





















































































































































































































































Table 3.2 above shows that 38 (17.1%) of managers were in the age group of 20 —

29; 66 (29.7%) were in the age group of 30 — 39; 71(32.0%) were in the age group of -
| 40 — 49; 40 (18.0%) were in the age group of 50 — 59 and lastly, 7 (3.2%) were in the
age group of 60 and above. This therefore shows that more local government
managers were in the age group of 40 — 49 and fewer managers were in the age

group of 60 and above.

Table 3.3: Education level distributions of respondents

Frequenc Percent Valid Percent Cumulative Percent
High School 6.8 6.8
Certificate 54
Diploma 36.0

Degree ! L 27.5

Post Graduate Degree 243

Total 100.0
System

Table 3.3 above shows that 15 (6.8%) of managers have a high school certificate; 12
(5.4%) have a certificate in short courses; 80 (36.0%) have a diploma; 61(27.5%)
have a degree, and lastly, 54 (24.3%) of managers have a post-graduate degree.
This therefore shows that more managers in the local government have a diploma

while a few have a certificate.

3.2.4 Data collection

3.2.4.1The research instruments

A questionnaire was used to collect data. Nachmias and Nachmais (1997) define a
guestionnaire as a list of questions that must be formulated, constructed and

sequenced to produce the most constructive data in the most effective manner. The
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Strongly
disagree
Disagree
Strongly agree

Sociable

Neat

Jolly (lively and entertaining)
Structured (able arrange according to system)
Serious

Disorderly

Communicative

Conscientious (careful and thorough)
Gregarious (sociable)

Methodical (systematic and well
Private

Restless (unable to rest)

Energetic

Determined

Cheerful

Committed (dedicated to a cause or activity)
Pessimistic

Unreliable

Dynamic

Productive

Active

Disorganised

Independent

Perfectionist
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SECTION C: LE QUESTIONNAIRE
Listed below are a series of statements that represent possible flaws or derailers that
can lead to managers being demoted, fired or plateaued below the level of expected
achievement in an organisation. Please, kindly indicate the degree to which each

statement describes your behaviour by marking an X on one of the five alternatives
against each statement below.
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