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Abstract 

The study examined the cause of malicious transfer and job discontent in Rivers 
State Local Government Councils. The study originates from the observed failure 
of adopting effective management practices noticed in Local Government 
Councils. The study adopted the descriptive research design approach. The mean 
score and simple percentage statistics were employed to analyzed the data 
obtained. The Population of 196 Management Staff of the Local Government 
Councils was used. The study adopted same population as the sample size. The 
judgmental sampling techniques was use to select the represented sample of the 
population from the different strata that form the population of the study. 
Findings of this study revealed that the influence of political leaders, selfish intent 
of the system managers and the competition for higher official position among 
management staff was on a large scale, responsible for malicious transfer and job 
discontent in the Local Government Councils. It was therefore, advisable that the 
government should adopt more proactive management approach by employing 
the services of professionals human resource managers who are ethically oriented 
to oversee workers’ welfare and issues concerning workers’ transfer and job 
performance in the organization. 

 
Keywords:  Management of Employees, Malicious Transfer and Job Discontent.  
 
Introduction 
The destructive force of nepotism, tribalism, favouritsm, and God-fatherism has to a large 
extent eaten deep into the fabric of leading personnel management officers in the Rivers 
State local government areas as manifested in the malicious transfer of management staff 
noticed with evidence of job discontent (Aboyi, 2016). This becomes the contemporary 
management practice of managers in the system. The system managers are the chairmen 
and commissioners of the state local government service commission. The productive 
performance of senior staff at the management level appears to be distorted by the system 
managers. In line with this, different shades of opinions suggest that the system managers 
were responsible for malicious transfers of many management staff based on their selfish 
reasons, centered on the intention to make money, threaten and frustrate some workers 
whom they are not in terms with. Therefore, for fear of malicious transfer, many workers 
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were forced to pay money so that they will not become victim of the unwanted transfer 
and under placement to subordinate a junior staff. 
 
To emphasize more on the relation of management of malicious transfer and job discontent 
in local government councils, as contained in the “Disjointed Incrementalism Model”, it 
reveals that disjointed incrementalism model drives home decision making approach 
expected in public service sector than in the private sector (Eboh 2008). This stands to 
justify how political leaders’ whose political interests are represented in all facet of decision 
making, stand to control the public service system instead of allowing the core personnel 
officers of the system to take decision. On a more large scale, it becomes relevant to 
understand that malicious transfer of some management staff and job discontent in Rivers 
State local government councils as a unit of public service sector is determined and 
controlled by political leaders in charge of the system. On this note, the harmful impact of 
the disjointed incremental decision by the political leaders in control of the system is 
considered capable of causing dissatisfaction among workers in the public sector (Duma 
and Zenka, 2010). This unveils the reason for malicious transfer of some management staff 
and job discontent in Rivers State local government councils where political leaders exert 
enough influence by their inefficient managerial skills and approaches to issues. 
 
It is an axiom that individual behavior in the organization varies. Hence, it is not out of 
place to understand that the same behavior is applied to their decision making in an 
organization for reasons that such selfish behavior is unethical and as such, affects the 
wellbeing of the workers and the organization. This is to say that malicious transfer take 
place when such selfish system managers benefit directly from the practice. 
 
Without doubt, this may not be different from the reason why some selfish managers 
engage in malicious transfer in Rivers State local government councils. This gave rise to a 
rhetoric question, asking whether selfish intention of the system managers associated with 
malicious transfer actually promote job satisfaction among management staff in Rivers 
State local government councils? In response to this question, Okon (2009) relates that the 
selfish behavior of some personnel officers in the public service system has caused a great 
deal of harm than good. This is not out of context in the view of Kenah and Kensan (2011) 
who reveals that dysfunctional management practice exist more in public service where 
unwanted behavioral trait of some personnel officers are found. In line with this, Ogbun 
and Fenkumo(2003) observe that decision making in public service are usually not fair 
enough to generate positive results as noted in the private sectors. This tends to point out 
that the decision of carrying out malicious transfer in the public service is not proactive 
enough to cause job satisfaction in Rivers State local government councils. The implication 
is that it will cause a great deal of job dissatisfaction than good for the wellbeing of the 
system. 
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For this and similar reasons, Zua (2008) opines that untrained and inefficient political 
managers at the head of public service in Nigeria undervalue the benefit of efficient 
management because of their selfish intent. Duma and Jude (2008) affirm that in Nigeria 
public service sector, political leaders appointed to head the system have polluted the 
norms and values of the civil service with unethical practices resulting in job 
dissatisfaction. This adds meaning to the reality that some personnel officers in the civil 
service do not have regard for consequences of their actions on the overall performance of 
the organization. On this note, Kenyom (2010) confirms that posting of staff on malicious 
ground is unethical and has no provision for result oriented management practice with 
which workers are given opportunity to enjoy job satisfaction. A trace of such managerial 
practice from the ethical management perspective, add meaning to the truth that unethical 
managers or personnel officers in the civil service, view the end result of their management 
practice as less important than the mean, not treating workers fairly with respect as 
concern the performance of their official jobs. 
 
The drive for competition among workers for higher official position in Nigeria public 
service has increased exponentially than what is obtainable in the private sector (Duma & 
Zenka, 2010). Competition among workers for higher official position becomes more 
practical following the personnel officers’ involvement in malicious transfer for money 
related selfish reasons in Rivers State local government councils (Wodo, 2003). In line with 
this reality, Oguniyi and Deewee (2009) argue that posting of staff out of animosity is an 
abuse of ethical management practice in a productive organization. Quang (2002) relates 
that productive managers ensure job satisfaction in avoidance of malicious transfer of staff. 
This fall in line with the view of Kosegi (2011) who notes that avoidance of job 
dissatisfaction among workers, anchors on proper placement and effective management 
of workers’ welfare. This implies that competition for higher official position in Rivers 
State local government councils seems to have been managed in an irresponsible manner 
that render the official power abusive. To this end, personnel officers in the Rivers State 
local government councils seem to promote unnecessary competition among management 
staff for higher position by means of malicious transfer. In line with this, Duma and Zenka 
(2010) reveal that the effort to attain untimely position in office place denote ill feelings, 
and a manager’s inability to use power responsibly in avoidance of job abuse and job 
dissatisfaction is harmful to an organization’s wellbeing. In the same vein, Obunike and 
Agha (2016) affirm that the ability to act in a manner responsible develops conducive 
climate that arouse motivations traceable to job satisfaction.  
 
In contrast, Eku (2011) says competition for higher position of interest among staff cannot 
distort efficient management practice of sustainable result oriented managers. This is a 
confirmation of the fact that sustainable result oriented managers are independent in their 
efficient management practice. In this vein, the drive to ensure job satisfaction associated 
with sustainable job interest management, devoid of malicious transfer in Rivers State local 
government councils becomes the major concern that forms the background of this study. 
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Statement of the Problem 

The fast growing rate of human resource abuse concerning malicious transfer of staff going 
on in Rivers State local government councils has been commonly orchestrated by the 
system managers. This was observed in the manifestation of its resultant job discontent 
among workers in the system. Without doubt, personal hatred, internal dichotomy, low 
knowledge of human resource value, and lack of respect among heads of department, 
directors and their subordinates were noticed in the system. Malicious posting of some 
senior staff and their placement below the low ranked officers to boss them was quite un-
becoming in the system (Domayini, 2009). Unfortunately, it was observed that the system 
managers, being the local government chairmen and their commissioners could not control 
the irregularities associated with malicious transfer of staff. Therefore, many workers 
become victim of such malicious transfer. 
 
Consequently, the driven effect of the organized malicious transfer that resulted in job 
discontent is associated with wasteful management practices originated from the 
dysfunctional management activities of the system managers (Orimeh, 2009). This 
becomes a significant abuse of managerial values base on the gradual negative effects of 
the malicious transfer on the local government areas, financial resource, human resource, 
time and material resources of the organization. The uncontrolled waste of the local 
government fund for allowances paid to such unqualified and inefficient management 
staff was viewed to have no commensurate value with their poor job performance output 
on the organizations’ efficiency. Hence, managerial inefficiency in the local government 
councils has become the ultimate position of the local government as connected with the 
abuse of job orderliness, and disregard to seniority value-ranking, which renders the 
achievement of the organizations’ objectives meaningless. Also, beneficiaries of the local 
government administrative service, therefore stands to lose access to efficient management 
services as poorly provided in pretense by incompetent personnel officers in control of the 
system (Ogunniyi & Decidee, 2009). The system managers were observed to be no longer 
result oriented following complaints for mismanagement of local government finds, 
nonpayment of staff salary and other entitlements, lack of working materials and 
equipment, nonpayment of pensioner benefits and relegation or downgrading of many 
higher management staff in the service. In spite of the observed managerial irregularities, 
Donuifli (2018) opines that political influence of the leaders in Nigeria civil service has 
negatively affected best administrative practices of key personnel officers, causing grave 
disruption of job satisfaction among workers, and upsetting proper promotion, 
employment, demotion, and transfer or posting of workers in the public service. It 
therefore, becomes imperative for this study to examine the actual causes of malicious 
transfer as connected with job discontent among management staff in local government 
councils in Rivers State. 
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Objectives of the Study 

The main objective of this study is to examine the extent the practice of malicious transfer 
orchestrates job discontent among management staff of Rivers State local government 
councils. In order to achieve this, the following specific objectives are considered useful for 
the study. 
1. To determine whether the influence of political leaders in the control of Local 

Government service is responsible for job discontent among staff members in 
Rivers State local government councils. 

2. To ascertain whether the selfish intention of the system managers is responsible 
for job discontent among staff members in Rivers State Local Government 
Councils. 

3. To investigate whether the competition for higher official position is responsible 
for job discontent among staff members in Rivers State Local Government 
Councils. 

 
Research Questions 

The following questions are considered as guide to this study. 
1. To what extent does the influence of political leaders in the control of local 

government service responsible for job discontent among staff members in Rivers 
State Local Government Councils? 

2.  To what extent does selfish intention of the system managers responsible for job 
discontent among staff members in Rivers State Local Government Councils? 

3. To what extent does the competition for higher official position responsible for job 
discontent among staff members in Rivers State Local Government Councils? 

 
Methodology 
The descriptive survey research method was adopted in this study to provide detailed 
investigation of the procedure used to establish the relationship between malicious 
transfer and job discontent in the local government councils in Rivers State.  The 
population of this study comprised 486 management staff drawn from the 23 local   
government councils of Rivers State. The judgmental sampling technique was used for the 
study based on which all elements of the population interest were represented in the study. 
The sample size of the population was determined; using Krejcie and Morgan sample size 
determination table at 95% confidence level within 5.0% margin of error based on which a 
sample size of 196 was obtained from the table. Out of 196 respondents served with 
questionnaires, only 180 respondents completed and returned copies of their 
questionnaires successfully for reasons of not having enough time to answer the questions. 
This shows 16 copies being 8% of 196 copies not returned. Using a judgmental approach, 
20 local government councils out of the 23 local government areas in Rivers State was 
conveniently considered an adequate research sample for the study. Thus, 196 respondents 
were successfully drawn from the 20 local government areas from which useful 
questionnaires were generated from 180 respondents.  The main source of data for the 
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study was the primary source which is the management staff of the unified local 
government councils in Rivers State.  However, the secondary source of data was merely 
supportive. Also, the operational research variables of this study anchored on malicious 
transfer and job discontent based on which the causes of malicious transfer were measured 
in terms of: (1) the influence of political leaders, (2) selfish intent of the system managers, 
and (3) the competition for higher official position among management staff. These aimed 
to determine the impact of job discontent on the management efficiency of the local 
government councils in Rivers State. A set of questionnaire containing 12 item questions 
were structured and administered on 196 respondents. Out of the 196 questionnaires 
distributed, only 180 copies were successfully returned and tested based on a modified 4-
point Likert Scale format cited in (Uzuaguru, 2002). This was used in the design 
questionnaire adopted to generate data needed for the computation of simple percentage 
and mean score test statistic. With the aid of 5 research assistants, data distributed and 
collected were analyzed using descriptive statistical techniques with which the simple 
percentage and the mean score test were used for the analysis.  Results obtained were 
presented, analyzed and interpreted.  
 
Results 
Research Question 1: To what extent does the influence of political leaders in the control 
of local government service responsible for job discontent among staff members in Rivers 
State Local Government Councils? 
Table 1:  Mean analysis of the influence of Political Leaders in control of Local 

Government Service responsible for Job Discontent among staff members 
in the Local  Government Councils. 

(N = 180) 
S/n Item SA A D SD TOTAL �̅� DEC 

1 Political leader in control of local 
government administration strongly 
involve in malicious transfer that 
promote job discontent among 
management staff in the local 
government councils 

 
66 

(37%) 
264 

 
65 

(36%) 
195 

 
23 

(13%) 
46 

 
26 

(14%) 
26 

 
180 

100% 
531 

 
 

2.9 

 
 

+V 

2 Political chairman in charge of local 
government service commission 
determine unfavorable transfer of 
some management staff for selfish 
reasons.   

 
46 

(26%) 
184 

 
89 

(49%) 
267 

 
5 

(3%) 
10 

 
40 

(22%) 
40 

 
180 

100% 
501 

 
 

2.7 

 
 

+V 

3 Chairman of each local government 
council strongly promote malicious 
transfer and job discontentment 
among  management staff in local 
government councils   

 
30 

(17%) 
120 

 
1 

(1%) 
3 

 
80 

(44%) 
160 

 
69 

(38%) 
69 

 
180 

100% 
352 

 
 

1.9 

 
 

-V 
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4 Appointed commissioners in control 
of local government service 
Commission determines undue 
process transfer of some 
management Staff to enable them 
achieve their self-centered interest. 

 
36 

(20%) 
144 

 
98 

(54%) 
294 

 
30 

(17%) 
60 

 
16 

(9%) 
16 

 
180 

100% 
514 

 
 

2.8 

 
 

+V 

 Total percent 60% 40% 100%   

 Grand Mean      2.5 +V 

Source: Research questionnaire  

 
In line with the decision benchmark employed in this study, the data presented in the table 

1 above shows that the agreed response value of 60% is considered greater than the 
disagreed response value of 40%, in confirmation of the grand mean result of 2.5. Thus 60% 
of the respondents agree with the mean value of 2.5 that “Political leaders’ influence has to 
a high extent, responsible for job discontent caused by malicious transfer among 
management staff in Rivers State local government councils”. 

 

Research Question 2: To what extent does selfish intention of the system managers 
responsible for job discontent among staff members in Rivers State Local Government 
Councils? 
 
Table 2: Mean analysis of the selfish intention of the system managers responsible for 
job   discontent among staff members in Rivers State Local Government 
Councils  

(N = 180) 
S/n Item SA A D SD TOTAL �̅� DEC 

5 Heads of local government councils 
administration and services determines  
who to transfer, when and where to be  
posted to for unfavorable reasons that  
accomplished  their self-seeking interests. 

 
56 
(31%) 
224 

 
88 
(49%) 
264 

 
12 
(7%) 
24 

 
24 
(13%) 
24 

 
180 
100% 
536 

 
 
2.9 

 
 
+V 

6 In the local government councils, a 
combination of  administrative selfish  
interests of personnel officers  has to a  
large extent promote malicious transfer  
and job dissatisfaction among  
management staff 

 
30 
(17%) 
120 

 
80 
(44%) 
240 

 
1 
(1%) 
12 

 
69 
(38%) 
69 

 
180 
100% 
441 

 
 
2.4 

 
 
-V 

7 Personal interest of personnel officers in  
local government councils has over ride   
the organization’s job interest in the  
transfer of management  Staff 

 
66 
(37%) 
264 

 
65 
(36%) 
195 

 
23 
(13%) 
46 

 
26 
(14%) 
26 

 
180 
100% 
531 

 
 
2.9 

 
 
+V 

8 Personnel officers in local government 
councils has largely depends  upon the  
control and directive of political leaders   
in the  promotion of malicious transfer 
associated with  job dissatisfaction 

 
89 
(49%) 
356 

 
46 
(26%) 
138 

 
5 
(3%) 
10 

 
40 
(22%) 
40 

 
180 
100% 
544 

 
 
3.0 

 
 
+V 
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 among management Staff in local 
government councils. 

 Total percent 72% 28% 100%   
 Grand Mean      2.8 +V 

Source: Research questionnaire   
 
In line with the decision benchmark employed in this study, the data presented in the table 

2 above shows that the agreed response value of 72% is considered greater than the 
disagreed response value of 28%, which confirm the grand mean result of 2.8. Thus, 72% of 
the respondents agree with the mean value of 2.8 that “The selfish intention of the system 
managers has to a low extent, considered responsible for job discontent caused by malicious 
transfer among management staff in Rivers State local government councils”.  
 

Research Question 3: To what extent does the competition for higher official position 
responsible for job discontent among staff members in Rivers State Local Government 
Councils? 
Table 3:    Mean analysis of the competition for higher official position responsible for   
                  malicious transfer and job discontent among staff members  in Rivers State local    
                  government councils? (N = 180) 
 

S/n Item SA A D SD TOTAL �̅� DEC 

9 The competitive drive for managerial 
position has to a large extent 
encourage malicious transfer and  job 
discontent  among  management staff 
in the local government councils    

 
70 
(39%) 
280 

 
60 
(33%) 
180 

 
22 
(12%) 
44 

 
28 
(16%) 
28 

 
180 
(100%) 
532 

 
 
2.9 
 

 
 
+V 

10 The quest for higher managerial 
position has caused undue  
replacement connected with 
malicious transfer of some 
management staff for selfish reasons    

 
53 
(29%) 
212 

 
82 
(46%) 
246 

 
7 
(4%) 
14 

 
38 
(21%) 
38 

 
180 
(100%) 
510 

 
 
2.8 

 
 
+V 

11 The fast growing rate of malicious 
transfer and job discontent among 
management staff in  local government 
councils is caused by the increase in 
the level of greed  to take an undue 
advantage of some  management staff’ 
position.  

 
30 
(17%) 
120 

 
4 
(2%) 
12 

 
77 
(43%) 
154 

 
69 
(38%) 
69 

 
180 
(100%) 
355 

 
 
1.9 

 
 
-V 

12 The competitive drive for higher 
managerial position is associated with 
financial benefits that promote 
malicious transfer and job discontent 
in local government councils. 

 
36 
(20%) 
144 

 
98 
(54%) 
294 

 
30 
(17%) 
60 

 
16 
(9%) 
16 

 
180 
(100%) 
634 

 
 
2.8 

 
 
+V 

 Total percent 60% 40% 100%   

 Grand Mean    2.7 +V 

Source: Research questionnaire   
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In line with the decision benchmark employed in this study, the data presented in the table 

3 above shows that the agreed response value of 60% is greater than the disagreed 
response value of 40%, which confirm the grand mean result of 2.7. Therefore, 60% of the 
respondents agree with the mean value of 2.7 that “The competition for higher official 
position of control has to a high extent, responsible for malicious transfer that resulted in 
job discontent among management staff in Rivers State local government councils”. 
 
Discussion 

This study examined “The management of malicious transfer and job discontent among 
management staff of Rivers State local government councils”. The result of the study 
obtained from research question I, shows that “Political leaders’ influence has to a large 
extent, responsible for malicious transfer and job discontent among management staff in 
Rivers State local government councils”. This result is a confirmation of what Nkuma 
(2010) described as political constraint in Nigeria public service job performance. The 
result adds meaning to the observation in Kosi (2009) who revealed that some political 
leaders’ influence over public service job has done a great deal of harm in Nigeria. In 
constrast, Eku (2011) puts that political leaders are instrumental to sustainable job 
performance in the civil service. This attempt to relate that political influence stands to add 
value to workers job performance in public service. Thus, confirming the result obtain in 
table 1, to justify that the harmful impact of the disjointed incremental decision by the 
political leaders in control of the system is considered capable of causing dissatisfaction 
among workers in the public sector (Duma and Zenka, 2010). However, this was not 
enough to justify the degree of negative political influence on job performance in Rivers 
State Local Government Councils. 
 
The result obtain in table 2 shows that “The selfish intention of the system managers has 
to a large extent, considered responsible for malicious transfer and job discontent among 
management staff in Rivers State local government councils” was not out of place in the 
view of Obanji (2010) who relates that human resource managers in the public service have 
driven home the administrative function of the system based on their personal interest. In 
confirmation of the result from the review of related literature, Wodo (2013) opines that 
malicious transfer and job dissatisfaction in Nigeria civil service has been a recurring 
decimal in Rivers State local government service as associated with waste of government 
fund. 
 
The result obtain in respect of research question 3 revealed that “The competition for 
higher official position of control has to a large extent, responsible for malicious transfer 
and job discontent among management staff in Rivers State local government councils”. In 
confirmation of the result, Oguniyi and Deewee (2009) supports that posting of staff out of 
animosity is an abuse of ethical management practice in a productive organization. This 
result was in harmony with the finding in Duma and Zenka (2010) who revealed that the 
effort to attain untimely position in office place denote ill feelings, and a manager’s 
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inability to use power responsibly in avoidance of job abuse and job dissatisfaction is 
harmful to an organization’s wellbeing. In the same vein it is affirmed that the drive for 
competition among workers for higher official position in Nigeria public service has 
increase exponentially than what is obtainable in the private sector (Duma and Zenka, 
2010). Quang (2002), assert that productive managers ensure job satisfaction in avoidance 
of malicious transfer of staff. This fall in line with the view of Kosegi (2011) who note that 
avoidance of job dissatisfaction among workers, anchors on proper placement and 
effective management of workers’ welfare. However, this result was not in harmony with 
the finding in Eku (2011) who reveals that competition for higher position of interest 
among staff cannot distort efficient management practice of sustainable result oriented 
managers. This is a confirmation of the fact that sustainable result oriented managers are 
independent in their efficient management practice. 
 
Conclusion 

This study examined the causes and effect of malicious transfer and job discontent in Rivers 
State local government councils. The causes of malicious transfer was determined based on 
influence of political leaders, selfish intent of the system managers, and the competition for 
higher official position among management staff, while job discontent was determined based 
on the local government councils’ achievements in Rivers State. Significantly, the study 
showed that “Political leaders’ influence has to a large exitent. responsible for malicious 
transfer and job discontent among management staff, the selfish intention of the system 
managers has to a large extent, considered responsible for malicious transfer and job 
discontent among management staff in Rivers State local government councils, the 
competition for higher official position of control has to a large extent, responsible for 
malicious transfer and job discontent among management staff, and malicious transfer and 
job discontent has to a large extent, distort achievements in Rivers State Local Government 
Councils”. Also, the level of malicious transfer and job discontent does not have proactive 
improvement content value to better the organizations’ job performance. It is therefore, 
concluded that “There is no significant managerial improvement value identified from the 
causes of malicious transfer and job discontent among management staff to better the 
organization’s wellbeing. This relate the implication that more harm will be generated from 
the causes if proper attention is not given to the identified effects in Rivers State local 
government councils. 
 
Recommendations 
Based on the results obtained from this study, the following recommendations were made: 
1. The government should employ the service of professional human resource managers 

who are ethically oriented to oversee workers’ welfare and issues concerning workers’ 
transfer and job performance; rather than the political leaders who influence the 
administrative function for being in control of the workers from the top. This will help 
to ensure avoidance of administrative irregularities such as malicious transfer, job 
dissatisfaction and abuse of managerial power. 
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2. Also, the government should establish “Independent Job Performance Management 
Unit (IJPM-Unit)” to be managed by a human resource personnel who will understand 
the implication of human resource abuse and oversee management of staff 
employment, promotion, transfer, and staff dismissal. This will help to ensure smooth 
flow of job performance devoid of malicious transfer and job discontentment.    

3. The government should also establish “Dependable Standard for Staff Transfer” in the 
state local government councils. This will help to avoid competition among 
management staff that will result in malicious transfer and job discontentment.   
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