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Abstract

This paper examined the influence of job analysis and performance appraisal on {he
performance of Nigerian Civil Service focusing on Ondo State, Nigeria. Survey research design
which allows the use of questionnaire was utilized to obtain information from the employees of
the selected ministries. A total number of 100 copies of the questionnaire were administered on
the staff of the selected ministries from the Grade Level 07 and above as these were the people
believed to be well educated and have in-depth understanding of job analysis and are conversant
with the Annual Performance Evaluation Reports (APER).Ninety - One (91) copies of the
questionnaire were properly filled, duly returned and analyzed for the study. The study found out
that there is significant relationship between job analysis and employee's performance. The
finding of the study further reveals that there is existence of substantial relationship berween
performance appraisal and employees ' performance. It is equally established from the finding of
the study that job analysis; performance appraisal techniques have complementary relationship
with employees' performance in the Ondo State Civil Service. The study therefore recommends
that proper analysis of staff’s duties should always be given priority attention and a usual
practice before tasks are assigned to the civil servamts. This is for easy and in-depth
understanding of what to do and to ensure employees’ superlative performance ati work. In
addition to this, the study recommends that appropriate training and retraining should always be
given to the supervisors or reporting officers who are to be involved in the appraisal exercise in
the civil service to guarantee objectivity.

Keywords: Analysis, Performance, Appraisal, Organization, Civil Service.

Introduction

The human resource department in an organization is saddled with the responsibility of carrving
out a number of human resource practices such as recruitment and selection, compensation,
performance management, career planning, training and development and rewards as human
resource activities increase in capacity and complexity. It has been realized that most often (in
the western world, including developing countries such as Nigeria) not many human resource
professionals have in-depth knowledge of their jobs, and for any organization to move forward
through the contribution of its workforce, each of its employees must have full knowledge of his
assigned duties which is through what is called job analysis (Atiomo, 2000). Job analysis is the

lzm:ans by which information on jobs is properly put together, assessed and classified (Rehman
009). :

Job analysis is a systematic exploration, study and recording of the responsibilities, duties. skills
':Cuun!,a?nhues, working enviromnent and ability requirements of a specific job. It also iny ul»-::s;
determining the relative importance of the duties, responsibilities and physical and emotional
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weaknesses and re-enforce strengths of employees cannot be overemphasized as they have been
proved in many literatures of human resource management.
Ihe challenge of entrusting the right person with the right job through a good human resource
planning, keeping in view the job analysis and performance appraisal processes are the pmll'!Jm
on which this research is to be built. The absence of proper arrangement or Structuring of the ;gb
sortfolio which include job analysis leads to faulty recruitment as well as lack of systematic,
organized and formalistic process of assessing individual employee’s job related strengths and
weaknesses. As an extension, this results in low productivity due to poor job pertbm}a_ncc and
consequently lead to high turnover There is a dearth of research on job analysis. Extant tltcr_murc
reveals independent studies that have been conducted in the areas of impact of job analysis on
job performance ( Rehman 2009; Pearen and Kandola 1993; Den, Hartog, Baseline and Paauwe
2004). However, these studies were conducted in Pakistan and Western organizations, whﬁile such
important concepts in functioning organizations, especially the civil service in Nigeria is yet to
be explored.
In a similar vein, there has been little research in the field of performance appraisal. Most studies
discuss performance appraisal that allows employees to develop their skill and to meet business
goal. Most of the studies on performance appraisal were conducted in advanced economies while
few studies conducted in Nigeria focused on performance appraisal in educational institutions,
For example, Akinyele (2010) examines performance appraisal in Private Universities in Nigeria,
while performance appraisal is yet to be studied in the civil service.
Richi (1996) introduces a skill- based method of performance management that creates a work
environment that allows employees to develop the skills they need to meet business goals. The
skill-based management measures skills and tracks and combines them into job descriptions,
identifies employee skills gaps and then provides resources to upgrade abilities, Murray (1980)
proposes using customer satisfaction measures as a basis of performance reviews and
management rewards which rewards in more objective performance reviews, more effective
employees, more satisfied customers and better business performance. The majority of empirical
studies on performance appraisal systems focus on the search for the perfect form in which
subjective traits are replaced by objective and job relevant measurable behaviours, while the
aspect of performance appraisal is de-emphasized.
In 2000. Rehman examines the impact of job analysis on job performance in Pakistan and other
scholars (Alo, 1999 and Atiomo. 2010) have also studied performance appraisal in different
Nigerian establishments, yet only few of these studies had either considered the variables of
concern in this study together or focused on the civil service such as Ondo State as target
__ pulation. Hence, this study involves the relationship among job analysis, performance
praisal and employees’ performance in the Ondo State Civil Service.

arch Objectives
he broad objective of this study is to examine the influence of job analysis and performance
ppraisal on the performance of employees in the Ondo State Civil Service in Nigeria,

specific abjectives are to:
I ascertain the relationship between job analysis and employees® performance in the Ondo
_ State Civil Service;
i find out the relationship between performance appraisal and employees’ performance in
the Ondo State Civil Service and
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oo deapree and strongly disagree. The questionnaires were administered on staff from Grade
Cooer 0 and above in Ondo State Civil Services. These People are believed to be the officers
e welleducated to have in-depth understanding of job analysis and are conversant with
G application of Annual Performance Evaluation Report (APER).

Dt Analysis Technique
tie iy used bothe the deseriptive statistics such as percentages, frequency counts and

derentinl statistics such as arithmetic means and T- Test to analyze data through Statistical
Packape for the Socinl Sciences (SPSS),

Datn Anslysis und Interpretation
able b Helationship between Job Analysis and Employees' Performance in Nigerian Civil

SerVIeR
? Si:b {1‘
i =
T e
canilyuis e the systematic process of gathering
crnizing inlormation relating (o various aspects
[ogub, which describes the job contents and 22 571 407 33846 60611 90 000
i job reguirements in terim of skills, efforts,
respanabilities and working conditions.
Jih analysis in the Ondo State Civil Service

ey omployees’ performance through detadled 1.1 22.0 495 275 3.03300 39251 % 000

bnowledpe of categories of work expected o
porfoem and the level of pay involved.

lob analysis in the Ondo State Civil Service

mipraves employees” performance as a result of

placement of employees” according to their areas of 1.1 154 60.4 231 3.0549 44427 90 000
kil cducation and experignee

b wonlysis in the Ondo Swte Civil Service has 32 143 626 209 30220 43266 90 000
proactive impacts on employces' performance.

lob analysis in Ondo State Civil Service increases

ciployees - performance through the process of 4y g96  gs0 154 29560 45998 90 000
fow the jab i 1o be performed, who is 1o perform it,

and where it is 1o be performed.

Pronctive job analysis being put in place in the ; |
Ondo Sute Civil Service contributes to job 44 198 527 231 29451 36028 90 000

felernibitin

lob description is being practiced in the Ondo State
Civil Service 10 ensure that each employee knows 1.1 143 57.1 275 3.1099 44007 90 000

e expected dyties,

Pruactive job analysis contributes to efféetive and , Wi .

eMciom recraitment wnd selection of prospective 7.7 209 4.0 275 29121 31211 90 000
Empluyees in the Ondo State Civil Service

Source: Author's Computation, 2018
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State Civil Service increases employees’ performance. They observed that this Was:
to detailed knowledge of categories of work expected to perform arfd the correspo
pay that come with it. The view of 22.0 percent and 49.5 percent of the rﬂSpDndeqﬁl _
contrary as they strongly disagree and disagreed on the statements. On the average,
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1l Analysis contributes to Job Retention

-+ 7 percent and 23.1 percent of the respondents share the view that proactive job analysis put in
slace can contribute to job retention in the study area, while 4.4 percent and 19.8 percent appear
. srongly disagree and disagree that proactive job analysis put in place is capable of
_ontributing to job retention in the study area. On the average, their opinions on the statement
and at 2.95 and significant at 0.01 (1-tailed).

Jub Analysis contributes to Effective and Efficient Employment Process

(b analysis if done proactively can promote effective and efficient employment, particularly
Quringe recruitment and selection exercise. The mean value for this statement was 2.91 indicating
1t on the average, respondents were close to agreement threshold. It was significant at 0.01 (1-
ailed), 27.5 percent and 44.0 percent strongly agreed and agreed respectively whilst 7.7 percent
nd 20,9 strongly disagreed and disagreed correspondingly.

I'able 2: Relationship between Performance Appraisal and Employees’ Performance

= 2

=8 g i Sig. (2-

s S8 Mean T Df B
iled

IR i

T s3 i B 4

P'erformance appraisal means deliberate stock taking of

the success whiulh an indi\{idual or urgn'.nimti{?n has 58 319 32198 50.266 90 000
achieved in carrying out assigned tasks or meeting set
pouls over a period of time.

Performance appraisal helps to diagnose employees’ 6 % 220 3088 45272 89 000
strengths and  weaknesses in the Ondo State Civil 0 b ' +

sService

Performance appraisal helps in setting 54

individual/organization objectives and it encourages 22 12 9 308 13.1429 42332 90 000
cmployees to work towards attaining them as at when

due

Performance appraisal provides feedback on employee's |\ ¢ ¢ 65. 64 31758 51.465 90 000

performance 9
Performance appraisal motivates employees to work hard 53,
in the Ondo State Civil Service. 33 no 8 319 3.1429  40.573 90 000

Performance  appraisal helps to reveal training and
-]L"-'-.‘lnj'lr'ﬂl.:l"ll needs of i:m;:llﬂyﬂ'ﬁs m ﬂ'li'.* undﬂ Slﬂtﬂ Ch“ﬂ 3'3 Iinﬂ 64 20.9 3n33u 12918 a0 ‘m}

Service

Pared comparison method of performance appraisal
“purs employees into working adder in the Ondo State 59,
Cvil Service as every employee will like been rated 2.2 143 “5 242 3.0549 42296 920 000

b . i
above colleagues

Source: Author's Computation, 2018
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rhere was a dominant level of agreement given the mean of 3.14. The statement is also
.ignificant at 0.01 level.

rraining and Development needs
" or employees not to be dormant and remain what they are in the performance of their job and
<o to meet the need of dynamic organizational environment, they supposed to be trained
dequately. They must also be prepared to take higher roles and responsibilities. Performance
ppraisal helps to reveal training and development needs of employees in the Ondo State Civil
service according to the view of 64.8 percent and 20.9 percent who agreed and strongly agreed
.ith the statement though 11.0 percent and 3.3 percent disagreed and strongly disagreed. There
.as a dominant level of agreement given the mean of 3.03. The statement is also significant at
.01 level.

Paired Comparison

Paired comparison method of performance appraisal can spur employees to work harder as every
smployee will like been rated above colleagues. 59.3 percent and 24.2 percent who agreed and
strongly agreed believed this is possible though this can lead to unethical competition. This may
be the reason why 14.3 percent and 2.2 percent of the respondent are not in agreement with state.
However, average response of value 3,05 indicate agreement of the Ondo statement civil servants
and significant at 0,01 level of significance.

Table 3: Relationship among Job Analysis, Performance Appraisal and Employees’
Performance

oy = ;
E‘g gﬂ E g o Sig.
£ 2 8 5 £ £ Mean T Df (2-
T B < B tailed)
1 v R R

lob analysis, performance appraisal techniques 61

have complementary relationship in employees’ 4.4 7.7 5 264 3.0989 41300 90  .000
performance in the Ondo State’s Civil Service. :

Job analysis and performance appraisal techniques 13. 60
relationship improves employees’ performance. 0.0 5 °, 264 3.1319 48312 90 000

e relationship between job analysis, performance

appraisal techniques are positively directed towards 1 12. 60 264 3.1209 46.017 90 000

employees” performance in the Ondo State’s Civil I 4

Service,
Source: Author’s Computation, 2018
l{l:latiunship among Job Analysis, Performance A.ppﬁli-‘lﬂl and Employees’ Performance
Pair comparison between job analysis, performance appraisal and employees’ performance was
achieved using arithmetic mean and one-sample t-test at 0.01 level of significance. The results
are as presented in table 3.
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Conclusion and Recommendations
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