaluation
System (PATTCES) measures positions on Salary Grade Levels 03 - 12,

iii. The General Services Operational Evaluation System (GSOES) measures positions on
Salary Grade Levels 01 - D6.

In fulfilling its mandate to advise, fix and determine salaries and wages for all posts in the
Public Service and in its quest for equitable and fair wage structure, the National Salaries,
Incomes and Wages Commission continuously carries out job evaluation and position
classification exercise in the Public Service with a view to dassifying jobs into appropriate
categories for effective pay management.

1 RESEARCH OBIECTIVES
The objectives of this study are as follows:-

»  Classifying and categorizing jobs into varicus identified occupational groups in the
Federal Public Service in order to enrich the current Scheme of Service:

o Reviewing the compensable factors wsed in job evaluation in the Federal Public
Service;

s  (Carrying out job evaluation in the Federal Public Service:

s  Developing lob Standards for each occupational group in the Federal Public
Service and,

*  Establishing and maintaining a Data Bank of jobs In the Federal Public Service,
2 SIGNIFICANCE
[ The study will enable the National Salaries, Incomes and Wages Commission to

prepare an Occupational Index/Dictionary of Occupations for all jebs in the
Federal Public Service;

Jolr Clgsaficogion 4T
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It will enable the National Salaries, Incomes and Wages Commission to review
the current compensable factors used for job evaluation in the Federal Public
Service in arder to, either consalidate or harmonize the current Evaluation Plans;

It will gnable the National Salaries, Incomes and Wages Commission to set
realistic target for achieving Job Standards Development for each occupational
group in the Federal Public Service:

It will enable the National Salaries, Incomes and Wages Commission to
recommend the review of existing pay structure in the Federal Public Service and
the corollary of the existing Evaluation Plans;

It will enable the National Salaries, Incomes and Wages Commission to grade
jobs systematically and classify/reclassify them appropriately;

it will contribute to the exsting Iterature for students, scholars and even
Corporate Organizations that may carry out related researches or studies in Job
Analysis and Jeb Evaluation, Occupational Indexing, Job Matching, Job Design,
Job Description and Job Specification and Identification of new Benchmark
lobs;

it will enable the National Salaries, Incomes and Wages Commission to carry out
scientific evaluation of jobs in the Federal Public Service;

It will provide information that the Federal Ministries, Extra-Ministerial
Departments and Agencies can use in performing other statutory functions
refated to Job Evaluation/Grading where and when necessary for a mare
productive workforce.,

It will enable the Ministries, Extra-Ministerial Departments and Agencies in
particular to put in place an effective machinery which will promote efficient
Manpower Planning, Effective Human Resources Accounting, Job Value
System, Promotion, Succession Planning, Job  Enrichment, Job
Manning/Matching Level, Job Counseling and internalize an effective job

description system in order to enrich the content of the current Scheme of
Service and finally;

It will provide practical guide to Government in the determination of Salary

Increment and Pay Policy Development by developing a durable database and
viable compensation packages.

Hvll
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3. RESEARCH METHODOLOGY

Descriptive Research Design approach was used for this study because a set of simple
scientific Methods and Procedures were employed to collect Data Structure that were
used to identify, determine, decide and classify the existing characteristics of the
target population in the remaining Paramilitary organizations i e National Agency for
the Prohibition of Trafficking in Persons and ather related matters, National Drug
Law Enforcement Agency, Federal Fire Service, Federal Road Safety Commission and
Directorate of Road Traffic Services.

Questionnaire was the main research instrument used in collecting the Primary data
The Field Officers also used Personal Interview, Observation, Focused Group
Discussion, Log books, leaflets and Written Narrative Methods to complement the
guestionnaires. Twenty-one (21} Field Officers were used for the administration of
the questionnaires in this study

The underlying assumption and applicability of these methods were thoroughly
examined during the Data Analysis stage. They are as follow: Ranking Method,
Rating, Classification/Grading, Factor Comparison and Identification of Benchmark
lobs.

aq, SUMPMARY OF FINDINGS
At the end of the study, the Job Description and Job Factars of different and varied
positions in the cadres in the surveyed establishments were Identified and clearly
written in the Position Analysis Schedules (PAS).

5 CONCLUSION
It was discovered that some of the Job Schedules of Duties are more, while some of
the job schedules of duties are less, Indeed, some of the jobs have no clearly defined
schedule of duties. Some jobs that are of the same rank/grade that can be identified
with a particular department perform different duties.

The Public Service Review Commission (Udoji Commission of 1974), in an attempt to
fulfill its mandates to among other things “establish a broad uniformity in the grading
and pay of all the Public Services and to attach a salary range to each of the grade
levels from the lowest to the highest; and establish throughout the Public Service a
unified senior management structure which will, among other things eliminate the
administrative and professional class dichotomy,” worked out a Unified Grading Salary

Joh Classification Wil
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Structure (UGS5) using different evaluation plans for different categories of workers in
accordance with the job factors identitied and the relevance to each category.

It i¢ important to note that the varlous plans used have some shortcomings and hence
were distorted in no distant time in its application. These Evaluation Plans were
based on apparent outdated grading and Pay Structure which was established thirty-
six (36) years ago. Other factors responsible for the distortions in the Evaluation Plans
are:

a.  Enhanced entry points without job evaluation. A clear example here |5 that of
medical officers that were given enhanced entry point of Salary Grade Level 12
from erstwhile Salary Grade Level 09 step 05. This enhancement has brought
about serous agitations by other medical and health professionals and caused
ripple effects in the health sector,

b Inconclusive action in the grading plan which left gaps in the plan. A typical
example is the Professional, Administrative, Technological, Technical and Clerical
Evaluation System (PATTCES) which evaluates Salary Grade Level 03 = 12 while
the Senior Management Plan (SMP) evaluates Senior Management levels of
Salary Grade Level 14 - 17, thereby leaving a gap In the grading plan as to which -
plan to use in evaluating Salary Grade Level 13 officers

c.  Changing nature of jobs which has warranted many of the erstwhile grading
inapplicable. lob elements have increased over time and even the present day
nead tor technology have contributed significantly to enhancing jobs.

d Changes in government directive/policy also contribute to the distortion in the
grading plans. Government, in an effort to appease the labour union gives
directive that the grading structure of some jobs should be enhanced without
recourse to a new re-grading exercise by the appropriate Agencies.

(i Emerging jobs that were hitherto not in existence particularly, in the Patraleum,
Stience, Technology and Computer Information Technology industries, have
come up and this has placed undue and uncomfortable demands on Government
thereby straining the Government/labour relations.

Timely review of the Evaluation Plan wil bring about erder in the grading and
classification of jobs in the Federal Public Service. The review will also seek to
harmonize and re-classify jobs in a realistic, viable and cost effective manner to meet
the present day challenges. promote manpower planning, promote peaceful industrial

tab Clorsfremtaon min
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relations, ensure more equitable and fair wage system and ultimately bring about
better management of our public finance.

Many of the respondents failed to complete the questionnaire, while many had
different meaning to the survey expected answers, hence this rekindies the
Commission’s belief that the job analysis stage of the review is very vital to the whale
process. A well collected job information and analysis will enhance the guality of the
job description and hence, the review of the evaluation plans. A well written job
description alse has positive implication of the performance of the post holder and
ultimately on the productivity and effective Man Management of work concept.

Since Job Evaluation is meant to correct an imbalance resulting from a non-systematic
emergence in and/or pay structure. As a continuously changing wage struciure is
inevitable. A constant review of the job evaluation process from job description to
pay design is also inevitable after certain basic assumptions of the job evaluation
exercise were re-examined,

& RECOMMENDATIONS
Going by our observation in the field, we hereby recommend:

i, Civil servants attitude to Government official work should change in order to
assist in the public service reform agenda;

ik, Modern equipment and working tools to perform effectively be provided to
enable the organizations to function optimally;

i Non-financial rewards such as Letter of Commendation, Medals, Long Service
Award, Outstanding Performance Awards Scheme, Letter of Appreciation etc,
should be given to worthy and outstanding public servants in the Service for
their performance;

v, lob design be carried out on “red-circled and green-circled jobs" as identified
in the Organizations. This will assist in having Job content, duties and
responsibilities and also assess the Job context effectively;

V. We noticed that all the job compensable factors known and adopted by the
Udoji report of 1972 - 1974, as being practiced in the Mation's public service,
needs to be overhauled, redesigned in the interest of the Service as some of
the factors are out modeled, archaic and moribund. The concept of the
difficulty of work, hazards and risk which entails scope and effect carry little
percentage in the overall rating of compensable factors. 1t is our hope and

hab Classificmtion X
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belheves that these recommendations cannot be exhausted at once, however,
the survey project of 2010 has actually assisted in knowing the Job context,
understanding the Job Design, Job Content and Job Factor Specifications of
each organization as wall as a better understanding of effective Position
Analysis Documentation and logical presentation. It has given us a better
insight inta Job Classification and Occupational indexing whose ultimate aim is
to compile a durable Job Dictionary.
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CHAPTER ONE

INTRODUCTION

Z.4 BACKGROUND OF THE STUDY

The pre and post independence governments in Nigeria had earlier set up various
Commissions {o review salary admimstration in Nigernia through the process of lob
Classification and re-classification, The Udoj Commission of 1972 - 1974 developed
the Unified Grading and Salary Structure (WGS5), which was adopted by the then
Federal Military Government for use in the entire Public Service of Nigeria. However,
many distortions have taken place in the Unified Grading and Salary Structure with
same organizations in the public service apting cut of the Unified Salary Structure.

Some years after the adoption of the Unified Grading and Salary Structure (UGSS),
three government agencies pulled out of the aforementioned salary structure. These
agencies are the Nigerian Universities, the Central Bank of Migeria (CBN) and the
Migerian National Petroleum Corporation (NNPC). The reason for the pull out was
anchored on the inadequacy of remuneration in the system.

Against this development, from 1991 onwards, only the core Civil Service and a few
agencies were still operating the Unified Grading and Salary Structure (UGSS). Even,
the Permanent Secretaries earlier graded on Level 17 were pulled out and the Salary
Grade Level 11 was removed fram the salary structure of the civil service. The
recurrence of this problem in salary administration has eventually led to the diverse
salary structures in Nigeria at the moment.

Al presenl, various occupational groups in Migeria are still agitating for one form of
pay structure or another, Although, the basic grading factors as recommended by the
Udoji Commission remain the basis for developing different salary structures for some
arms of the public service. This is a clear pointer to the fact that the grading structure
in Nigeria is over due for a review, hence this study of on-going Job Classification in
the Federal Civil Service.
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In order to provide lasting solution ta the problems assoclated with lob Classification,
re-classification and current pay structure in the Federal Public Service, the
Lommission exercised its mandate by issuing a circular Ref. No. SWC.247/1/21 dated
1" April, 2004 to initiate and execute the project “Job Classification and Productivity
Measurement in the Federal Public Service”. It was circulated 1o the Secratary to the
Government of the Federation, Honourahle Ministers, the Head of the Civil Service of
the Federation, Permanent Secretaries and Heads of extra- Ministerial Departments
and other Agencies at the Federal level.

For the purpose of executing the project, the Commission constituted an Inter-
Departmental Ad-hoc Committee, which consisted of personnels from the
Compensation, Evaluation/Grading, Productivity, Prices and Incomes Departments aof
the National S5alaries, Incomes and Wages Commission.

Since the commencement of the project, four progress Reports had been submitted
The first Report dated February 2006 dwelt on the Preliminary Activities and the Work
Plan for the year 2006. Afterwards, the project was separated and re-captioned lob
Classification in the Federal Public Service due to paucity of funds.

The second Progress Report covered the analysis of the job data collected in the
Federal Ministry of Agriculture; and the third Progress Report covered the analysis of
data collected from Civilian Personnel Unit (CPU) of the Armed Forces (Army, Navy
and Air-force) in the Ministry of Defence.

As guided by the Department’s mandate, the project is on-going. Thus, the fifth (2009)
Progress Report covered the analysis of data collected from the officers and staff of
the remaining Paramilitary organisations.

12 JOB CLASSIFICATON AND TREND ANALYSIS OF JOBS IN THE FEDERAL PUBLIC SECTOR
lob Classification trend analysis is the study pattern of the jobs in an attempt to
predict the likelihood of systematic accurrences into the jobs in future

The trend in the pre-Udoji era was the existence of several occupational groups
without any relativity. This posed serious challenges to personnel and salary
administration in the country. To remedy this ugly trend, the Government instituted
the Public Service Reform Commission (Udoji Commission, 1972 — 1974) to remedy
the trend.

lob Classification .
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However, with the passage of time (1974 to date), the introduction of information
technology in handling government business, new degree programmes in the
universities, job enrichment policy, government directives and policies, the trend
changed significantly thereby necessitating an urgent review of the trend,

A major step in this direction is the on-going classification of jobs especially the new
ones in the Federal Public Service, with particular reference to National Agency for
the Prohibition of Tratficking in Person and other related matters, National Drug Law
Enforcement Agency, Directorate of Road Traffic Services, Federal Fire Service and
Federal Road Safety Commission as well as the commencement of occupational
indexing for the production of accupational groups cadres/standard development and
compilation of Job descriptions bearing in mind the similarities and differences in the
lob Contents, Job Context, Tasks, Duties and Responsibilities.

When this is completed it will usher in a new era that will bring about a new blue print
for Job Evaluation and Classification of jobs in the Federal Public Service that will
facilitate the internalization of a durable, logical and efficient Compensation Policy.

RESEARCH PROCESS

This research trend by the Commission systematically attempt to provide empirical
analysis and deductable facts in job survey. This research is used to either test or
construct theory which is based on “"theory - then — research” or research-then-
theory” models. The entire model of the research pattern involve seven (7] un-
interrelated processes, which are:

Problem identification;
Hypothesis testing;

- Research designs;

Measurement:

- Data collection

Data analysis; and
Empirical generalization,

PROBLEM IDENTIFICATION
The Commission identified some problems in the trend of jobs ie. the cadres,
distortions and changes in government policies,
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