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ABSTRACT 

The existing study in the administration research field signifies that employee 
engagement and employee performance are crucial to the effectiveness of civil 
service. This is due to the fact that organizational performance and success 
significantly hinge on both of the factors. However, very slight consideration has 
been given to the relationship between performance appraisal purposes (PAP) and 
employee engagement as well as employee performance in the context of civil 
service. The main aim of this research is to examine the relationship between PAP 
(training, job promotion, performance feedback, performance recognition and 
financial reward) and engagement and performance of civil servants in Kwara State 
Civil Service, Nigeria.To validate the instruments employed in this study, seven (7) 
experts were consulted for content validation of the adapted scales before a pilot 
study was conducted among 100 respondents. Subsequently, a total number of 510 
civil servants were involved in this study. Data for the study were gathered through 
quantitative and qualitative surveys from employees working in the Kwara State civil 
service. PLS-SEM was used to test the study’s hypotheses. The results provided 
support for six (6) out of the eleven (11) hypotheses. The overall findings signify that 
job promotion, performance recognition and financial reward have a significant 
positive relationship with employee engagement, while training and performance 
feedback have insignificant relationship with employee engagement.The results also 
indicated that training and financial reward have a significant and positive 
relationship with employee performance, while the job promotion, performance 
feedback and performance recognition have insignificant relationships with 
employee performance. Moreover, the results reveal a significant relationship 
between employee engagement and employee performance. Consequently, this study 
successfully provides empirical evidence to the practitioners on employee 
engagement and performance. It also provides insights for civil service directors on 
how to enhance employee engagement and performance via training, promotion, 
feedback, recognition and financial reward.  
 
Keywords: Performance Appraisal, Performance Appraisal Purposes, Employee 

Engagement, Employee Performance, Civil Service. 
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ABSTRACK 

Kajian yang sedia ada dalam penyelidikan bidang pentadbiran memaparkan betapa 
keterlibatan pekerja dan pencapaian pekerja adalah sangat penting untuk 
keberkesanan perkhidmatan awam. Walau bagaimanapun, pertimbangan yang amat 
kecil sahaja diberikan terhadap hubungan antara kepentingan penilaian prestasi 
(PAP) dan keterlibatan serta pencapaian pekerja dalam konteks perkhidmatan awam. 
Tujuan utama penyelidikan ini ialah untuk mengkaji hubungan antara PAP (latihan, 
kenaikan pangkat pekerjaan, penilaian pencapaian, pengiktirafan pencapaian dan 
imbuhan kewangan) (latihan, kenaikan pangkat pekerjaan, penilaian pencapaian, 
pengiktirafan pencapaian dan imbuhan kewangan). (latihan, kenaikan pangkat 
pekerjaan, penilaian pencapaian, pengiktirafan pencapaian dan imbuhan kewangan).  
Sementara itu, latihan dan penilaian pencapaian mempunyai hubungan yang tidak 
signifikan dengan keterlibatan pekerja. Hasil kajian turut menunjukkan bahawa 
latihan dan imbuhan kewangan juga mempunyai hubungan yang signifikan dan 
positif dengan pencapaian pekerja, manakala kenaikan pangkat pekerjaan, penilaian 
pencapaian dan pengiktirafan pekerjaaan mempunyai hubungan yang tidak signifikan 
dengan pencapaian pekerja. Lebih daripada itu, hasil kajian juga mendedahkan 
hubungan yang signifikan antara keterlibatan pekerja dan pencapaian pekerja. 
Kesimpulannya, kajian ini telah Berjaya mempersembah bukti empirical bagi para 
pengamal dalam hal keterlibatan pekerja dan pencapaian. Kajian ini turut 
menyediakan panduan bagi para pengarah perkhidmatan awam bagi memperkasa 
keterlibatan pekerja dan pencapaian melalui latihan, kenaikan pangkat, penilaian, 
pengiktirafan serta imbuhan kewangan. 
 
Kata kunci: Penilaian Pencapaian, Keterlibatan Pekerja, Pencapaian Pekerja, 

Perkhidmatan Awam 
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CHAPTER ONE 

INTRODUCTION 

1.1 Background of the Study  

Civil service takes a prominent role and function of a state. It is recognised as an 

instrument for productive change and growth (Arowolo, 2012). The civil service is a 

powerful public organisation, which is responsible for the distribution of the essential 

public goods and services to the general public (Kauzya, 2001). The civil service is 

also the rule making and executing body of the administrative arm of the 

government. Efficient and effective civil service delivery, therefore, remains a vital 

position to any administration of the day and numerous institutes all over the world. 

 

It is predicted that civil service delivery in the context of efficiency, effectiveness, 

economy, completeness, inclusiveness and accountability will pave way to good 

governance which eventually culminates in participatory and consensus-oriented, 

transparency, responsiveness, equitable and inclusiveness towards the management 

of people and their resources at all levels (World Bank, 1993). No country could 

accomplish sustainable growth for the enhancement of the standard of living of the 

persons without an appropriately structured civil service to execute government 

policies. However, efficient civil service performance in the distribution of amenities 

has been a broad challenge in African nations, most especially in Nigeria (Adejuwon, 

2016).  
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The Nigerian civil service has been typified by poor performance and incapability to 

transform government strategies and program to reality (Arowolo, 2012), and thus 

become a major worry to policy makers and scholars as well (Mohammed & Sirajo, 

2015).  The Nigerian civil service, which is an administrative apparatus that plays a 

key part in the effective operation of any administration and occupies a vital role in 

the political system (Anazodo, Okoye & Chukwuemeka, 2012), is not efficient and 

effective. Unfortunately, most methods put in place to check the performance 

breakdown and tackle the challenges of inefficiency and capability breakdown are to 

no avail (Olaopa, 2010).  

 

Performance of civil servants tends to be sluggish, their coffee breaks lengthy, and 

their need for supervision should be persistent. Frequently, there is carelessness from 

one workplace to the other, instances of misplaced documents, an abnormality at the 

place of work, forgery of receipts, embezzlement and broad non-performance of 

obligation on scheduled period. These are modes of impediments that indicates a lack 

of employee engagement and, in turn, affect performance and build room for 

ineffectiveness in the civil service. Addressing these weaknesses is vital to the 

effective performance of civil service (Alao & Alao, 2013). Available evidence such 

as infrastructural decline, maladministration, destitute service provision (water 

supply, electrify supply and petroleum distribution) demonstrate that civil service 

performance in almost all levels of government and in extra-ministerial subdivisions 

in Nigeria is in dire state, thus the current condition of underdevelopment in Nigeria 

(Okafor, 2005; Adebayo, 2001; Jike, 2003).  
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The Nigerian civil service has been bedeviled with corrupt practices, corrupt public 

office holders do use civil servants to embezzle public funds and other malpractices. 

According to the Vice President of Nigeria, Prof. Yemi Osinbajo, “the power to do 

great good or evil lies with a few people who form what we refer to as our civil 

service. When some of such elite see the opportunity as one for self-enrichment by 

corrupt practices, then the nation faces a monumental tragedy” (Adetayo, 2017). The 

civil service, which is an essential element of societal growth in the advanced nations 

of the globe, has been transformed into an instrument of corruption in Nigeria. 

Nigerian civil servants are the planners of corruption; they project for governmental 

appointees and administrative officers how to plunder resources (Pantami, 2012). All 

these are indicating the performance of the civil service in Nigeria are in jeopardy.  

 

It has been rightly posited by Magbadelo (2016) that the dividends of governance 

would circumvent the citizenry if the civil service is defective or incapacitated. 

Defective civil service would have a substantial impact on overall economic 

performance (Shand, 1996), as it has bred many challenges, such as corruption and 

poverty in Nigerian society. For eras, the Nigerian civil service has generally 

fulfilled the interests of officeholders and those involved in the accumulation of civic 

assets for secluded gain (Adejuwon, 2016).  

 

The current situation of matters in the civil service seems that the variables 

responsible for poor performance in the civil service in Nigeria have not been dealt 

with and thus the problem, nevertheless remains. Deeper look into the present 

Nigerian civil service challenges (e.g. unproductive occupation operations, dearth of 

capable leadership among others) (Magbadelo, 2016) and the existing literature in 
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the administration research field signifies that employee engagement and employee 

performance are crucial to effective civil service, because, organizational 

performance and success significantly hinges on employee engagement (Devi, 2017) 

and employee performance (Ismail, Abdul Halim, & Joarder, 2015; Al Kahtani, 

2013). 

 

The logic in this discussion is that the ailing Nigerian civil service could be saved 

from the anomalies mentioned above through employee engagement and employee 

performance, because engaged workforce performs a critical function in the 

attainment of organizational targets, but productivity and performances of 

organizations are got through the instrumentality of workforces, who are furnished 

with the necessary skills, knowledge, and competencies necessary for the 

accomplishment of organizational policy and planning (Ismail, Abdul-Halim & 

Joarder, 2015). All these could be achieved through performance appraisal (PA) 

scheme. 

 

The Nigerian Civil Service (NCS) established scheme of PA in line with Annual 

Performance Evaluation Report (APER), (Esu & Inyang, 2009) in managing 

performance-outcomes and behavior of civil servants. PA is very essential in 

elucidating objectives, builds an atmosphere for open communication, conveys 

constructive feedback, generates a connection between employee’s anticipations and 

organization’s accomplishment (Onyije, 2015) and utilized by supervisors in 

individual performance of employee.  PA providing regular opportunity for 

employees and supervisors to talk over employee aims, supervisor’s aims for the 

greater organization and means that the worker and supervisor could both operate by 
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additional growing proficiencies and strength required to realise these aims (Onyije, 

2015). However, experts are of the opinion that there is no relationship between 

employee’s performance and APER despite PA scheme is a comprehensive method 

for planning and sustaining growths in the performance of employees in order to 

meet standards (Dogarawa, 2011).  

 

Thus, Esu and Inyang (2009) further argue that failure and poor performance of Civil 

service were attributed to ineffective and inefficient adoption of PA scheme. 

Arguably resulting in reaction of it mostly resulted to low engagement and poor 

performance of civil servants. Drawing from the above, one can argue that reasons 

for the failure of the Nigerian civil service is not because of its PA scheme but be 

improper implementation/adoption of PA scheme as a tool for increase efficiency of 

the civil service and performance of servant in Nigeria. Moreover, substantial 

numbers of research (e.g. Devi, 2017; Shabbir, Aslam, & Ali, 2016; Ismail, Abdul 

Halim, & Joarder, 2015) have signified several predictors of employee engagement 

and employee performance, but the most important predictor of employee 

engagement and employee performance is the PA system, because it is a significant 

factor that can enable organizations to achieve employee efficiency (Mollel, 

Mulongo & Razia, 2017).  

 

PA is typically viewed as the most vital task of Human Resource Management 

(HRM) (Smither & London, 2009; Selvarajan & Cloninger, 2008), and it has been 

revealed that operational PA is the symbol of the essential element of efficiency of 

HRM of an institute (Zapata-Phelan et al., 2009). PA is also an indispensable 

instrument of personnel management projected to recognise a specific worker’s 
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present level of occupation performance, classify worker strengths and weaknesses, 

facilitate employee increase their performance, offer a basis for recompensing or 

disciplining worker in connection to the role or absence of sufficient involvement to 

firm aims, inspire upper performance, distinguish training and development desires, 

distinguish possible performance, offer information for succession planning, 

authenticate selection procedure and training, inspire supervisory comprehending of 

the juniors (Shehu, 2008). Thus, practices of PA remain a significant determinant of 

employee performance. 

 

Furthermore, employee engagement has been established to constructively enhance 

employee performance and productivity (Gruman & Saks, 2011; Rich, Lepine, 

& Crawford, 2010; Welbourne, 2007; Robinson, 2006). Given the importance of 

worker engagement to establishments, a fundamental issue is how to stimulate the 

engagement of the workforce (May, Gilson & Harter, 2004). According to Rosmiza 

(2015), efficient PA should be entrenched by the organization because it is a vital 

part of HRM that contribute towards high employee engagement among staff in an 

organization. PA is crucial to employees’ physical, emotional and cognitive 

expression during role performances (i.e. displaying engagement) (Latham, Almost, 

Mann & Moore, 2004). Therefore, it can be asserted that practices of PA are 

significant predictor of employee engagement. 

 

Additionally, there is a rising agreement amongst scholars and experts that the 

achievement with the purposes of performance appraisal is very essential in inspiring 

employee improvement and inspiration (Kuvaas 2006; Fletcher 2001). The purpose 

of PA is progressively understood as a crucial fragment of the tactical method to 
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organisation, in offering a tool to enable the bond between a worker’s capabilities 

and performances and an organization’s strategic goals.  

 

Given the above discussion and the fact that there is dearth of research on the effect 

of performance appraisal purposes on employee engagement and performance in the 

setting of Nigerian civil service (Denkyira, 2014; Bawole, Hossain, Domfeh, Bukari 

& Sanyare, 2013), the current study examines the relationships between performance 

appraisal purposes (measured with training, job promotion, performance feedback, 

performance recognition and financial reward) and engagement and performance of 

civil servants in Kwara State Civil Service, Nigeria. The Kwara civil service would 

adequately represent the Nigerian civil service, given the fact that Kwara is a central 

location in Nigeria, which has resulted in it sometimes being called the ‘Gateway’ 

state. The state is well situated within Nigeria, with connections south to the key 

harbor of Lagos and to the capital city of Abuja to the north-east (Kwara State 

Government Online Gazette, 2017). Also, The state distribute the key appearances of 

Nigeria in terms of multi-ethnicity (the three main Nigerian dialects of Hausa, 

Yoruba and Igbo are enunciated by inhabitants of the state), the inhabitants please 

the Muslim/Christian share of the country, and they exist in the areas that sustain the 

requirement of arrangements as city and rural parts. 

1.2 Problem Statement 

The poor performance of the Nigerian civil service has given rise to infrastructural 

deterioration, maladministration, poor facility distribution (water supply, electrify 

supply, petroleum distribution among others), and the consequent current situation of 

underdevelopment in Nigeria (Okafor, 2005, Jike, 2003; Adebayo, 2001). Employees 
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performance could lead to growth and development of civil service, because they 

ensure effective delivery of social services to the people and smooth running of the 

government business (Adejuwon, 2016). Performance of civil servants is one of the 

key factors that may lead to growth and development of nations, because high 

performance in the civil service determines social-political and economic 

development of countries (Adejuwon, 2016; Arowolo, 2012; Oyedeji, 2016; 

Maikudi, 2012). Thus, poor performance of civil service in Nigeria has been 

attributed to poor employee performance due to lack of training, incentive, and 

improper implementation of performance appraisal (PA) scheme (Onah, 2007; Tabiu 

& Nura, 2013; Esu, & Inyang, 2009).  

 

More so, poor employee performance has led to the decrease in the standard of living 

of the citizen, high inflation, decrease of production of goods and services and 

decline in nation’s Gross Domestic Product (GDP) (Okafor, 2016; Muda, Rafiki & 

Harahap, 2014). To ameliorate the situation of the Nigerian civil service, as indicated 

by the existing literature in the administration research field, employee engagement 

and employee performance should be examined (Orogbu, Onyeizugbe, Onwuzuligbo 

& Agu, 2016; Bhatnagar, 2007), because organizational performance and success 

significantly hinge on employee engagement (Devi, 2017) and employee 

performance (Ismail, Abdul Halim, & Joarder, 2015; Al Kahtani, 2013). 

 

Furthermore, the success of an organization has been attached to several factors. 

However, of all these factors, employee performance is the most crucial factor 

(Koshy & Suguna, 2014). The reason is that the performance of employees plays a 

fundamental role in accomplishing organizations’ objectives (Koshy & Suguna, 
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2014). In most organizations, goals and targets could not be accomplished due to 

poor employee performance, low employee productivity, unconducive internal 

environment of the organizations (Mollel, Mulongo & Razia, 2017) and low 

employee engagement. In addition, out of the several predictors of employee 

engagement and employee performance, the most important predictor of employee 

engagement and employee performance is the system of PA, because it is a 

significant factor that can enable organizations to achieve employee efficiency 

(Mollel, Mulongo & Razia, 2017).  

 

Investigation of employee engagement is as important as the studies on the predictive 

factors of employee engagement. According to Lee and Ok (2015), employee 

engagement is an emerging debate among HRM researchers. The extant studies on 

employee engagement have demonstrated that employee engagement is fundamental 

to the survival of institutes against the uncertainties and challenges of corporate 

environments. Notwithstanding, Saks (2006) observed that little is currently known 

in both theory and practice on how schemes of PA (such as; training, promotion, 

recognition, feedback and financial reward) can enhance employee engagement in an 

organization (Pulakos, 2004; Adler, et al., 2016). Therefore, this existing study sets 

out to assess the relationships between performance appraisal purposes and employee 

(civil servant) engagement.  

 

More so, the body of literature in the realm of human resource management affirmed 

the significance of worker engagement being the centre of connection between 

worker individuality and their productivity in business environment (Stroud, 2009). 

Meanwhile, academic researchers are still lagging in establishing the effect of 
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employees’ engagement in civil service (Lambert, Qureshi, Klahm, & Smith 2018). 

In addition to dearth of empirical findings on employee engagement, Saks (2006) 

indicates that little is known in both theory and practice about the predictive factors 

of employee engagement.   

 

Moreover, several studies (e.g. Cheng, 2014; Latham & Wexley, 1977; Jawahar & 

Williams, 1997; Milliman, Nason, Zhu & De Cieri, 2002) have been conducted on 

the performance appraisal from different perspectives. Nevertheless, few statistical 

evidences have been found regarding combination of performance appraisal purposes 

variables (such as training, job promotion, performance recognition, performance 

feedback and financial reward) and their effect on performance of employee. 

 

Also, a good number of empirical studies have been carried out on the predictors of 

employee performance, but there is dearth of studies on the performance appraisal 

purposes, as a predictor, on employee performance, despite that PA is a useful 

instrument that can enhance employee efficiency (Mollel, Mulongo & Razia, 2017). 

Likewise, there have been little researches on the performance appraisal in the 

context of the civil service (Denkyira, 2014; Bawole, et al., 2013). In addition, to the 

best knowledge of the researcher, there are little or no studies that address the issue 

under discussion in the context of Kwara civil service, Nigeria. 

  

Additionally, a good number of empirical studies (e.g. Shaukat, Ashraf & Ghafoor, 

2015; Al Qudah, Osman & Al-Qudah, 2014; Hossain, Abdullah & Farhana, 2015) 

have been carried out on the predictors of employee performance. These studies have 

suggested different types of factors including; promotion (Dugguh, 2014; Cheng, 
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2014; Hossain, Abdullah & Farhana, 2015; Abdulla, Djebarni & Mellahi, 2011), 

training and development (Palmen, 2013; Thwala, Ajagbe, Long, Bilau & Enegbuma 

2012; Abdullah et al., 2012; Ohemeng, Zakari, & Adusah-Karikari, 2015), feedback 

(Blackman, Buick, O'Donnell, O'Flynn & West 2015; Lim & Alum, 1995; Farooq & 

Khan, 2011), recognition (Hooi, 2012; Ahmad & Shahzad, 2011 Ahmed et al. 2010) 

and financial reward (Bhatia & Jain, 2012; Shahzad, Bashir & Ramay, 2008; Ting, 

1997) on a piecemeal basis. However, limited studies have examined the 

relationships between the entire factors of performance appraisal purposes (such as; 

training, job promotion, feedback recognition, and financial reward) and employee 

performance collectively (Nielsen, 2014; Mollel, Mulongo & Razia, 2017). In 

addition, there have been little researches on the performance appraisal that is 

responsible for the enhancement of employee performance and engagement in the 

context of the civil service (Denkyira, 2014; Bawole, et al., 2013). Lambert et al. 

(2015) point out an existence of knowledge gap in the understanding of the role of 

employees’ engagement on the performance of employee in the civil service.  

 

Nevertheless, it has been suggested that quantitative data collection and analysis 

narrow the opportunity of gaining in-depth understanding of the study (Freimuth, 

2006), extant literature is dominated by quantitative studies (e.g. Cheng, 2014; 

Linder, Lyngsie, Foss & Zahra, 2015; Agyen-Gyasi & Boateng, 2015; Akinbowale, 

Jinabhai & Lourens, 2013a). Hence, there is a need for more qualitative research. 

Creswell, (2017;14), further argue for the adoption of the mixed-method strategy in 

interdisciplinary studies to address the difficulties in the different areas of study. 

Thus, there is a need for studies that combine both qualitative and quantitative 

approach to enhance results. Even though few past studies adopted mixed-method 
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approach (Othman, 2014; Kampkötter & Sliwka, 2016; Mollel, Mulongo & Razia, 

2017), they were focused biased on performance appraisal satisfaction and 

procedural justice and a similar study of performance appraisal in African context are 

very scanty.  

 

However, it is necessary to note that commitment and effort of civil servants in 

discharging their responsibilities are very lacking. Civil servants are not performing 

as it is expected of them. On this note, it has been observed that training in the Kwara 

State civil service has been politicised in such a way that selection of officers to be 

trained are based on political affiliation, ethnics and religion biased. Also, promotion 

of civil servants that supposed to be given as at when due are delayed and arrears 

were not paid. In addition to this, there is lack of inspirational inducements and broke 

communication of the performance feedback between civil servants and civil service. 

Besides, workforces are not rewarded appropriately for outstanding and 

good performance as a basis of encouragement. All these are the primary problems 

aiding higher employees’ low engagement and poor performance in the civil service.  

 

Given the above discussion, the present research examines the relationships between 

performance appraisal purposes and employee engagement and performance. This 

study also examines the relationship between employee engagement and employee 

performance in the context of Kwara civil service. Kwara civil service is the focus of 

this study.  
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1.3 Research Questions 

The research question is the core of any research study. They are fundamental 

questions structured or designed to direct the study (Nenty, 2009). Centred on the 

assertions above, the following questions are raised to guide the study: 

i. Do performance appraisal purposes (training, promotion, feedback, 

recognition and financial reward) have direct relationships with civil servants’ 

engagement in Kwara State Civil Service?  

ii. Do performance appraisal purposes (training, promotion, feedback, 

recognition and financial reward) have direct relationships with civil servants’ 

performance in Kwara State Civil Service? 

iii. Does civil servant’s engagement have direct relationship with civil servants’ 

performance in Kwara State Civil Service? 

iv. How do performance appraisal purposes (training, promotion, feedback, 

recognition and financial reward) have relationships with engagement and 

performance of civil servants from the perspectives of directors in the Kwara 

State Civil Service? 

1.4 Objectives of the Study 

The key objective of this research is to evaluate the relationships between 

performance appraisal purposes and employee engagement and performance among 

civil servants in Kwara State Civil Service, Nigeria. Based on the above research 

questions, the specific objectives are: 

i. To examine the direct relationships between performance appraisal purposes 

(training, job promotion, performance feedback, performance recognition and 

financial reward) and civil servant engagement in Kwara State Civil Service. 
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ii. To investigate the direct relationships between performance appraisal 

purposes (training, job promotion, performance feedback, performance 

recognition and financial reward) and civil servant performance in Kwara 

State Civil Service. 

iii. To examine the direct relationship between civil servant engagement and civil 

servant performance in Kwara State Civil Service. 

iv. To examine the relationship of performance appraisal purposes (training, job 

promotion, performance feedback, performance recognition and financial 

reward) on engagement and performance of civil servants from the 

perspectives of directors in Kwara State Civil Service  

1.5 Significance of the Study 

The necessity for the study climbs from the fact that the ongoing reform in the civil 

service has called for specific research on engagement and performance and 

generated a lot of scholarly interest and discussion in recent times. The study would 

be of immense benefits to scholars, researchers, students, policy makers and the 

society at large.  

 

Empirically, to the students and researchers, it would serve as reference points in 

similar areas in the future, thereby adding to the existing body of knowledge. This is 

because there has been little research in this kind in the perspective of civil service 

(Denkyira, 20014; Bawole et al., 2013). Therefore, upcoming scholars in this area of 

study will get it very suitable as a dependable reference material. 
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The government and policy makers would equally use it as a veritable source of data 

on how to inspire employee to be engaged by using performance appraisal tools such 

as training, job promotion, performance feedback, performance recognition and 

financial reward  with the aim of identifying their effectiveness and lapses to achieve 

the desired goal. Invariably, it is probable that the research will assist government to 

improve and uphold about the need to give consideration to civil servant promotion, 

training, feedback, performance recognition and financial reward scheme that 

concentrates on merit, suitable educational qualification, talents and experience as 

basis for enhancement of engagement and performance. It is also expected that the 

investigation would stimulate policy formulators to think carefully about the 

adoption of rules and organizational tools that have been established in advanced 

states in the effort to revamp their organisations. 

 

Conceptually, this study will give all the concepts the meaning and concepts are 

essential in exploration, clarification and measurement of social phenomenon. These 

include the concepts of civil service, performance appraisal, and employee 

engagement and employee performance. Similarly, the independent variables 

(performance appraisal purposes i.e. training, job promotion, performance feedback, 

performance recognition and financial reward) shall be utilised to determine the  

relationships with the dependent variables of the employee engagement and 

performance, this will add meaning to the body of literature and findings shall be 

generalised. 

 

Theoretically, this research will add to the existing theories. Therefore, the study will 

integrate three theories of expectancy, social exchange and Ability, Motivation and 
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Opportunity (AMO) to provide a better knowledge of the effect of performance 

appraisal purposes towards employee engagement and performance. Similarly, it will 

go a long way in adding to the entire body of knowledge in the area of PA tools such 

as training and development, job promotion, performance feedback, recognition and 

financial rewards. 

 

Methodologically, the study will contribute to the development of mixed methods in 

exploring the phenomenon of performance appraisal purposes, employee engagement 

and employee performance. The quantitative research design apparently uses 

questionnaires and qualitative design uses the instrument of the interview. While 

relevant literatures were also judiciously utilized, the obtained results from the study 

will assist future researchers to expand on what has been done. Future researchers 

will benefit from the study through making references and expand this study. 

 

Finally, it is expected that the research will assist to inform human resource 

practitioners in public organizations about the need to consider personnel training, 

promotion, performance feedback, performance recognition and financial reward as 

basis for enhanced engagement and performance which are significant for the 

attainment of organisational goals and objectives. It will also assist civil sector 

directors about important of providing appropriate training and better financial 

rewards that can retain their competent workforce for enhanced performance. The 

research can also be of immense value to the kwara state government of Nigeria as 

the findings would give management ideas on how to improve employee engagement 

and performance. It will be of immense benefit to civil servants most especially the 

directors/supervisors on how best their subordinates’ performance can be evaluated.  



 

  17 

1.6 Scope of the Study 

The study centered/emphasized on the relationships between performance appraisal 

purposes (training, job promotion, performance feedback, performance recognition 

and financial reward) and employee engagement and employee performance in the 

Civil Service of Kwara State, Nigeria. However, this study covered all the Nineteen 

(19) ministries and Two (2) institutions with emphasis on the administrative officers, 

executive officers and professional officers that are working for the Kwara State 

Government. The reason for choosing the state is that less research of such has been 

carried out in the area most especially at ministry (civil service) level. In addition, 

the Kwara civil service would adequately represent the Nigerian civil service, given 

the fact that Kwara is a central location in Nigeria, which has resulted in it 

sometimes being called the ‘Gateway’ state. The state is well situated within Nigeria, 

with connections south to the key harbour of Lagos and to the capital city of Abuja to 

the north-east (Kwara State Government Online Gazette, 2017). 

1.7 Operational Definition of Terms 

1.7.1 Civil Service  

Civil Service in this study is government workforce covering all the ministries and 

departments of the state and the people who work in them. It constitutes civil 

servants as its adherents, to aid in formulating, carrying out government policies and 

its implementation for benefit of the public. 

1.7.2 Employee Performance  

Employee performance in this study refers to as an act of discharging duties by a 

civil servant as stipulated by the civil service rules for efficiency and effectiveness of 
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service delivery. It is regarded “as a set of workers behaviours that can be observed, 

gauged, and evaluated”. This study utilised both task performance and contextual 

performance of Koopmans et al. (2012) to measure employee’s performance. 

1.7.3 Employee Engagement  

Employee engagement in this study is termed as “a one-dimensional motivational 

concept reflecting the simultaneous investment of an individual’s physical, cognitive, 

and emotional energy in active, full work performance” (Thomas, 2007, p. 1). It is 

the worker readiness and capability to contribute to institution attainment, due to 

extra time putting, intellect and vigour to their job (Towers Perrin, 2003).  

1.7.4 Performance Appraisal   

Performance Appraisal in this study is a procedure by which superior examines and 

evaluates a worker’s (civil servants) job behaviour with present standards in relation 

to who will be trained, promoted, demoted, pay etc. It is “a special form of 

evaluation involving a comparison of the observed performance of an employee with 

a performance standard which describes what the employee is expected to do in 

terms of behaviours and results” and “communicating that information to them” 

(Anderson, 2002 p. 19; Mathis & Jackson, 2011, p. 320). This practice usually 

contains setting purposes and targets, observing performance, providing feedback 

and giving recognition for job well done (Buckingham & Vosburgh, 2001; Mathis & 

Jackson, 2011; Grote, 2002). 
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1.7.4.1 Performance Appraisal Purposes  

In this study performance appraisal purposes refers to reasons for examining and 

evaluating employees in an organisation which includes training, job promotion, 

feedback, recognition and financial reward.  

1.7.4.1.1 Training  

Training in this research denotes a process of learning the required skills to increase 

the competent and effectiveness of officers (civil servants) in the performance of 

their jobs and in preparation for higher responsibilities in their chosen careers. It is 

“Organizationally articulated proposal, with theoretical and practical constructions, 

to provide for employees' systematic competence acquisition and to stimulate 

continuous learning and knowledge production” (Demo, Neiva, Nunes & Rozzett, 

2012, p.400). The literature on performance appraisal has identified numerous 

purposes of the scheme. Key to this is the training desires of employees.  

1.7.4.1.2 Job Promotion  

Job promotion in this work means an advancement of employee (civil servant) rank 

from one (inferior) level to another (upper) level or an elevation to a more important 

office “which in turn translates into higher levels of organizational attachment and 

commitment” (Ameen, Abdulkareem & Bello, 2016; Chang, 2014 p. 1133). 

1.7.4.1.3 Performance Feedback  

This refers to information from superior about how good or bad subordinate perform 

his responsibilities in the civil service. It is also relating to employee’s awareness of 
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how effective he/she is performing and is assessing (Kulik, Oldham & Langner, 

1988). 

1.7.4.1.4 Performance Recognition  

This is formal acknowledgement by civil service for appreciation of an achievement 

of an employee (civil servant) for fulfilling his service/duties. It is something given 

in exchange for good behaviour or good work (Danish & Usman, 2010).  

1.7.4.1.5 Financial Reward  

Financial reward here is refer to as pay (i.e. salary or wages) attained at the close of 

every month in replace of services or obligation done in order to realise objectives of 

the organisation (Cheng, 2014). It is “organizationally articulated proposal, with 

theoretical and practical constructions, to reward employees’ performance and 

competence via remuneration and incentives” (Demo et.al., 2012, p.400). 

1.8 Chapter Summary 

This chapter one offering an outline into the study of the relationships between 

performance appraisal purposes and employee engagement and performance in 

Kwara state civil service, Nigeria. The chapter also presents the background to the 

study which emphasizes the important and needs for this research, while the problem 

statement of the study explained the problems related to the variables under study. It 

also provides questions to be raised in the course of the study as well objectives of 

the research. It further presents research hypotheses, significance, scope and 

operational definitions of terms of the study.     
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CHAPTER TWO 

LITERATURE REVIEW   

2.1 Introduction 

This section will present a critical and extensive review of relevant literature that 

discussed the relationship between independent variables (training, job promotion, 

recognition, feedback and financial reward) and dependent variables (employee 

engagement and employee performance) in order to realise major information about 

the key variables of the research. Additionally, information was assembled from 

diverse erudite articles, electronic libraries, research papers, and reference records 

that shed further light on the variables to augment the engagement and performance 

of the workforces functioning in a firm.  It was also present overview of theories 

related to the study. Lastly, it will unveil the conceptual framework of the study with 

underpinning theories that are connected to this research. the subsequent subsection 

present conceptual descriptions of civil service. 

2.2 Civil Service in Nigeria 

The name civil is developed from the past French term “civil” which signifies 

“relating to law” and largely from Latin expression “civilis” which denotes "relating 

to citizen". While the term “service” is gotten from an old French expression 

“servise” which denotes “aids”. The Civil Service (CS) is a difficult concept. The 

word “civil service” is typically utilized when signifying to the organisation of 

women and men engaged in a civic ability and non-political occupation basis by the 
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Federal administration and State administration mainly to provide and devotedly 

offer outcome to their implementation and decisions (Ipinlaiye, 2001). It is a body 

consist of a group of persons hired and remunerated by the administration to carry 

out the plans, policies and laws of administration (Akpomuovire, 2007). Ezeani 

(2006) says CS is the governmental apparatus within which the job of administration 

is executed.  

 

From the descriptions above, the features of the CS were itemized by Jinaidu and 

Aminu (2015) as follows:  

i. It has to be non - partisan to enable it to serve any government of the day.  

ii. It has to be made up of experienced men and women with the technical and 

professional know–how to enable it to implement government policies.  

iii. It has to be orderly and also ensure that the orderly administration of the 

country is continuous.  

iv. The Civil Service is indispensable since it continues the traditional role of 

keeping the functions of government running no matter what changes occurs 

in the administration of the country.  

v. It operates under rules which guide its conduct.  

vi. The Civil Service is an entity but operates in hives of activities, divided 

between Ministers and Departments. Each or Department has it set functions 

and goals. 

 

The CS is a distinctive group that is well positioned to perform a key role in the 

operative functioning of any administration. Anazodo, Okoye and Chukwuemeka 

(2012) assert that CS is the governmental tool which occupies a vital place in the 
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political structure. CS is the nerve-centre of administrative organization. Therefore, it 

is a vital determinant factor of the failure or success of any administration 

enhancement strategy. The rationality of the suggestion that CS is the heart of 

executive management has long been recognized by academics of public 

administration. The involvements of such intellectuals have headed to the 

comprehension that without an exciting and energetic CS, the socio-economic 

expansion of any state will fall (Idakwoji, 2011). Therefore, CS is government 

workforce covering all the ministries and departments of the state and the people 

who work in them. It constitutes civil servants as its adherents, to aid in formulating, 

carrying out government policies and its implementation for benefit of the public. 

2.2.1 Character and Nature of Civil Service in Nigeria  

The Civil Service (CS) of any country is an establishment of administration and 

governance recognised basically to provide civic good to the masses in the maximum 

proficient and effective way. The civic management setting in Nigeria is controlled 

by a civil service comprised of government ministries, departments, and agencies 

(MDAs) that offer an extensive kind of facilities. The CS of Nigeria is a creation of 

imperialism, created as a tool for conveniently executing the governmental scheme 

and undertakings of the British expansionist from the belatedly 19th century. For the 

period of the 1950s and 1960s, the CS in Nigeria was considered as distinct of the 

top in the Nation of Commonwealth. Later after liberty in 1960, it has transformed 

into an enormous and multifaceted scheme to tie together the nation’s resources to 

expedite economic improvement (Inyang, 2008). 
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When the Nigerian took over governmental management in 1960, no effort was 

prepared to reorganise the Civic Service to befit our own growing requirements. The 

bureaucrats who captured the management status in the Civil Service in Nigeria 

absorbed the imperial attitude of wealth attainment for self-promotion and self-

dominance. As a substitute of functioning to enhance a portion of the motherland, 

they turn out to be imperial leaders in a “black man’s skin”. This heightened the 

terrible performance of the CS in Nigeria and subsequently the underdevelopment of 

the nation (Anazodo, Okoye & Chukwuemeka, 2012). 

 

The Nigerian CS, unluckily, from 1966 have suffered deterioration and degeneration 

in every part of the civic establishments. This has been thus, owing to the persistent 

pounding under succeeding army administration(s) which had surrounded state of 

Nigeria for other than three (3) decades or eras. It has headed/resulted in the 

abandonment of facility expansion and desertion of ethical and professional values 

within the CS. Unluckily, the Nigerian CS in the mid-1980s was away from being 

best (Ikelegbe, 2005). The CS is typified by poor performance and lowly 

productivity. Thus, it is been complained and slammed for being one of the sluggish 

to incorporate technical enhancement. The Nigerian CS is, nevertheless, huge and 

does impact generally to the fiscal development of the country, nonetheless, most 

components, specifically of technical know-how that makes up the improvement 

process, are not effectively delivered (Awosika, 2014). 

 

The CS expulsion that was boarded upon in Nigeria during the Murtala/Obasanjo 

rule was incapable to convey about significantly anticipated performance in the CS. 

This situation of matters engendered worries of uncertainty, the managerial attitude 
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of dehumanization and obstruction in the CS. The civil servants are short of 

operational apparatuses and equipment joined with the “galloping inflation” which 

preserved an ordinary civil servant in continuous despair and unconcern. There were 

a misappropriation, low morale, and bribery which eventually lead to in futility and 

little/poor performance in CS (Anazodo, Okoye & Chukwuemeka, 2012). 

 

The pursuit for a further receptive and active CS led to the inaugurating of several 

commissions at numerous times with the purpose of giving the administration of 

Nigeria with the facilities it needs in a quickly transforming realm. However, the 

military administration has gone in 1999, the hitches that they generated for the 

Nigerian CS after more than 30 years, does not leave with them. 

  

The CS at the Local, Federal and State Administration segments, by 1999 were 

basically feeble and generally considered as corrupt, dismayed, politicised and 

unproductive. The CS in thirty (30) years, had changed from a controllable, trained, 

focused, compact, qualified and extremely-inspired organisation into an over-

inflated, ill-equipped, lop-sided, poorly remunerated, deficient in inventiveness, 

rudderless body and plagued by the collapse of self-esteem, unpredictability, and 

dishonesty (FGN, 2008). Severely, these have shaken Nigerian CS performance. 

When civilian administration reverted in 1999, thoughtful efforts were prepared to 

refurbish the CS and site it within the setting of a broader administration 

restructuring programme (Adejuwon, 2016).  

 

The major drives of the restructuring attempts were to reform main operations 

employing “information and communication technology, increase the accountability 
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of public servants to citizens, reduce waste and inefficiency, consolidate various 

allowances and fringe benefits into salaries, computerise payrolls and introduce a 

contributory pension scheme” (Olaopa, 2010, p.27). Up till now, slight has been 

realised despite the attempts prepared to reorganise the Nigerian public sector, it is 

still regarded and remained inefficient and stagnant body currently. This is 

particularly because the efforts of the previous tend to have little influence on the 

organisation. 

2.3 Employee Performance and Performance Criteria  

According to Boyne et al (2003), performance is very vital to the administration of 

any establishment. Performance as a concept lacks a generally accepted definition 

(Andersen, 2010). Therefore, Concept of Performance has been perceived from 

different angles. For example, from the perspective of process, performance signifies 

the process of change from inputs to output with the purpose of realising specific 

outcome. 

 

However, the economic perspective describes the performance as a concept that 

emphasises efficiency and effectiveness of the organisation in managing their cost 

and result. Also, the economic approach regards efficiency and effectiveness are the 

best criteria for the assessment of organisations (Bartuševičienė & Šakalytė, 2013; 

Jarad, Yusof & Shafiei, 2010; Chien, 2004). In other word, some authors have noted 

that two different views are involved in the definition of performance, the two views 

are behavioural aspect of performance and outcome aspect of performance, some 

researchers opined that one aspect should be the measure of employee without the 

other while some of them believe that two aspects should form the measure of 
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employee performance (EP) (e.g., Ahmad, & Shahzad, 2011; Campbell, 1990; 

Hughas, Ginnelt & Curphy, 2009; Aguinis, 2009; Kanfer, 1990;  Roe, 1999; 

Campbell et al., 1993). Highlighting this, Campbell (1990) observed that numerous 

scholars hold that employee performance has many dimensions (e.g., Hughas, 

Ginnelt & Curphy, 2009; Koopmans, et al., 2011; Sonnentag, Volmer & Spychala, 

2008). Scholars like Hughas, Ginnelt and Curphy (2009) and Sonnentag, Volmer and 

Spychala (2008) perceived the concept of performance to be of two types: output-

oriented performance and behaviour employee performance. Campbell (1990) was 

the first person that defined performance as behaviour. 

 

EP is typically conceptualized on a micro level to be the activities and behaviours of 

an individual that play a role in the accomplishment of establishment’s goals 

(Ahmad, & Shahzad, 2011; Hughas, Ginnelt & Curphy, 2009; McShane & Glinow, 

2005; Campbell, 1990; Murphy, 1989; Aguinis, 2009). Three notions accompanied 

the above conceptualization. The first notion states that the definition of employee 

performance should be from the behavioural perspective, and output/result should be 

used in defining EP. The second notion indicates that employee performance 

connotes those behaviours that are germane to the accomplishment of the 

establishment’s goals, and the 3rd notion signifies that EP is not one-sided but 

multidimensional. 

 

Bhatia and Jain (2012) assert that performance could be assessed by some mixture of 

quantity, quality, time and cost. EP is formerly what a worker did or does not 

achieve. EP according to Güngör (2011) could embrace the amount of output, the 

value of output, suitability of productivity, occurrence at the job, and 
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collaborativeness. The concept of EP in the context of the organization is classically 

described as the level to which to an individual worker of an organization impacts to 

accomplishing the objectives of the establishment.  Dulewicz (1989) affirms “there is 

a basic human tendency to make judgments about the employee is working with, as 

well as about oneself”. Therefore, performance involves not only of what people 

accomplish but how they accomplish it (Armstrong & Baron, 2005). Thus, numerous 

occupational workforces’ directors measure the employee performance of each 

workforce fellow on a yearly or four times a year basis in order to aid workforces to 

classify recommended areas for enhancement.  

 

The criteria against which personnel could be appraised should be decided when 

proposing a performance appraisal strategy (Poon, 2004). Bates (2003) describes 

criteria as evaluative ideas or principles that could be employed as indices for 

assessing employees’ achievement or disappointment. Armstrong (2006) emphasized 

that the PA plan must base on an accurate occupation report, as this gives the criteria 

in contradiction of which performance would be reviewed. Aguinis (2009) further 

maintains that there are three (3) components that contribute to EP and must be 

brought into attention when planning PA criteria: 

i) the job content: Job factors or components must be decided upon, probably in 

the form of a job description which is assessed at every performance appraisal 

procedure;   

ii)  the job context: Here, organizational components or factors that impact on 

employee performance must also be taken into consideration; and   

iii) the employee: The worker’s attributes should not be appraised, but rather the 

employee’s contribution to the organization.  
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Evaluative criteria according to Armstrong (2006) are identified by many names, for 

instance, quantitative or qualitative, subjective or objective and behaviour or trait. 

Halachmi (2005) affirms that criterions are best usually considered as “input and 

output” criterions, where input criteria comprise personal abilities and undertakings, 

and output criteria are regarded as results attained by the worker’s performance. In 

addition, there is a greater linking for input measures in excess of output measures, 

as it is argued that the worker has a bigger influence over input behavioural criteria 

(Poon, 2004). Therefore, when standards are decided it is important to encompass the 

worker, as this significantly enriches the member of staff awareness of the objectivity 

of the PA plan (Anderson, 2002). Rudman (2002) stresses that in several examples 

member of staff modifies their behaviour to deliver subjective performance rates as 

differed to accurately improving performance as such, hence the significance of 

defining the true measure. The intricacy in this procedure remains with the ever-

changing landscape of the contemporary industry. 

 

The concept of performance is studied through assessment and management of 

general performance and it is the practice categorising certain consequences within a 

specific period of the interval (Coens & Jenkins, 2002). Furthermore, the adage, “if 

you can't measure it, you can't manage it”, supports the justification for an 

establishment having a concluded and widespread performance dimension scheme 

such as the “Balanced Scorecard or total quality performance management”. This 

technique links measures via an organisation to transform high level motives into 

lesser level undertakings. At that juncture, measures are mandatory on individual 

workforces to examine the accomplishment of these undertakings (Platts & Sobotka, 

2010).  
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Performance principles need to be explicit, obviously elucidated, applicable to the 

occupation responsibilities embark on by personnel and attainable. Establishing 

perfect and detailed performance principles is imperative to accomplishing 

operational performance outcomes. The criteria need not to embrace factors beyond 

the control of the specific member of staff. The assessment of employee performance 

likewise essentials to concentrate on appraising employee behaviour and occupation 

execution and not the behaviour of the worker (Zhang, 2012; O' Donnell & O' Brien, 

1999). 

  

The following are employed according to Robbins and Coulter (2002) as criteria for 

evaluating employee performance, namely: “competence, skill/learning, target 

achieved, aligning personal objectives with organizational goals, performance, 

achievement by objectives, contribution to the team, and working relationships”. 

Though this is infinite items of PA plan criteria and the items of criteria need to 

always be occupation specification within a structural setting (Neal, 2001). 

Akingbagbe (2000) assert that performance indicators/criteria/standard are ways in 

which current performance are assessed in order to improve processes, make a 

comparison and set a standard. Bazza (2002) is of the view that job performance is a 

multidimensional concept. According to him, the variables that constitute 

performance vary from job to job depending on the existing goal prescription.  

 

Esu and Iyang (2009) emphasised that “performance is a multi-dimensional 

construct, the measurement of which varies depending on a variety of factors with 

the desired performance is closely related to the organisation’s vision”. They contend 

that “whether discussed or written, there are standard ways of measuring 
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performance and philosophy behind the standard is to accept or reflect on the job 

performed by an employee” (p.101). Performance is assessed at two levels-

performance outcomes and behaviour. It is the results of persons’ or group’s action 

or behaviour. In order to attain the required outcomes, criterions must be established 

(Montana & Charnov, 2008). It is impossible to adequately measure performance if 

standards of performance are not properly developed. 

  

Measurement of Employee performance in the Nigerian Civil Service (NCS) is 

established on the Annual Performance Evaluation Report (APER) (Dogarawa, 

2011) which stated the duties and responsibilities of civil servants. APER is designed 

to objectively and accurately measure employee performance. Measuring the 

employee performance involves evaluation of major tasks accomplished and 

achievements of the employee in each period in comparison with the targets set at the 

commencement of the period (Rudman, 2002). This is equally measured by relevant 

skills, responsibilities, training and development, experience and educational 

qualifications of the employee (Gberevbie, 2010). Measuring also covers the quality 

of the achievements, the compliance with the chosen standards, the efforts included, 

and the period taken in accomplishing the results (Kuvaas, 2006).  Bond and Fox 

(2007) contend that measuring employee performance is the basis of a performance 

appraisal procedure and performance management. Accurate and efficient 

performance measurement not only forms the basis of an accurate performance 

review but also gives way to judging and measuring employee potential (Fletcher & 

Bailey, 2003).  

 

Performance in Kwara State Civil Service could be brought to fore as the act of 

discharging duties by the civil servants as stipulated by the civil service for 
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efficiency and effectiveness in service delivery. Employee job performance can be 

represented by worker productivity at work, interest in work and enthusiasm at work. 

Ameen, Ifatimehin and Alabi (2014) assert that promptness/punctuality, job 

specification/responsibility/duties, discipline, loyalty, accountability, training and 

development, orderliness and cooperation are very important in measuring employee 

performance. 

 

Aydogdu and Asikgil (2011) were of the observation that several parts of 

performance could be appraised through work attendance, duties assigned for 

performance and organization conduct. Additionally, evaluation of performance 

could be attained from numerous sources, for example, the workers themselves, their 

superiors and productivity rates. Yadav and Yadav (2014) assert that promptness of 

worker, accountability of work direction, peer communication, group conduct and 

administration qualities of workers are declined because of a decrease in confidence 

and morale of workers due conflict and stress in the balance of job life. They 

identified absenteeism as a factor of work-life imbalance which could lead to job 

dissatisfaction. They observe a direct relationship between the promptness of civil 

servants to EP. 

 

A person’s performance could be appraised in relations to work either day-to-day 

when there is a particular circumstance; this circumstance reveals the level at which 

individuals dedicate themselves to work. The performance sphere might also 

comprise a facet of individual correction. Persons would be anticipated to be in better 

upright with the guideline. In occupations where persons work intimately, 

performance could involve the extent to which an individual assist the units and his 
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co-workers. This might contain appearing as a better role model. In adding to the 

different responsibilities that make up the occupation, there is as well the behaviour 

of the member of staff. Numerous periods output is affected because of unnecessary 

truancy, poor attitude, the absence of collaboration, and frequent inaccuracies. There 

is no uniform meaning of employee performance. As deliberated, there are several 

aspects to performance, and they need to be evidently described in impartiality to the 

worker and the establishment. 

 

Thus, a lot of researches have been conducted on employee performance in the 

world, but little were conducted in relation to Africa civil service in general and 

Nigeria in particular. Most of those little studies conducted on employee 

performance in Nigeria, focus more on organization performance and employee 

performance in private organizations such as banks and manufacturing firms with 

few from civil service (Denkyira, 2014; Bawole, et al., 2013). These theoretical flaws 

inspire the researchers on the need to carry out research on employee performance in 

the civil service within the Nigeria (Kwara) context in order to bridge the gap. 

2.3.1 Dimensions of Employee Performance 

The multidimensional nature of human behaviour and actions led to a situation 

whereby different dimensions of employee performance (EP) have been put forward 

by different scholars. According to Devonish and Greenidge (2010) from the 

beginning, the concept of EP was restricted to cover only task-related behaviours. 

Murphy (1989), identified four dimensions of employee performance which 

includes; (1) Task behaviour (i.e. the behaviour related to core task); (2) 

Interpersonal behaviours (the behaviour related to interpersonal communication and 
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cooperation with others in the organization); (3) Downtime behaviours (the related to 

the avoidance of work or assign responsibilities); and (4) Destructive/Hazardous 

behaviours (the behaviour related to the damage, or productivity losses, and others 

setbacks which are detrimental to the organization).  

 

On the other way, Campbell’s (1990) framework of performance proposed eight (8) 

dimensions as follows: “Job-specific task proficiency, Non-job-specific task 

proficiency, Written and oral communication, Demonstrating effort, Maintaining 

personal discipline, Facilitating peer and team performance, Supervision and, 

Management and administration” (p.428). To Campbell (1990) the above-stated 

dimensions are adequate to at general level explain the latent indicator of 

performance. Yet he also put forward that the listed indicators may have other 

patterns of difference or sub-dimensions. And likely their content and saliency may 

also vary across jobs. Of the latest works on what constitutes employee performance 

is the work of Koopmans et al., (2011), which is entitled “Conceptual Frameworks of 

Individual Work Performance: A Systematic Review”. After the review of a 

complete of seventeen (17) generic outlines (utilising across occupations) and 

eighteen (18) job-specific frameworks (utilising to employment) were acknowledged, 

the authors found that task performance, contextual performance, counterproductive 

work behaviour, and adaptive performance should constitute and be utilised to 

describe personal occupation performance. 

 

In addition, another dimension was also developed by Mael et al. (2010) offering 

clinical services, clinical support, worker citizenship behaviour, and managerial 

behaviour. Other dimensions are “sales performance and creativity; task performance 
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and contextual performance; and communication skills, interpersonal skills, customer 

service, and analytical skills” which were developed by Van Dyne, Jehn and 

Cummings (2002), Greenslade and Jimmison (2007), and Chan (2006) respectively. 

Viswesvaran’s (1993) measurement of employee performance includes 

“productivity, quality of work, job knowledge, communication competence, effort, 

leadership, administrative competence, interpersonal competence, and compliance 

with/acceptance of authority” (p.220-221). 

 

Furthermore, Borman and Motowidlo (1993) classified EP into two (2) dimensions; 

“(1) Task performance, and (2) Contextual performance”. In addition, Allworth and 

Hesketh, (1999) also identified three dimensions which include; “(1) Task 

performance (2) Contextual performance; (3) Adaptive performance”. Also, 

Viswesvaran and Ones, (2000) provided three dimensions; “(1) Task performance; 

(2) Organizational Citizenship Behaviour (OCB) and (3) Counterproductive 

Behaviour”. Equally, Rotundo and Sackett, (2002) further identified 3 different 

dimensions of EP which are; “(1) Task performance; (2) Organizational Citizenship 

Behaviour (OCB); and (3) Counterproductive Work behaviour etc”. 

2.3.1.1 Task Performance 

Task and contextual performances have become the frequently-adopted dimensions 

of the EP (Koopmans et al., 2011). Task performance is usually regarded as the first 

dimension of EP. Campbell (1990) referred to “task performance as the proficiency 

or competency with which one performs central job task” (p.322). Later, Borman and 

Motowidlo (1993) explained further by describing task performance as “behaviours 

that directly contribute to the organization’s technical core” (p.73). 
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Established on the above meanings, we can say that task performance, only 

encompasses behaviours in the organization that are directly encompassed in the 

provisions of goods and services or even undertakings that openly offer support to 

the functioning of establishment’s core technical procedures. Simply put, task 

performance refers to the behaviours of employees performed in order to accomplish 

the assigned task within their job description. For example, when an employee uses 

his/her knowledge or technical skills to accomplish an assigned task he/she has 

engaged in task performance. 

 

Review of extant literature revealed that there are some other labels that have been 

used for task performance. These includes: Task behaviour (Murphy, 1989), “Job- 

specific task proficiency (Griffin, Neal & Parker, 2007; Wisecarver, Carpenter & 

Kilcullen, 2007; Campbell et al, 1990; Rollins & Fruge, 1992), Technical proficiency 

(Lance, Teachout & Donnelly, 1992; Campbell, Hanson & Oppler, 2001), In-role 

performance (Maxham, Netemeyer & Lichtenstein, 2008; Bakker, Demerouti & 

Verbeke, 2004)”, and more recently Individual Occupation Performance (Koopmans 

et al, 2011). Campbell, (1990) identified three examples of task performance which 

includes; job knowledge, work quality and work quantity, for the purpose of this 

study, task performance will be used throughout. 

2.3.1.2 Contextual Performance 

Contextual performance could be described as the behaviour of workers that offer a 

contribution to the structural, social and mental setting within which the technical 

core operates (Borman & Motowidlo, 1993). Unlike task performance, here in 

contextual performance the behaviours are not an element of the employee’s official 
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job descriptions, but they are essential to the smooth functioning of the organization, 

likewise, they are not necessarily part of the reward system. A good example of 

contextual performance includes; Helping and cooperating with another employee in 

the organization; voluntarily performance task activities that are not part of 

employee’s assign responsibilities like coaching newcomers; supporting 

organizational objectives; following the rules and procedures, demonstrating efforts 

and showing initiative (Borman & Motowidlo, 1993; Borman & Motowidlo, 1997). 

 

Numerous descriptions are also used for contextual performance dimension in the 

literature, these include; extra-role performance (Scholl, Cooper & Mckenna 1987), 

Citizenship performance (Coleman & Borman, 2000; Organ, 1997); Non-job- 

specific task proficiency (Campbell, 1990). Organizational Citizenship Behaviour 

(Smith, Organ & Near, 1983); Non-prescribe behaviour (Orr, Sackett & Mercer, 

1989) or Interpersonal relations (Murphy, 1989); Organizational spontaneity (George 

& brief, 1992). In spite of the differences identified in the research approaches, 

traditions and objectives, all the aforementioned labels are related and have common 

features that are difficult to differentiate (Organ, 1997; Borman & Motowodlo, 

1993). Additionally, they all explained behaviours that are beyond employees’ 

formal job descriptions thus enhances organizational effectiveness. In this study, 

contextual performance will be used.  

 

Wang, Tsui and Xin (2011) asserted that for the organization to be successful, it 

should focus on the task and contextual performance of the employees. In addition, 

Borman and Motowidlo (1993) asserted that task performance is directly 

contributing to the organizational technical core while contextual performance is the 
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willingness of employee’s performance that is not part of given responsibilities like 

supporting organizational objectives, demonstrating and showing initiatives. This 

study proposed to use both task performance and contextual performance of 

Koopmans et al. (2012) to measure employee’s performance, for both measures 

clearly shows primary and secondary functions of an employee in an organization, 

this will aid in getting a realistic measure of civil servants. 

2.4 Employee Engagement Dimensions 

The works on employee engagement (EE) has had an expert effect and researches are 

scarce in this domain (Bhatnagar, 2007). Owing to the limited works obtainable on 

engagement, a lot of misperception is around its conceptualization (Gupta & Kumar, 

2012; shuck & wollard, 2010). One of the main disputes given by the literature is the 

dearth of a general description of EE (Pandita & Bedarkar, 2015).  

 

EE is a general word both in the industry and in academic circles (Schaufeli & 

Bakker, 2010). EE has its backgrounds in Kahn’s (1990) prominent article. However, 

Kahn (1990) classified personal engagement as “the simultaneous employment and 

expression of a person’s ‘preferred self’ in task behaviours that promote connections 

to work and to others, personal presence, and active full role performances” (p. 700). 

Then he asserted that workforces were engaged in their occupation when the 

components of mental significance (i.e., “sense of the work’s significance relative to 

personal values”), psychosomatic well-being (i.e., “ability to express oneself in work 

role matters without negative repercussions”), and emotional accessibility (i.e., 

“being ready, motivated, and able to do the work”) were existent. 
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Emerging from the works of scholars (Smith & Berg, 1987; Slater, 1966; Goffman, 

1961; Freud, 1922; Merton, 1957), Kahn theorised that the realms of 

“meaningfulness, safety, and availability” were significant to wholly comprehend 

why somebody would be engaged in their occupation. Kahn described 

“meaningfulness” as the constructive “sense of return on investments of self in role 

performance” (p. 705). Safety was explained as the capability to display one’s 

personality “without fear or negative consequences to self-image, status, or career” 

(p. 705). Availability was outlined as the “sense of possessing the physical, 

emotional, and psychological resources necessary” (p. 705) aimed at job 

accomplishment. 

 

Kahn’s perception of individual engagement happened to be the first works on 

engagement up to the beginning of 2001 after Maslach et al (2001) instigated 

theorizing why workforces grew occupation burnout. Maslach et al. (2001) 

conceptualised EE as the constructive opposite to burnout and described EE as “a 

persistent positive affective state . . . characterized by high levels of activation and 

pleasure” (p. 417). Consequently, “if burnout’s dimensions are exhaustion, cynicism, 

and inefficacy, then one might readily imagine the highly engaged employee as 

energized at work, fairly optimistic about work and the organization, and possessing 

a good sense of self-efficacy with respect to job performance” (p. 417). Jointly, 

Maslach et al. (2001) and Kahn (1990) delivered the two initial academic 

backgrounds for comprehending engagement of employee (Saks, 2006).  

 

Harter, Schmidt, and Hayes (2002) were the principal to spot at the engagement of 

employee at the occupational component level and employed a huge databank to 
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connect upper degrees of EE to augmented business component results. They 

conceptualised “employee engagement” as an “individual’s involvement and 

satisfaction with as well as enthusiasm for work” (p. 417). This meaning 

complemented the anticipation of a person’s fulfilment extent, considerably 

modifying the manner engagement was regarded. In an expansion of this study, 

Luthans and Peterson (2002) established an association amongst administrative self-

efficacy, operational organisation awareness, and employee engagement.  

 

The leading theoretical investigation to precisely hypothesise and examine previous 

circumstances and significances of employee engagement happened in 2006. 

Preceding to Saks (2006), expert works was the single form of work joining 

“employee engagement” drivers to “employee engagement” as well as its 

significances. Saks understood that “employee engagement” established via a social 

exchange ideal and was the chief to discrete work engagement and structural 

engagement into distinct kinds of EE. Saks (2006, p. 206) described “employee 

engagement” as “A distinct and unique construct that consists of cognitive, 

emotional, and behavioural components that are associated with individual role 

performance”. This description was all-encompassing of former works by presenting 

the knowledge that EE was established from cognitive (Maslow, 1970; Maslach et 

al., 2001; Kahn, 1990), emotional (Kahn, 1990; Harter et al., 2002), and behavioural 

parts (Maslach et al., 2001; Harter et al., 2002). Via his study, Saks (2006) offered a 

significant tie amongst preceding initial ideas of engagement of employee, specialist 

collected works, and the educational municipal and was leading to offer an empirical 

ideal. 
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Czarnowsky (2008) perceived engagement as “employees who are mentally and 

emotionally invested in their work and in contributing to their employer’s success” 

(p. 6). The outcomes of his review exhibited links to the introductory work of 

Maslach et al. (2001) and Kahn (1990) by generating meaningful job atmospheres, 

offering chances for learning and concentrating on the knowledge of the member of 

staff. This investigation offered a vital association to the community of academic. 

 

Constructing meaningfully on the effort of numerous researchers, Macey and 

Schneider (2008, p. 25) conceptualizing that “employee engagement develops from 

(a) trait engagement, (b) state engagement, and (c) behavioural engagement”, they 

sketched substantial equivalents from preceding enquiry and outlined each as a 

distinct engagement idea, comparable to Saks (2006). EE according to them (Macey 

& Schneider, 2008) is outlined by indicating “(a) job design attributes . . . directly 

affect trait engagement, (b) the presence of a transformational leader . . . directly 

affect (s) state engagement, and (c) the presence of a transformational leader . . . 

directly affect(s) trust levels and thus, indirectly affect(s) behavioural engagement” 

(p. 25). The former condition of engagement in these conceptual ideal constructs on 

the subsequent, each emerging a piece of the whole EE thought. This impact on the 

discipline facilitated to comprehend the cluttered, dispersed, and blurred conceptual 

condition of engagement of employee by splitting the construct of engagement into 

separate segments and throw light on traditional engagement definitions. 

Constructing on the backgrounds of positive psychology (Schaufeli et al 2002; 

Seligman & Csikszentmihalyi, 2000) projected that concept of engagement is 

differing to burnout and see these concepts as self-determining conditions with 

divergent organizations that need to be gauged by diverse tools. To them, EE is 
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defined as “a positive, fulfilling, work-related state of mind that is characterized by 

vigour, dedication, and absorption” (p. 74). These 3 elements are described by the 

following:  

i. Vigour is characterised by high stages of force and psychological flexibility 

while at work, the readiness to contribute energy in one’s work, and diligence 

even in the aspect of hitches.  

ii. Dedication refers to being strongly involved in one’s work and experiencing a 

sense of significance, enthusiasm, inspiration, pride and challenge.  

iii. Finally, absorption is characterized by being fully concentrated and happily 

engrossed in one’s work, whereby time passes quickly, and one has difficulties 

with detaching oneself from work. 

 

Engagement, according to Growth Dimensions International (GDI), has 3 

measurements. Firstly, cognitive - trust in and contribute to the objectives and ethics 

of the firm. Secondly, affective, which has to do with a sense of belonging, self-

respect and affection to the organization. Thirdly, behavioural, which relates to 

readiness to go the additional long way, aim to be with the establishment 

(www.ddiworld.com). Towers-Perrin (2007) referred to EE as an emotional situation 

that reveals a worker‘s individual fulfilment and a mood of encouragement and 

assertion they become from occupation and being a fragment of the establishment. 

Though there are several meanings of engagement, largely, it is described in relations 

of administrative commitment, specifically affective loyalty (i.e., the emotional 

attachment to the organization), protraction commitment (i.e., the desire to stay with 

the organization), and additional responsibility behaviour (i.e., discretionary 
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behaviour that promotes the effective functioning of the organization) (Schaufeli & 

Bakker, 2010). 

 

The difficulty with the study of engagement is that the concept of EE has been 

rebuked for having a considerable intersection with other comparable ideas such as 

motivation, commitment and job involvement. Though, scholars contended that 

engagement is theoretically varied from involvement, motivation and commitment 

(Bhatnagar, 2007; Saks, 2006; Hallberg & Schaufeli, 2006). It was stress further that 

every one of the ideas has its precise attribute, and exhibits diverse links with 

healthiness grievances, occupation and own attributes and aims of turnover. Sakss 

(2006) detected that structural commitment varies from engagement and in that it 

denotes to a one’s attitude and addition to their institute. The word “engagement” is 

not an attitude, it is the extent to which a person is concentrating and occupied in the 

implementation of their functions. Additional, Gruman and Saks (2011) assert that:   

there is overlap among many constructs in the organizational 
sciences. For example, a meta-analysis of the association between 
job satisfaction and affective commitment reveals a correlation of 
0.65 (Meyer et al., 2002). Such levels of association still leave 
room for differential relationships with other outcome variables of 
interest and can add to our understanding of organizational 
phenomena. Nonetheless, as a relatively new construct, more work 
establishing the validity, differential antecedents and differential 
outcomes associated with engagement is warranted (p. 3). 

 

Wellins, Bernthal and Phelps (2006) term EE as the amount to which folks like and 

have confidence in what they accomplish and deem esteemed for undertaking it. EE 

is measured via organizational climate or attitudes reviews. Reviews are classically 

completed by workforces and supervisors. Marks from the assessment are comparing 

with numerous occupational metrics comprising workforce turnover, non-attendance, 
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productivity, auctions etc.  They also assert that right workforces in right 

employment, outstanding management and organizational schemes and policies are 

the EE main drivers. An institution energies engagement by forcing 3 bases of 

influence for transformation – workforces, supervisors and administrative schemes 

and plans. Such schemes promoting engagements, for instance, employing, 

performance management, promotion, training, recognition, compensation, and 

career expansion.  

 

Shuck (2011), in an incorporative review of literature, establish that “four major 

approaches defined the existing state of employee engagement: (a) Kahn’s (1990) 

need satisfying approach, (b) Maslach, Schaufeli, and Leiter’s (2001) burnout-

antithesis approach, (c) Harter, Schmidt, and Hayes’s (2002) satisfaction-engagement 

approach, and (d) Saks’s (2006) multidimensional approach” (p. 307) as was 

mentioned and explained above. Therefore, Employee engagement is a contribution 

of a member of staff in the establishment (Exter, 2013; Lockwood, 2007). While 

Men (2012), and Bhattacharya and Mukherjee (2009) regarded it as the approach of a 

worker to deal in carrying out their assignment in the institute and attach with co-

workers, supervisors and establishments. 

 

In the existing enquiry, engagement is employed to outline the magnitude to which 

workforces are included with, devoted to, wholehearted, and fervent concerning their 

occupation (Macey & Schneider, 2008). An engaged employee in the Civil Service 

has been describing “as those having a sense of personal attachment to their work 

and organization, it means they want to give their best to help it succeed. Engaged 

employees tend to speak positively about their organization and have a desire to 
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stay” (Civil Service, 2008). Although there is no particular definition for EE, Rich, 

Lepine and Crawford’s (2010) described of EE as “a multi-dimensional motivational 

concept reflecting the simultaneous investment of an individual’s physical, cognitive, 

and emotional energy in active, full work performance” (p. 619) describes the 

significance of the construct as termed by many scholars. Thomas (2007) established 

a one-dimensional engagement conceptualization. He maintained that though the end 

result of engagement (i.e. conducts) arise in 3 sets – “physical, cognitive, emotional” 

– the state earlier these conducts is fundamentally one-dimensional. Therefore, in this 

study, physical, cognitive, emotional was used to measure EE because this 

measurement was developed in the context of EE, and it has been tested to be 

reliable and valid. The scale has good discriminant properties (Thomas, 2007). 

2.5 Performance Appraisal Purposes 

Performance appraisal (PA) is one of the key functions for modifying workers’ 

attitude and conducts such as organisational dedication (Morrow, 2011). PA 

activities are among the most significant HRM exercises in establishments in as 

much they produce indispensable information that is in addition employed to attain 

fundamental conclusions with respect to different HR engagements and 

consequences (Cheng, 2014; Murphy & Cleveland 1995). Establishments have 

extended been executing such activities although at the same period academics have 

been reviewing and seeking to augment them (Levy & Williams, 2004). The 

principal purposes of PA are to aid organisations to make decisions on pay, 

promotions, identifying training needs, giving feedback as well as employee 

recognition for a job well done (Cheng, 2014; Denkyira, 2014; Majumder & Hossain 

2012; Thomas & Bretz, 1994; Kadiresan et al., 2015). 
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 Moreover, Getnet, Jebena, and Tsegaye (2014) argued that PA is generally 

embraced by the institute to measure and rank the performance workforces. In the 

same vein Obeidat, Masa’deh and Abdallah (2014) also enlighten that, PA can be 

utilised to identify worker’s observation, preferences, beliefs and progressive areas 

with esteem to the administrative motives. Therefore, it is concluded that PA 

practices are an instinctive and, most important part of the organization owing to its 

constructive influences on the improvement of the human capital which results in 

upper performance, augmented inspiration and occupation contentment. Built on the 

purpose of PA practices, five major HRM exercises were recognized in this analysis: 

training, promotion, financial reward, feedback and recognition. 

2.5.1 Training  

The literature supporting performance appraisal (PA) has recognised numerous 

motives of the scheme. Key to this is the training desires of workforces. Therefore, 

training is the key emphasis and an indispensable element even purpose of the PA. 

Training according to Armstrong, (2006) represents the established and organized 

adjustment of behaviour by means of learning events, instructions and programmes 

which enable the individual worker to realize specific levels of skill, understanding 

and conformity necessary for the effective occupation performance. A substantial 

number of researches has confirmed the nexus between a well-made training and 

organizations’ ability to measure and manage performance.  

 

Training involves the practices designed to improve worker’s skills, and 

competencies required for the engagement and performance of present and future 

tasks (Posthuma et al., 2013). Zubair and Khan (2015) described training as “a 
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process of learning a sequence of programmed behaviour. It is the application of 

knowledge and it attempts to improve the performance of the employee on the 

current job and prepares them for the intended job” (p.280-3).  

 

According to Cascio (1995, p.247), “training consists of a planned programme 

designed to improve performance at the individual, group, and /or organizational 

levels. Improved performance, in turn, implies that there have been measurable 

changes in knowledge, skills attitude, and/or social behaviour”. The training of 

personnel as affirmed by Dabale, Jagero & Nyauchi, (2014) is an imperative segment 

of the design to integrate HRM with an establishment’s occupational technique. 

Isiaka (2011) acknowledge that the fundamental motive of training is to support and 

supplement knowledge, performance and the full proficiency of personnel to 

additional speed up the accomplishment of organisational intentions. Training has 

been empirically tested and found to have positive effects on engagement and 

performance (Sudhakar & Basariya, 2017; Issahaku, Ahmed & Bewa-Erinibe, 2014; 

Hafeez & Akbar, 2015; Falola, Osibanjo & Ojo, 2014; Ameen, Ifatimehin & Alabi 

2014; Akinbowale, Jinabhai & Lourens, 2013a). 

2.5.1.1 Measurement of Training  

Employee training becomes very expensive indeed if it fails to deliver the purpose 

upon which it was made. Training program evaluation involves reviewing, analysing, 

and gauging operating employee development programmes to gauge their quality and 

overall efficacy. Under normal circumstances, after training individual capabilities 

and overall organizational ability should improve, by improving performances and 
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reducing errors (Delcampo, 2011). Perhaps that is why a rigorous training needs 

assessment becomes incontestable before an organization embarks on training.  

 

This perhaps can be developed because without a sound clarity of purpose, 

measuring training effectiveness is hardly possible. Bersin (2006) established that the 

goal of measuring training effectiveness is to provide useful information for effective 

decision making in an organization and for that to be possible, an organization must 

have a reliable data to be able to make a meaningful comparison. Bersin (2006) 

however laid down some approaches he considered key for effective evaluation of 

education and training, these are: standardized end-of-program assessments, 

conveying assessments and use job-impact indicators.  

2.5.2 Conceptual Meaning of Job Promotion 

Job promotion has been described as the reassignment of an employee to an 

occupation of higher status and remuneration.  According to Anastasia (2015), 

Promotion is a procedure via which a worker of an organisation is offered a greater 

part of obligations, a greater pay-scale or together. It is a step advance that a worker 

chooses while working in an organization as far as his/her job, position or grade is 

involved. Jane (2017) emphasised that if the worker is performing well, delivering all 

responsibilities expected and functioning beyond anticipations, the organisation may 

offer the worker a promotion as an indication of fineness performance. The 

promotion could show that the worker is prepared for additional duty in the 

organisation and is experienced enough to perform a greater part in the organisation. 

Promotion might not be the outcome of every positive performance of employee 

review, as the organisation might not have that choice every time. 
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Promotion enhances the self-esteem of promoted workforces, rises their output and 

therefore increases upon the overall incomes received by the organization (Anastasia, 

2015). Robbins (2001) in a study declares that promotion generates the prospect for 

personal progression, enhanced levels of obligation and rise on social standing.  Job 

promotion brings along with it not merely additional cash but also indicate of 

acknowledgement of the person’s performance. Noronha (2014) says Promotion is all 

about recognizing someone's capability for a job and making that fitment. It is the 

progression of a worker’s status or title in an organizational grading scheme. 

Promotion could be a worker’s compensation for upright performance, i.e., 

constructive evaluation.  

 

According to Go and Kleiner (2001), Promotion in an organisation has been 

observed as a procedure for rewarding and appreciating workers’ work and input to 

the body/group. It is generally signified with an adjustment of title and job. It could 

be connected by a rise in salary, influence, and duty. Employees frequently feel 

happy by these inducements and encouraged to do more in the recent occupation. 

They are encouraged to rise their understanding or ability and gear for greater levels 

of efficiency. With suitable employment, workers could drop any chances at other 

establishments. Therefore, job promotions could enhance workers’ devotion to the 

establishment and lessen turnover at lesser extents. Job promotion is an advancement 

of employee (civil servant) rank from one (inferior) level to another (upper) level or 

an elevation to a more important office “which in turn translates into higher levels of 

organizational attachment and commitment” (Ameen, Abdulkareem & Bello, 2016; 

Cheng, 2014 p. 1133). 
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2.5.2.1 Measurement of Job Promotion 

Management should have a standard which should be strictly adhered to in carrying 

out promotion exercises since it serves as an incentive for superior managerial 

performance and invariably higher productivity (Fulmer & Rue 1974). It is therefore 

imperative for each organization to provide an objective job description for 

promotional positions if only to avoid the problem that might follow a subjective 

promotion exercise. Reasons for every promotion should be documented and job 

opportunities and qualifications required for promotion should also be made known 

so that those affected in a promotion exercise will know why they are not elevated.  

 

According to Wong and Wong (2005), job promotion is an indispensable tool and the 

utmost imperative reward that administrators can employ. They conducted a study on 

“promotion criteria and satisfaction of schoolteachers in Hong Kong”. They found 

that employees consider that ‘administrative skill and capability must be the utmost 

essential criteria in a decision of promotion.  Promotion according to them is 

frequently a more imperative factor than the remuneration.  

 

Therefore, from the previous findings such as Dalton (1951), Caplow (1954), 

Hughes, (1958), Maclean (1992), Glaser (1968), Pavalko (1971) and Lyons (1981) 

split job promotion criteria into 3 types, specifically: “formal criteria; informal 

factors; and career contingency factors”. Formal criteria according to Maclean are 

typically aspects like a one’s official qualifications, category and extent of 

experience within the employment and appropriateness for the promotional status in 

question. Informal criterions are factors includes a one’s “religion, social class, 

ethnicity, political affiliation and participation in accepted organizations”. Lastly, the 
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3 key career contingency criterions are factors encompasses a one’s “age, sex and 

marital status”. It is on this assertion Strauss and Sayles (1980) and Echu (2008) 

posit that in picking those to be promoted, there is the tendency for the top executive 

to choose those who feel and think as he does. He often appreciates the employee’s 

loyalty to him and to the organization has been more important than ability. Often, he 

tends to favour those who have a similar social, political, economic and religious 

interest to his own.   

 

The criteria for promotion vary from one organization to the other, but in general, it 

is usually based on official criteria such as merit, length of service (seniority), ability, 

performance and educational qualification. While trade unionists argue for the use of 

seniority as an important criterion for promotion, students of management usually 

feel that it should be discarded, because it is an abomination to the individual firm, 

since the length of service rather than performance is compensated. Yadav and 

Yadav (2014) were of the view in their study that seniority requires the promotion, 

and promotion accelerates spiritual fulfilment. Go and Kleiner (2001) stressed that 

Promotion decisions are usually based on ability or seniority or both. Ability 

according to them described to comprising some mixture of knowledge, skill, 

behaviour, attitudes, performance, talents, pace and production. While seniority is 

not difficult to examine since it states the extent of the period in service. The fact 

from which it is assessed can differ from the day of engagement in the organisation, 

in a specific section, on a given occupation, etc. 

Promotion in the civil service is never a right but a privilege and therefore not 

mandatory (Orire, 2016)). Promotion, therefore, requires commitment and serious 

dedication to work in order to justify being elevated. Attaining promotion is not easy 
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and entails effort, the accomplishment of tasks, and expectations in line with the 

multiple roles. Unsuitable criteria for promotion can be problematic. 

2.5.3 Meaning and Measures of Performance Feedback 

Feedback is a piece of information from superior about how good or bad subordinate 

perform his responsibilities in the civil service. Feedback according to Kulik, 

Oldham and Langner (1988) connects to worker’s consciousness of how effective 

he/she is performing and is assessing. Feedback is an essential component for 

individuals to gain knowledge. The feedback provision aids the establishment in 

“decision making, enhancing of productivity and effectiveness” within the 

establishment. It has been observed that the message of feedback vis-à-vis the 

employee performance (EP) and groups in a firm is a vital role of every 

establishment‘s HR scheme (Harackiewicz & Larson 1986: Larson 1984). 

 

Morgeson and Humphrey (2006) emphasize that feedback from others signifies the 

extent to which others in the firm offer report concerning performance. Feedback, 

according to Hattie and Timperley (2007) is conceived as information offered by a 

superior concerning aspect of subordinate's performance or perceptive.  Though 

Hackman and Oldham (1975) emphasized on feedback from the occupation itself. 

Hackman and Lawler (1971) initial speculating and submitted that performance 

feedback may possibly derive from other individuals, specified an occupation’s 

specific area in the administrative structure. In specific, colleagues and superiors are 

two (2) imperative bases/kinds of feedback (Morgeson & Humphrey, 2006).  
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Although it is believed in general that feedback is irreplaceable within 

establishments, specifically in handling worker conduct, considerable study submits 

that the movement of feedback in establishments is classically restrained (Ashford, 

1989). Prue and Fairbank (1981) describe performance feedback as “information 

provide to individual about the quantity or quality of their past performance”. Forzio 

and Salvador (2000) in their study sees performance feedback as: 

Information which should give its user – whether it is a person, 
a team or an organisational unit – a feedback on the 
consequences of its actions, making it understand if they lead to 
the desired results, and, if this does not happen, why things 
could have gone wrong.  

 

They further expressed that well performance feedback needs to depend on these 

devices for successfully inspiring the labours of the entire persons in the institute to 

the institute’s competitive priorities.   

 

The intention of every institute when carrying out PA is to obtain feedback and this 

feedback aids to support and guide worker conduct to realizing the establishments 

aim and intention and likewise link an upper level of occupation to attain these aims. 

On the aspect of the EP feedback functions as a way of sustaining the requirement 

for report on how workforces are accomplishing with their own aims and functions 

as a method of collective measurement between their colleagues. Feedback functions 

as a source for determining personality differences and performance/accomplishment 

of others and occupation aims (Carver & Scheier, 1981). 
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According to McAdams (1999, p. 154), measurement and reinforcement are 

feedback, but feedback is a two-way communication. To him, Feedback usually falls 

into two categories namely: 

i. Performance feedback- is a continuous process of letting personnel recognize 

how they are performing and the organisation’s performance against the 

objectives. This feedback must be clear, exact and frequent. 

ii.  Employee feedback- is not so frequent. Management must ensure and 

formalise the structure for this feedback to take place, otherwise, it will not 

take place. This is employees’ feedback to management covering issues such as 

perception of fairness, clarification of issues not understood etc. employees’ 

feedback is normally solicited through surveys, focus groups, meetings etc.   

 

Feedback sessions during which the subordinate performance and progress is 

discussed. Plans are laid out during this session for any development required. 

Individual should regularly be given feedback in terms of how they perform. The 

feedback comes in the form of an appraisal, which should look at individual 

contribution to the organisation’s goals as per agreed contract and individual career 

development. 

 

From the workforces and establishments point of view, a PA feedback procedure 

might function as a way of recognizing the worker‘s deficiencies and undisclosed 

objectives. Discovery of these deficiencies can aid the workforces to enhance their 

extent of performance, readdress their exertions toward attaining both the 

administrative and private aims, and likewise enhance their comparative status to 

external and internal values. This attainment is of impressively imperative to the 
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organization nevertheless, PA feedback has not merely centered directly to the 

enhancement of performance. Study has revealed that the realization of the feedback 

relies on a numerous factors connected to the delivery of the feedback procedure 

which could contain: the valence of the message (positive or negative), characteristic 

of the source(e.g. knowledge, credibility, familiarity of the job), and the recipient of 

the feedback and also the perceived relevance and accuracy of the feedback to 

workforces performance and conduct (Zuber & Behson, 1998; Taylor, Fisher & 

Ilgen, 1984). The degree of receipt of feedback is therefore anticipated to neither 

impact workforces positively nor negatively on the readiness to enhance their 

occupation extents.  

 

Supervisors might or might not comprehend how they regularly structure the conduct 

of junior ones by the manner they give performance feedback. Skinner (1982) assert 

that feedback and rewards are real instruments in structuring performance. Feedback 

is an essential incentive that enhances performance since “performance that is 

compensated (eliciting positive feedback) tends to be repeated, while behaviour that 

is not rewarded (eliciting negative, irrelevant, or no feedback) tends not to be 

repeated”. The kind of the feedback offered to the worker may result to three (3) 

likely performance consequences: “relatively stable performance, a drop-in 

performance, or improved performance”. 

 

However, this research will survey the relationship of performance feedback on EE 

and EP because there is a scanty study in this area especially in the context of civil 

service. Therefore, the study will adapt Krasmana (2012), Forza, and Salvador 

(2000), and Idaszak and Dreasgow, (1987) instruments to measure performance 
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feedback in this study. The reason is that the measurements has been tested to be 

reliable and valid over others. The scales have good discriminant properties. 

2.5.3.1 Dimensions of Feedback 

Seven general performance feedback measurements appeared from the literature 

investigation according to Forza and Salvador (2000). The dimensions are as 

follows: “relevance as performance feedback orientation to the achievement of 

objectives; dynamic adjustment of performance feedback; relevance as the 

usefulness of cost performance feedback; relevance as the usefulness of non‐cost 

performance feedback; timeliness of shop‐floor performance feedback; personal 

performance feedback; and feedback on the overall process performances”. In 

their study they display that these measurements are different, thus permitting to 

pact with them distinctly both in Performance appraisal system audit and design.   

2.5.3.1.1 Personal Performance Feedback 

An individual’s performance did not hinge on only upon his conduct, as evidence 

unpredictable or beyond his command can impact the actions for which he is 

answerable. Therefore, it develops the requirement for incorporating the 

performance report intended at portraying parts of the organisation “in which the 

worker is injected – here denoted to as systemic feedback – with feedback 

assessing the worker’s conduct – here denoted to as individual feedback”. In 

literature, attentions are more on “systemic feedback”, which is frequently 

validated into “performance indicators”, which has a measurable kind. 

Nevertheless, the significance of individual accomplishment feedback is 

emphasized in other research, such as persons on WCM/TQM (Forza, 1996; 

Recardo & Peluso, 1992) and those on Organisational Behaviour (McGee, 1995; 
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Balcazar et al., 1986; Prue & Fairbank, 1981). In precise this type of feedback 

should permit separate knowledge to take effect (Senge, 1990).  

 

A distinctive basis of individual performing feedback is any delivered by the 

director, which is a vital aspect of the ranked co‐ordination methods of the 

establishment. Nevertheless, additional individual feedback might be gotten by 

the person from his colleagues or from his junior ones (McGee, 1995). Such 

response may possibly be valuable for directors, who may perhaps require 

additional information on the occupation they are undertaking from numerous 

persons via the organisation, but it can equally be suitable for handle workforces, 

maintaining the expansion of inner client‐provider chains. 

2.5.4 Performance Recognition 

Recognition referred to something given in exchange for good behaviour or good 

work. Recognition is a method of offering a worker a specific status within an 

establishment (Danish & Usman, 2010). This is a very fundamental factor to an 

employee performance (EP). Baron (1983) maintained that once we identify and 

recognize the workforces in relations to their documentation, their operational 

performance and capability are very great. Recognition at present is uppermost need 

as observed by the majority of the experts. The extent of EP rises once workforces 

acquire a surprising rise in remuneration, recognition and admiration (La Motta, 

1995). It could be acknowledging a worker’s performance by oral gratitude. This 

form of compensation can take the manifestation of being official, for instance, 

assembly or informal such as a "pat on the back" to inspire workers’ self-assurance 
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and contentment which would lead to extra contributing/supportive efforts (Khan, 

Waqas & Muneer, 2017). 

 

Sims (2002) assert that recognition systems are consists of recompense, inducements 

and reimbursements offered to the worker as recognition for their support to the 

establishment. Even though recognition can increase job performance and encourage 

productivity of work, poor recognition presents are perceived by workforces as a 

basis of inequity in the organization which makes the workforces to become 

discontented with their occupations leading to lack of dedication hence disturbing 

their whole performance (Bratton & Gold, 2007). In addition, according to some 

researchers, the appropriate recognition and rewards are very important to engage 

employees, therefore, the absence of recognition may drive burnout in the 

organization (Bhattacharya & Mukherjee, 2009; Maslach, Schaufeli & Leiter, 2001). 

 

Furthermore, recognition can be either monetary or non-monetary rewards form, or 

just a simple acknowledgement of some tasks well accomplished. By using the 

rewards and recognition in the organization, the managers powerfully communicate 

with the team or the individual rewarded about what sort of actions, 

accomplishments and activities the organization appreciates. 

2.5.5 Financial Reward 

The salary (financial reward) a worker obtains is connected with the support they 

make to the establishment, and PA is the one approach that superiors can employ to 

appraise occupation dynamics that happen among workforce (Cheng, 2014). 

Numerous researches (Summers & Hendrix, 1991; Milliman et al., 2002; Anthony, 
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Perrewe & Kacmar 1993; Boswell & Boudreau 2000; Bloom, 1999; Milkovich & 

Newman, 1993) submit that once the workforces recognize the remuneration 

amendments as being imbalanced, hence this would be headed to bad emotion about 

their establishments, and this is probably to decline their organizational engagement. 

According to Cappelli and Conyon (2017), performance appraisal outcomes are used 

to guide salary increases and bonuses. They, however, argues that the lack of 

specificity in the linkage leaves room for mitigation factors, which may obscure the 

motivational purpose of the process.  

 

Salary is one of the key purposes of HRM and PA to attract, retain and motivate 

good employees (Heathfield, 2014). According to Raihan (2012), salary is an 

important element to engage and retain personnel in the organization, especially in 

the private sector, where employees are conscious of their salaries and benefits. 

Takahashi, (2006) assert that the effect of wage on performance levels of employee. 

He said there are two (2) kinds of wages, i.e. “wage increase and the wage level 

relative to that of co-workers”.  

 

Salary is the indispensable aspect for job performance, nonetheless, other interrelated 

aspects are like elevation, acknowledgment, occupation contribution and dedication 

likewise taken into consideration. The high and little paid within emerging states 

evaluate occupation contentment level and likewise clarify diverse determinants of 

occupation contentment amid the workforces that are in greater and lesser 

remunerations in across the globe (Malik, Ghafoor & Iqbal, 2012). Furthermore, 

Sattar and Ahmed (2014) were of the expression that, remuneration has been a key 

feature of HRM in fostering where workforces are largely low rewarded with small 
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payment benefits and growth. Whereas, Shahzad, Bashir and Ramay (2008) revealed 

that, remuneration could be a good apparatus in keeping skilled and expert in an 

organization. Nevertheless, establishments need to be conscious that, HR practices 

such as remuneration can significantly build links, a better fits and bigger prospective 

sacrifices for workforces who might be eyeing elsewhere for occupation. 

 

However, the postulation that remuneration is a multi-dimensional variable. 

Remuneration Survey was developed by Heneman and Schwab (1979) to reveal this 

multi-dimensionality. The Remuneration survey consequently has come to be an 

accepted instrument since it could be employed to better comprehend satisfaction by 

the different features of recompense (e.g., base pay, raises, benefits, 

structure/administration). Even still usage of the pay questionnaire has raised over 

the times, here is even argument about the relevance of the issue arrangement and 

hence the correctness of the recent measure. Initially, it was hypothesized by 

Heneman and Schwab (1985) that pay contained 5 aspects (i.e. pay level, pay raises, 

benefits, structure, and administration). Centered on early factor analysis outcomes, 

the extent of pay rises and benefits measurements was buttressed, nonetheless, the 

administration and structure measurements were joined. This four (4) factor outcome 

was, therefore, reproduced on other instance of workforces. Succeeding study has 

buttressed the multi-dimensional kind of remuneration satisfaction nonetheless has 

gotten to divergent, frequently contradictory decisions regarding the suitability of the 

pay questionnaire in evaluating measurements of pay. 

 

Nevertheless, research on financial reward such as salary has two (2) deficiencies. 

Firstly, in the earlier, many of the researches indicate discrepancy amongst the link 
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of salary and turnover aim. Secondly, intellectuals have usually concentrated on non- 

monetary rewards, whereas recently both practitioners and scholars have highlighted 

and recommended the added value of focusing in the area of economic factors such 

as the role of salary in enhancing employee performance in the organization. 

2.6 Relationships between Performance Appraisal Purposes and Employee 
Engagement 

Macey et al., (2009) affirmed that one of the significant influential aspects of 

performance appraisal (PA) and management is employee engagement (EE). Mone 

and London (2018) stressed that the significance of EE cannot be undervalued once 

the aspiration of the establishment is to enhance efficiency and performance (Gupta 

& Upadhyay, 2012). The success of PA system is, in part, a task of the extent to 

which they are matching with both administrative and personal aims (Stone, Romero 

& Lukaszewski, 2006; Roberson & Stewart, 2006). Therefore, “information gained 

from performance appraisal is often used for administrative purposes. Such purposes 

include pay rates, promotions, job requirements, opportunities for training, special 

awards and other types of formal recognition” (Ilgen & Feldman, 1983. p. 149). 

However, the study will examine the relationships of training, promotion, 

recognition, feedback and financial reward on employee engagement.  

2.6.1 Relationship between Training and Employee Engagement 

Training is an indispensable factor to enhance employee engagement (EE). 

Workforces if, are given with sufficient training to administer their pressure at “work 

or at home” are more industrious and engaged to their occupation (Azeem, Rubina & 

Paracha, 2013). EE and training, as one of performance appraisal purposes (PAP), 

has been broadly examined across the globe (Manuel, 2014). Employee training is an 
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education skill that gives about a lasting adjustment in worker conduct in the sense of 

enhanced efficiency. Training is primarily related to the development and upgrading 

of the workers’ skills and knowledge which eventually contributes to the occupation 

performance by improving EE. Memon, Salleh and Baharom (2016) assert that 

Training has significant relationship with employee engagement. 

 

Yap et al (2010) in their research titled “relationship between diversity training, 

organizational commitment and career fulfillment”. Their research reveals that 

employees who perceived training to be effective were significantly more committed 

and engaged to their organizations and additional contented with their occupations 

than employees who perceived training to be ineffective. Equally, Lam, Lee and 

Mizerski, (2009) and Owens (2006) establish a strong correlation between training 

and development and employee responsibility. The more committed an employee is, 

the less of a desire they have to terminate from the organization. Hence, highly 

committed employees were found to have a higher intent to remain with the company 

along with positive attitude about their employment. 

 

To keep workforces engaged, establishments must permit them to persist to improve 

and raise all through their occupations. Hence, training is an applicable technique of 

supporting workforces with a means to facilitate them to completely engage and 

attain skills and knowledge for their profession and expert expansion (Gruman & 

Saks, 2011). Paradise (2008) for instance, assessed the association between EE and 

learning. Information was gathered from directors, HR experts, and other corporate 

heads who conveyed their establishments’ practices such “as measuring, facilitating, 

and supporting engagement among their workers”. Outcomes from this investigation 
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disclosed that the training performed a significant part in enhancing engagement. 

Engagement scores of these employees were also positively correlated with the 

quality, frequency and breadth of learning opportunities. It appears that for a member 

of staff to be engaged, there must be an intellect of ability expansion or the prospect 

of growing mobility. Remaining stagnant in their skill-set or position will not do, and 

employees need their supervisor to subscribe to that notion. 

 

The extant investigation showed that worker training enhances the level of their 

obligation to the occupation, and it could be utilized as an influence to increase 

engagement (Albrecht et al. 2015; Albrecht, 2013; Schaufeli & Salanova, 2010). It 

was empirically submitted that the tools of PA could play a considerably keen part 

towards EE. Though very little researches could be seen, drawing the association of 

indivisdual HR/PA purposes to EE (Salanova, Agut & Peiro, 2005; Suan & 

Nasurdin, 2014). Training as a part of PA purposes refers to the organized technique 

of prearranged actions to impart “knowledge, skills and necessary expertise” in a 

worker for the receptive attainment of organizational aims (Dessler, 2013). The 

features of an engaged worker and the function of training specifies a prospective 

connection and inspiration for the study between these two (2) elements. An 

investigation carried out by Suan and Nasurdin (2014) in the hotel sector in Malaysia 

discovered that work engagement could be enriched via improving on the occupation 

training offered. Yet, the results are limited in relations to their generality. 

 

Sung, Yee, Bahron & Abdul-Rahim (2017) investigated on “the influence of 

training, employee engagement and performance appraisal on turnover intention 

among lecturers in Sabah private higher education institutions”. The study utilized a 
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quantitative technique by employing questionnaires via a survey to gather 

information from166 respondents (lecturers). The research utilized SPSS and PLS 

for data analyses. The research was revealed that employee engagement as a 

mediator plays a vital part in the association amongst the training and turnover aim, 

and PA and turnover aim. The outcome further revealed that training can decrease 

the tutors’ turnover intention.  

 

Nawaz et. al. (2014) write on “Impact of Employee Training and Empowerment on 

Employee Creativity through Employee Engagement: Empirical Evidence from the 

Manufacturing Sector of Pakistan”. Their research investigated the influence of 2 

high performance labor Practices (i.e. worker training and empowerment on the 

creativity of worker by EE). The study collected information from four hundred 

(400) respondents from one hundred and ten (110) organizations. The outcomes 

indicate that employee engagement partly facilitates the association amongst HR 

exercises and worker creativity. The research recommended that superiors should 

offer training and empowerment to the workforces to raise the level of EE. 

  

Azeem, Rubina and Paracha (2013) wrote on “Connecting Training and 

Development with employee engagement: How does it Matter?” The investigation 

concentrates on the effect of training on EE. The study stressed that the correct kind 

of training could influence EE in any manner. The investigation also shows that 

there is a significant association between training and employee engagement. The 

research used a questionnaire to collect data from 226 employees from three 

telecommunication organizations in Pakistan.  
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Ahmed, Phulpoto, Umrani and Abbas (2015) write on paper titled “Diving Deep in 

Employee Training to Understand Employee Engagement”. The paper examined 

how Worker training which happens to be one of the greatest parts in raising 

employee engagement.  The conceptual study reveals that training of employee has 

obviously could enhance post-training employee engagement. The article suggests 

incentives to study employee training in understanding how its main element 

comprising need assessment, trainer, design, delivery, and assessment could 

meaningfully contribute to encouraging post-training employee engagement. 

Mutunga (2009) in his thesis revealed that to a very large extent training and 

development has greater relationship and effect on EE.  

 

In contrast, Manuel, (2014) in his thesis titled “the effect of training and 

development and employee engagement on perceived business performance”, 

employed a quantitative method to collect data from the respondents in South 

Africa. The outcomes of the research show that EE and training have a positive 

relationship with organisation performance. There was no significant connection 

concerning training and development and employee engagement. 

 

Salanova et. al. (2005) carried out an empirical examination on hotel personnel of 

114 and establish the significant effect of training on EE. Also, in an empirical 

investigation done by Suan and Nasurdin (2014) discovered training as a substantial 

contributor towards EE across hotel personnel of 438 in Malaysia. Sahinidis and 

Bouris, (2008) empirically illustrated that worker training is an expansion exercise 

that nurtures worker outcomes and comportments. Detailed examination of the 

above-mentioned studies emphasizes the tactical consequence of training and how it 
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could be employed to augment EE at work. Therefore, worker training was 

empirically examined with EE, but very limited organizational experts have 

succeeded to examine the certain association between training and EE in the 

background of civil service. 

2.6.2 Relationship between Job Promotion and Employee Engagement 

Appraisal of employee’s performance in the current occupation is a method of 

evaluating the person’s suitability or qualification for selection for a higher position 

(Atakpa, Ocheni & Nwankwo, 2013). One of the highest essential benefits of every 

establishment is the prospect for internal promotion of personnel. Job Promotion 

could make a constructive contribution to the improvement of every establishment. 

Employee engagement (EE) occurs once personnel are occupied with, devoted to and 

passionate about their occupation. Promotion of personnel would adjust the 

occupation position to worker constructive engagement. Individuals’ personnel who 

are correctly inspired have upper engagement levels in their occupation than 

individuals who have not (Khan & Iqbal, 2013). 

 

Holtom et al., (2008) disclose that job promotion prospect serves as an instrument for 

enhancing commitment and the sense of belonging to the establishment and effects is 

the long period connection with the establishment.  Current research carried out by 

Ameen and Baharom (2019a) discovers the significant relationship between job 

promotion prospect and worker engagement in the establishment. They disclose that 

on time and easy occupation progression opportunity in the organization engage the 

worker to be additional loyal and committed to the organization. 
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According to Khan and Iqbal, (2013) job promotion has a direct relationship with 

EE. The number of individual workforces is growing day by day in an organization. 

The reality is that it is extremely challenging for workforces to acquire elevation and 

progression due to of greater figure of workforces. On the other hand, the worker’s 

positive engagement connects with job promotion and development. Accordingly, 

Attridge (2009) states that a worker’s positive engagement has a positive association 

with the whole fiscal attainment of the institute. Then, it is requiring for institutes to 

develop strategies and rules that would aid worker’s job promotion and progression. 

 

Moreover, Brown (2011) advocates that, for workforces to be engaged, their views of 

prospects to progress are indispensable. In an investigation carried out by Khan and 

Iqbal (2013) assert that employees are receiving their promotion as at when due to 

their organisation. Mutunga, (2009) posits that organizations require powerful 

structures and approaches that backing and promote engagement. For instance, such 

systems as “hiring, promotion, performance management, recognition, 

compensation, training, and career development” together offer an organisation basis 

upon which to fast-track engagement. He recommended that promotion in the 

organisation should be encouraged in order to enhance employees’ engagement in 

their respective duties. 

 

Bond (2013) examined the “influence of job satisfaction, organizational 

commitment, and employee engagement on intent to leave among public school 

teachers in south Louisiana”. The research investigated association that occurs 

among the numerous elements especially people on the current work, work in 

overall, pay, supervision and opportunity for promotion of occupation fulfilment and 
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aim to leave. The outcomes show that work in general and aim to leave according to 

Davis’ Descriptors, shows a considerable association.  In difference, the research 

revealed that opportunity for promotion is inclined to be related with a lesser aim to 

leave. 

 

Organisations must offer the chance for the personnel job promotion. Via the 

prospect offered to personnel, they could develop themselves to be efficient, 

effective and additional engaged with the institute and employment (Mohda, Shaha 

& Zailana, 2016).  Job promotion did not only inspire personnel to do better but 

inspires personnel in giving an additional commitment to the profession and own 

growth. It is maintained that the job promotion has become one of the indispensable 

subjects that would deeply influence how personnel would engage in their 

occupation (Anitha, 2014; Srivastava & Bansal, 2016; Taufek, Zulkifle, & Sharif, 

2016). Therefore, it is a necessary factor to EE that inspires a worker to additionally 

accomplish and thus, concentrate more on occupation and own progression. 

2.6.3 Relationship between Performance Feedback and Employee Engagement 

One of the vital aspects of the appraisal exercise is the constant communiqué 

between director and subordinate. The information revealing previous performance 

and outcomes and offered by the director to the junior worker is termed feedback. 

According to Spector, (2008) feedback refers to the information given to a person 

about his or her performance. In the standard condition, the worker obtains a report 

about how he is doing and where he may possibly improve. Directors pinpoint the 

faintness of the workforces and jointly make a strategy for the workers’ progress. It 

improves the success and aids in management within the institute. The feedback 
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guides the worker to the institute tasks and aims. Bakker & Bal, (2010) assert that 

Performance feedback has been linked to employee engagement (EE). 

 

In an investigation carried out by Selvarasu and Sastry (2014) found that 

performance feedback connected to positive EE and could thus be a suitable tool for 

augmenting engagement. Likewise, a reasonably high degree of pressure to 

give/generate feedback has a constructive effect on worker performances. 

Performance feedback has considerable prospective to assist workforces in terms of 

personal and crew/group performance. Taylor, Fisher and Ilgen (1984) submit that 

feedback is very necessary for administrative success and that a shortage of feedback 

could lead to “anxiety, inaccurate self-evaluations, and a diversion of effort” towards 

feedback collecting procedures. In addition, valuable performance feedback has a 

prospective to enhance EE, inspiration, and occupation fulfillment (Aguinis, 

Gottfredson & Joo, 2012). Performance feedback is a vital factor in entire 

performance management schemes. It could be seen as information regarding a 

worker's earlier conducts with reverence to established values of worker activities 

and outcomes.  

 

Bakker and Demerouti (2008) affirm that feedback stimulates engagement since it 

promotes knowledge, which rises occupation proficiency and the possibility of being 

productive in reaching one‘s occupation aims. For instance, Wagner and Hater 

(2006) establish that workforces were more prone/possible to stay at their 

establishment and commend the establishment as a better station to operate and 

prosper when their superiors often examined them. Therefore, offering helpful 

feedback permits workforces to recognize that superiors care about their attainment 
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and performance, which enhances their degrees of engagement (Marciano, 2010). 

Also, Gruman and Saks (2011) insinuate that in order to enrich engagement, 

workforces must have to recognize that evaluations and performance feedback are 

delivered in a reasonable mode. 

 

Forck (2014) carry on and summaries that worker-to-worker interaction and 

feedback is very necessary to enhance EE and hence enrich performance known that 

management could not be everyplace to enterprise such performance. This mostly 

associates to Attridge’s (2009) assertion that there is need to give attention to the 

constructive attitude which would guide superiors to concentrate further on worker 

fortes, powering and applying this, as divergent to diminishing this and emphasizing 

further on worker faintness. He asserts further that the latter is largely 

counterproductive in relations to performance enhancement. 

 

Effective worker interaction aids workforces to understand their function in the 

department, thus guiding to administrative attainment (Freitag & Picherit-Duthler, 

2004). CIPD study has demonstrated the effect of worker interactions in 

establishments. The study disclosed that the two (2) most fundamental supporters of 

EE are the prospect to offer growing feedback and to be educated about the 

establishment’s occuopations (Ruck & Welch, 2012; Kang & Hyun, 2012; Basbous, 

2011; Holton, 2009). Engagement commences with the worker being knowledgeable 

of the works of the establishment (Gruman & Saks, 2011; Stein, 2006).  

 

Ying (2012) says useful performance feedback is appropriate, precise, developmental 

in nature, and offered by a reliable source. The purposes of performance feedback are 
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to develop the person, group performance and EE, inspiration, and occupation 

contentment (Aguinis, 2009). Feedback is useful in adjusting worker employment 

conduct and enhances worker employment contentment and performance (Islam & 

Rasad, 2006). Furthermore, it is required to study and comprehends the feedback 

which is constantly overlooked its intricacies. Feedback may perhaps enhance 

performance in certain circumstances. Though, in other circumstances, feedback may 

possibly not influence engagement or may even demonstrate negative to performance 

(Locke & Latham, 1990; Kluger & DeNisi, 1996). Based on this standpoint, it shows 

that numerous elements, encompassing “characteristics of the feedback source and 

message, and timing issues such as the amount and frequency of feedback employees 

received and attitudinal outcomes of feedback” (Ying, 2012, p. 56). 

 

The realization of the feedback relies on the acceptance of the scheme/pattern. The 

basis of the feedback needs to be seen by the beneficiary as being constant, sincere, 

consistent, impartial and correctly inspired. The feedback could likewise create bad 

responses from workforces. If it is seen as one-sided, the feedback could cause 

“behavioural changes such as absenteeism, lack of cooperation, lack of focus on 

priorities, unhealthy competition and even can cause staff turnover”. In the Gallup 

investigations, Wagner and Harter (2006) realized that once superiors often pay 

attention to workforces, workforces would likely believe they are well rewarded for 

their occupation, more possible to design on remaining with the establishment, and 

possible to endorse the establishment as a decent station to succeed. 
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2.6.4 Relationship between Performance Recognition and Employee 
Engagement 

One of the central drives of evaluating worker’s performance sometimes is to form a 

basis for honours or recognition for outstanding involvement to the attainment of 

organizational objectives (Atakpa, Ocheni & Nwankwo, 2013). Of course, this will 

enhance the morale of such employee. Even individual’s employee that did not have 

such acknowledgement will be struggling by the aspiration to have them. Praising 

workforces for an occupation well done or for supporting/impacting to the corporate 

aims would function as constructive reinforcement and engage workforces (Seijts & 

Crim, 2006). Recognition not only supports proper performance, but makes 

workforces deem that their schedule, hard work, and creativity were meriting it, 

which make them be additional engaged.  

 

EE levels grow once they are appreciated and recognized for their occupations and 

efforts (Kaufman, Chapman & Allen, 2013; Bakker et al., 2007). If workforces 

believe their efforts and capability would be acknowledged, they are prospective to 

be further engaged and produced value. Once recognition is deemed effective, 

employees have lesser turnover levels, accomplish greater corporate outcomes 

(Gostick & Elton, 2007). According to Social Exchange Theory (SET), workforces 

once receiving the revealed compensation and recognition deem indebted to return 

with greater degrees of engagement (Saks, 2006). An investigation established that 

the extent of recognition and compensations could be an imperative aspect of “work 

experience and a strong predictor of engagement” when “performance related pay 

culture” succeeds at work (Koyuncu, Burke & Fiksenbaum, 2006). However, the 

shortage of satisfactory compensation package could leash workforces to a 

circumstance of occupation burnout (Maslach, Schaufelli & Leiter, 2001). With the 
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support of literature, the issue of compensations and recognition remains a 

substantial engagement predictor.  

 

The purpose of performance recognition is to please personnel. Lucrative 

establishment understands that in attaining their task involves resourcefulness, better 

corporate design and engagement and all these processes could come from their 

personnel (Khan & Iqbal, 2013). Ash and Kay (2012) stated that workforces 

“supposed to be recognized when they perform a good job. Workers, who recognized 

are likely to feel more valued and committed to their organizations” (p.74). Thus, 

performance recognition is a suitable element for EE. It inspires personnel that 

gratify clients, reliability and success of an establishment. Establishments with 

engaged personnel are more productive than disengaged personnel, lessen turnover 

possibility, and lessens pressure and rise self-assurance. Scholars establish that via 

engagement, recognition of performance is one of the major approaches for worker 

inspiration (Ash & Kay, 2012). The nonexistence of performance recognition and 

appreciation of worker has been proved by the “U.S. Department of Labour” as a 

vital part in workers’ choices to resign their employment in establishments 

(Holbeche, 1998). 

 

A research done by Saks and Rotman (2006) showed that recognition and 

recompenses are very significant antecedents of EE. They remarked that once 

workforces get recognition and recompenses from their establishment, they would 

feel indebted to return with greater rates of engagement. Kahn (1990) sees that 

worker’s extent of engagement is a sense of their understandings of the benefits they 

get. Then, regardless of the amount or kind of recompense, it is the worker’s view of 
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the similar that concludes his/her gratified and thus individual’s engagement in the 

occupation. It has become indispensable for administration to provide suitable 

standards of pay and recognition for their workforces if they aspire to accomplish a 

greater degree of engagement. Recognition and recompenses may be of specific 

importance to employees in the organization due to their need for immediate 

feedback (Tessema, Ready & Embaye, 2013).  This responds to that need by 

validating performance and inspiring employees towards continuous improvement. 

    

Scott, McMullen, Royal and Stark, (2010) in their research substantiated that 

financial recognition has a great effect on engagement. Their findings proposed that 

nonfinancial recognition should serve as a means to inspire and engage workers. 

Mutunga (2009) revealed in his thesis that, to a very large extent recognition and 

appreciation has a great connection with EE. Janica (2007) in his investigation 

expressed that eighty percent (80%) of superiors specified that they regularly say 

thanks to their junior ones. But, twenty percent (20%) of the personnel affirm that. 

superiors say appreciation irregularly. This is an indication that hard work personnel 

at everyday task division are hardly be recognized by their superiors. Therefore, 

superiors should acknowledge the significance of performance recognition and 

gratitude for enhanced engagement in their respective occupation.  

 

Recognition is a very strong inspiration; which employees engage and look for. 

Dubrin, Daglish and Miller (2004) elucidated that inspiring and engaging others by 

giving them recognition is a direct form of positive reinforcement. Studies as far 

back as fifty years back have specified that workforces appreciate compliment for an 

occupation well done and appreciate consistent remuneration cheque. However, a 
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survey in Malaysia found that most employees prefer cash reward (Rafikul & 

Ahmad, 2004). The necessity of being recognized is at present higher than ever, as 

these day’s workstation is thus varied and so much into efficiency. Once a worker is 

recognized and appreciated for occupation well attained, he will have constructive 

sensations, which will further inspire and make him engaged in the organization 

(Stajkovic & Luthans, 1997). 

 

Performance recognition has a direct relationship with employee job engagement. It 

stimulates the expansion of hope between coworkers; they assist everyone’s and 

uphold good link for the aids of administrative intentions. Contrary to this, “the 

employees and organization might be affected negatively because of employee’s 

negative emotions that can adversely affect workers morale” (Fagley & Adler, 2012, 

p. 180). Performance recognition in public service is very germane. Public service 

depends on their workforces. If the workforce’s operational approach is not positive 

towards occupation, it indicates disengagement of occupation that may perhaps have 

a direct negative effect on the efficiency of the service. Hence, civil service must 

concentrate on the performance recognition of worker for a job well done and offer 

gratitude assistance based on their requests. 

2.6.5 Relationship between Financial Reward and Employee Engagement 

Financial reward and in particular pay, is a necessary attribute to employee 

engagement (EE) that inspires an employee to attain additional and therefore 

concentrates further on occupation and own expansion. Payment is another 

indispensable antecedent to EE. The rate of a workers’ engagement relies on worker's 

attractiveness of established payment and welfares (Anitha, 2014). Saks and Rotman 
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(2006) emphasized that pays are important antecedents of EE. They stated further 

that once personnel obtain good pays from their establishment, they would feel 

indebted to reciprocate with upper rates of engagement. Kahn (1990) notices that 

worker’s rate of engagement is a role of their insights of the remunerations they 

obtain. Consequently, regardless of the amount or sort of payment, it is the worker’s 

insight that defines his/her gratified and thus individual’s engagement in the 

occupation. It is come to be necessary for the administration to offer appropriate 

standards of salary for their personnel if they desire to realize a greater rate of 

engagement. In consonance with this, Mutunga (2009) recommended that 

organisation should embark on payment review within the organisation, then employ 

findings to evaluate its payment levels. 

 

EE means “energy, involvement and efficacy”. Worker’s engagement has a direct 

link with good remunerations. Personnel do their tasks imaginatively, involvement in 

the assignment and display competence once they will acquire good remunerations. 

Thus, “good salaries would engage the workforce to make an effective link towards 

job-related operation and they consider themselves capable to handle comfortably 

job demands” (Selmer, Jonasson & Lauring, 2013, p.97). Khan and Iqbal (2013) 

assert that the organisation should maintain good wages for personnel. If 

organisations don’t count good remunerations as an imperative aspect for personnel, 

will be destructive for worker occupation engagement. Subsequently, personnel will 

be disengaged, and abandon their occupations. Hence, to upsurge the efficiency and 

enhanced performance, good remunerations have to be maximized. 
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Fredrick Herzberg showed that pay is one of the essential aspects of engaging 

persons to establishments but consequently work as more of a “hygiene factor”.  

There is a certain argument in the literature of retention as regards the rate at which 

increasing remuneration rates lessens workforce turnover. It is evidently 

demonstrated that on middling, establishments who give the highly interesting 

remuneration packages have lesser attrition levels than establishment who 

remunerate poorly. The consent among scholars concentrating on engagement and 

retention matters is that remuneration has a part to fulfil as a satisfier, nonetheless 

that it would not generally have an effect once other aspects are forceful a person to 

leaving. Increasing remuneration rates could consequently result in upper 

employment satisfaction where persons are already contented with their occupation, 

however, it wouldn’t prevent displeased workforces from leaving. Remuneration, 

hence, should be accompanied by other aspects to enhance EE (Mutunga, 2009).  

 

Khan and Iqbal (2013) assert that establishments must give their workforces a 

remuneration level that must be other than market level/value. This increases the 

workforce’s productivity, accountability, dependability and decline shirking. 

Remuneration level that is less than market value heads to workforces dissatisfaction. 

The establishment must make the best use of the worker exertion and lessen the 

manufacturing rate of their corporate by augmenting the remuneration level other 

than market value. Efficiency model states that “workforce positive performance and 

low wages cannot continue together. Maximization of employee wage leads to an 

increase in efficiency” (Taylor & Taylor, 2010, p. 69). Remunerations and worker 

satisfaction and engagement are related factors. “Employee’s satisfaction and 
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engagement level become increase when organizations increase monetary benefits 

for their employees” (Miller, 1980, p.363).  

 

Empirically, Scott et al. (2010) investigated the “Impact of Rewards Programs on 

Employee Engagement”. The research shows that respondents consider that salary 

(“base salary, base salary increases, and benefits and perquisites”) have a great effect 

on employee engagement. In furtherance, respondents consider that short-term 

bonuses have a greater influence on engagement. Mutunga (2009) wrote on the 

“Factors that contribute to the level of Employee Engagement in the 

Telecommunication Industry in Kenya: a case study of Zain Kenya”. The research 

adopted a case study research design. The investigation employed a questionnaire to 

collect data from forty-two (42) respondents via stratified random sampling 

procedure. The thesis revealed that to a very large extent pay has an effect on 

employee engagement. 

 

Moreover, Obasaolufemi (2015) affirms that the low salary of workers in the public 

sector in Nigeria has psychological, economic and social implications on their 

attitudes towards work in a workplace.  He further expressed that psychologically 

low salary can cause lateness to work, loafing at work, absenteeism, buck-passing 

among workers etc.  Thus, every establishment must embrace suitable techniques and 

schemes for the engagement of their workforces (Mutunga, 2009). Payments serve as 

one of the predictors of employee engagement. 



 

  79 

2.7 Relationships between Performance Appraisal purposes (PAP) and 
Employee Performance 

Performance appraisal (PA) is a fundamental component of the application of human 

resource processes (Smith, Hornsby & Shirmeyer, 1996). The system of performance 

appraisal is designed to ensure that the necessary conditions for enhancing 

performance. These various purposes of the system are intended to provide 

employees with a conviction that the feedback they receive improves work-oriented 

communication and performance (Gomez-Mejia, 1990). Sillup and Klimberg (2010) 

cites a study which revealed that twelve percent (12%) of organisations comprise 

subordinate contributions in their performance appraisal processes and there is proof 

that organisations are beginning to connect rising appraisals with pay, promotion 

training, recognition and bonuses. According to Mollel, Mulongo and Razia, (2017) 

purposes of performance appraisal involves training, promotion, feedback, 

recognition and financial reward (Bhatia & Jain 2012). Performance appraisal 

purposes absolutely connected to employee's performance (Qureshi, Ramay & 

Marwat, 2007). Still perceiving the usefulness of productive worker, which reveals 

that a wide-ranging relationship among the performance appraisal purposes see to 

effect worker performance (Akinbowale, Lourens & Jinabhai, 2013b). In this regards 

the stated purposes will be used to evaluate its effects on employee performance.  

2.7.1 Training and Employee Performance 

Training is a key emphasis and an essential component even essence of the 

performance appraisal (PA). The literature supporting PA has identified a number of 

objectives of the system. Crucial to these is the training requirements of workers. 

Ohemeng, et al. (2015) identified a number of problems when it comes to training. 

For example, they observed that people think only about academic qualifications, and 
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not about the skills needed to enable them to perform better; and the reason for that is 

that training needs are not based on appraisal information.  

 

Training has become increasingly vital to the success of any modern organizations 

(Long, Perumal & Ajagbe, 2012). Nowadays organizations need to have 

competencies and especially core sets of knowledge and expertise that will give the 

companies an edge over its competitors. The only way to arrive at this is through 

having a dedicated training program that plays a central role to nurture and 

strengthen these competencies (Sherman, Bahlander & Snell, 1998). It is 

acknowledged that training forms the backbone of strategy implementation of any 

organisation. Training not only ensures competencies but also develops employees to 

be able to meet organizations’ goals and objectives and similarly ensure satisfactory 

performance and as reiterated, to be able to acquire new skills and knowledge and 

perform jobs in other areas or at higher level.  

 

A research  carried out by the San Diego State University (2007) shown that 

continuous training and development take personnel to a satisfactory stage of 

performance and retaining them occupied really has an important relationship to job 

satisfaction, morale and optimism thus enhanced performance (Abdullah et al., 2012; 

Thwala et al., 2012; Chee, Kamal & Gangaram, 2007 ). Briscoe and Claus (2008) 

and Fajana (2002) were of the opinion that appraisal system is a process for 

defining/establishing training and development requires of personnel. This was in 

consonance with study conducted by Ikemefuna and Chidi (2012) that system of 

performance appraisal is applied for training and development requires. Therefore, in 

a study conducted by Diaconescu (2011) revealed that 67% of respondents partially 
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agreed that management did not provides an enough training, and this derives from 

the need to restrict the company’s staff costs and therefore to reduce investment in 

this field. But internal leadership deals with the responsibility to inform employees 

with needed data about their tasks and even organize internal trainings in every 

department when there are changes of any kind which might interfere with their 

ability to work efficient.  

 

Tahir and Sajjad (2013) in their research have explained that successful organizations 

and managers realize the importance of human resources; trained human resources 

are key to maintaining a competitive advantage in today’s constantly changing global 

environment. Lee and Lee (2007) maintained that training and development, 

compensation/incentive, teamwork, and personnel safety aid in improving 

organisation performance and employee’s efficiency. Additionally, Mohamed (2012) 

in his thesis on the relationship of performance appraisal with organizational 

commitment of staffs of Othman Yeop Abdullah Graduate School of Business 

(OYA) and College of Business (COB) administrative staff in Universiti Utara 

Malaysia. The study recommended that there should be needed to develop adequate 

training programs and provide opportunity for academic programs that aims in 

improving the knowledge and skills of the employees. As a consequence, 

performance improves training and development as well as to real openings for 

promotion within the firm. Employees also motivated and could have a positive 

effect in areas like customer service (Kaur, 2013).  

 

Amin, Rashid and Lodhi, (2013) conducted a study in the educational sector in 

Pakistan on the effect of training and development on employee performance. 200 
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responses were correctly retrieved from the questionnaires administered to college 

teachers. The correlation analysis showed that there is positive strong correlation 

between training, development and employee performance. Regression analysis also 

indicated that training and development have positive effect on employee 

performance. 

 

In another development, Hafeez and Akbar (2015) conducted a study on impact of 

training on employee performance in pharmaceutical industry in Karachi Pakistan, 

four pharmaceutical companies were selected. A survey of 356 employees was 

carried out through self-administrated questionnaire. Random sampling technique 

was conducted with the response rate of 96%. Two sets of hypotheses are developed 

which relate directly to the research questions. SPSS 19 was used to perform 

reliability, descriptive, correlation and regression analysis. The analysis shows a 

positive significant relationship between training and employee performance and the 

results reveal that the more employees gets training the more efficient their level of 

performance would be. 

 

Akinbowale (2013) stressed in his research that 91.3% of the employees strongly 

established that the sufficient training which staffs gotten based on performance 

appraisal program will have effect in enhancement in performance of employee 

while 7.3% neither disagreed nor agreed and 1.4% of the respondents disagreed 

respectively. He revealed further that workers incline to do better on their job 

specifically when the training has to do with correcting work weakness recognised in 

the course of a valuation of the worker’s performance. This is in line with the 

assertion of Simmons and Lovegrove (2002) that training aids to offer workforces 
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better skill and personal fulfilment from the knowledge of being able to do a work 

better. Mani (2002) similarly affirms that an absence of employees’ training could 

cause inconsistencies between anticipated and real performance of the procedure and 

related fulfilment. Generally, training should enhance the performance of employee 

and lead to better organisational attainment (Cook & Crossman, 2004).  

 

Moreover, Falola, Osibanjo and Ojo (2014) study the effectiveness of training and 

development in enhancing employee performance in selected banks in Lagos 

Nigeria. The study distributed 250 questionnaires out of which 223 representing 

89.2% were duly completed correctly and returned. The descriptive statistics 

indicated that training and development (both on-the-job and off-the-job) are related 

with employee performance. 

 

Also, Issahaku, Ahmed and Bewa-Erinibe (2014) studied the effect of training on 

employee performance in a teaching hospital in Ghana. The population of the study 

was 1597 employees in 908 representing 57% are males, while 689 representing 43% 

are females. Sample size of 160 employees including doctors, nurses, pharmacists, 

bio-medical scientist, and supporting staff were drawn using stratified and purposive 

sampling. The instrument for data collection used in the study was questionnaire and 

descriptive research analysis was employed. The research findings indicated that 

training enhance employee performance. 

In contrast, Mollel, Mulongo and Razia (2017) revealed in their study that there is no 

significant relationship between the training and development and employee 

efficiency. It is therefore, suggested that to improve employee efficiency, training 

and promotion have to centre on growing employees’ responsibility and it must be 
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built on performance. Invariably, if employees were properly motivated with the 

necessary and adequate training needs, innovation would increase rapidly on the job 

and this will thereby lead to employee performance (Paul, Abeguki, Hezekiah & 

Ifiavor, 2014). 

 

However, appraisals are done in order to identify the kind and level of employees 

that are low performers. Training comes in when some employees are found to be 

deficient in the performance of their duties (Erdogan, 2002). This training will then 

serve as a means to allow such employees to acquire and obtain more and specific 

skills, capacities, knowledge, information and talents that will be needful in his/her 

subsequent task. Therefore, both managers and employees of high performance 

should be continually trained as to be able to provide objective input. Several studies 

(Brown & Benson, 2003; Keeping & Levy, 2000) indicated that employees are often 

satisfied with jobs only when it affords them the opportunity to apply their skills and 

abilities, freedom, as well as adequate training and seminars which creates avenues 

for their enhancement and self-development (Muchinsky, 2006). 

 

Empirical findings have also shown significant relationship between training and 

employee performance (Ibrahim & Dahie, 2016; Habib, Zahra & Mushtaq, 2015; 

Padmasiri, 2018; Asfaw, Argaw, & Bayissa 2015; Tahir, Yousafzai, Jan, & Hashim 

2014; Ahmad, Iqbal, Mir, Haider, & Hamad, 2014; Imran & Tanveer, 2015), 

effective and regular employee training enhance employee performance. Since the 

increase in employee training research, scores of studies have researched into how 

training enhance employee performance. However, not so many studies have focused 

on examining the effect of training on employee performance in the context of civil 
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service. Therefore, this study examined the relationship between training and civil 

servant in Kwara state civil service, Nigeria. 

2.7.2 Relationship between Job Promotion and Employee Performance 

Organizations (public or private), have aims, objectives and goals which they strive 

to attain, but more often than not the attainment of these goals depend largely on the 

workforce’s willingness and readiness to make these realities. Employee’s readiness 

to put in their best is hinged on their needs being met by the organization. One of 

these needs is the ability to progress in his or her chosen field, among other things, 

promoting him or through transfer to where his ability and skill could be better 

utilized for the good of both the organization and the individual himself. Promotional 

prospect according to Vroom (1982) is a target most employees yearning and that a 

person’s performance is linked to the extent to which the person trusts that being 

indorsed is connected to performance on the work and how powerfully the person 

needs the promotion (Abdulla, Djebarni & Mellahi, 2011). Therefore, it could be 

seen that promotion opportunity is significantly determinant of employee 

performance.  

 

Usman (2005) in his work while discussing job performance asserted that promotion 

usually enhance performance. Tessema and Soeter (2006) in their study revealed that 

there is good relationship amongst promotion practice and perceived worker 

performance. In the same vein, Khan, Nawaz, Aleem & Hamed (2012), concluded 

that job promotion enhances performance. Therefore, “if organizations want to 

accelerate performance of employees in the organization, fair promotional 

opportunities should be given to employee” (Park, Mitsuhashi, Fey & Bjorkman, 
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2003). Wan, Sulaiman and Omar (2012) lamented that devoted workers who have 

done their best for the firm that eventually not been promoted would observe that the 

firm is not viewing after their wellbeing. Dissatisfaction may be established and the 

output of staffs that are not promoted could fall. Hooi (2012) reported in his study 

that employees in the organisations believed that employment promotions are unfair 

and biased. He observes that employees were not pleased with the added financial 

payments in promotion. Therefore, organisation that could provide good financial 

payments would be enticed sound employees. He further states that the difficult 

should be corrected, if not, employees’ morale would be declined, and output could 

be affected. Therefore, lack of job promotional opportunities might be rather 

demotivating and more motivation enhancing the employees to perform better in 

their assigned duty. 

 

In another study carried out by Wang, Ellenbecker, and Liu (2012) reveal a positive 

association between promotion prospect and nurse administrative commitment and 

disclose that appropriate criteria for development within the organization increases 

nurses’ commitment and obligation. In addition, Rubel and Kee (2013) say 

promotion prospect is one of the essential constructs of HRM practices to encourage 

the worker loyalty to the organization. In contrast, Kim (2012) emphasised that 

promotion prospect is one of the vital elements of “HRM practices having significant 

negative effect on state government IT worker’s turnover intention”. Also, Kehoe 

and Wright (2013) discover the effect of promotion prospect on worker turnover 

intention and simplify that absence of promotion prospect decreases the commitment 

of workforces and their aim to remain in the organization. 
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Kampkötter, (2017) researched on the effect of evaluation system on workers’ 

overall job satisfaction. The result of findings shows that appraisal scheme has a 

positive and considerable effect on the job promotion of employees. Bond and Fox 

(2007) emphasize that performance appraisal process provides a movement of 

information about performance and progressive desires of workers, to improve the 

future of workers choices about work assignments and promotion. Hossain, Abdullah 

and Farhana (2015) and Rudman (2002) state that organizations directly link the 

performance appraisal policy to job promotion practices. Therefore, wherever the 

mark attained at performance evaluation policy affects the job promotion or where 

the performance appraisal policy influences the promotion then there is a direct 

relation to the performance appraisal policy. Paul, Olumuyiwa and Esther (2015) in 

their research shows that if there is fairness in managerial decisions and objective 

with equitable distribution of reward and promotion for work done, it would improve 

workers’ commitment and loyalty in the organization. 

 

Femi, (2013) conducted a study to examine the effect of performance appraisal on 

work promotion exercise in Wema Bank, Nigeria. The research employed survey 

design to collect information from 150 respondent using stratified and simple random 

sampling method. The study utilized Chi Square technique for testing hypothesis 

formulated. The finding shows that there is a significant relationship between 

performance appraisal and work promotion exercise. Orire (2016) in his study on 

effect of promotion on the performance of National Poverty Eradication Programme 

(NAPEP) observes that promotion remained a sine qua non for effectiveness and 

efficiency in the public service. He concluded that outright stagnation of promotion 

often demoralizes performance and consequently brings backwardness to any 
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organization. Consequently, the moment promotion is denied an employee, 

frustration, aggression, fixation among others set in and these invariably lead to 

decline in productivity especially if he or she perceives his or her effort as deserving 

elevation. Beach (1990) rehearsed that bypassing an aspiring person for promotion 

can undermine his morale and since such employee will become a disappointed 

candidate.  

 

Numerous studies (Prowse & Prowse, 2009; Macey, Schneider, Barbera & Young, 

2009; Caruth & Humphreys, 2008; Cook & Crossman, 2004) pointed that employees 

get inspired to work when they get frequent promotions after appraisal system in 

their workplace. While some also argued that that factors such as promotion, training 

and career development, and appreciation and improved workplace environment 

gives employees greater opportunities, and this will either directly or indirectly 

enhance their performance and satisfaction on the job. Promotions are meant to 

induce the beneficiaries to put in extra effort to their performance thereby improving 

productivity, efficiency and effectiveness in service delivery. If promotion is 

properly administered, it can be a good source of improved employee performance 

and subsequently profit for the organization (private or public). Although numerous 

researches regarding the relationship among job promotion have been conducted in 

past few decades, mostly done on the relationship between performance appraisal 

policy and job promotion in the context of private organisations and limited 

researches (Ameen, Abdulkareem & Bello, 2016; Peter, 2014) have done on the 

relationship between job promotion and employee performance in the context of civil 

service. In order to address limited research in the context of civil service this study 

examined the relationship between job promotion and civil servant performance.   
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2.7.3 Relationship between Performance Feedback and Employee Performance 

Feedback is a significant segment of the Performance Appraisal (PA) scheme. 

Feedback is an action engaged to offer information concerning certain feature(s) of 

employee’s work performance. According to London (1997, p.11) “feedback is the 

information people receive about their performance. It conveys information about 

behaviours, and it conveys an evaluation about the quality of those behaviour”. 

Employees need to get feedback to know what they good at and what they could do 

better. Gomez-Mejia, (1990) asserts that feedback is a powerful instrument in 

performance enhancement and that feedback can also be used to improve satisfaction 

among supervisors and employees who use the appraisal system. Whether the 

appraisal is provided verbally or in writing, organization needs to provide consistent 

feedback on a regular basis so that employees can improve their work performance. 

The analysis of Brown, Hyatt and Benson, (2010), Roberson and Stewart (2006), and 

Schraeder, Becton and Portis (2007) have specified that the feedback device acts as a 

method of ascertaining employees fortes and faintness. Some put forward that to 

enhance the performance of a worker, it is become imperative to first recognise his 

area of development and faintness via feedback and support which guarantees the 

worker’s participation, development and obligation to increasing her or his 

performance (Macey, Schneider , Barbera,  & Young, 2009). In addition to this, Paul, 

Abeguki, Hezekiah and Ifiavor (2014) assert in their study conducted that 

performance feedback enhance employee’s performance on the jobs. As this will 

help to identify strengths and weakness of employees which could invariably 

produce opportunities to the organization they are working with and threat to their 

competitors. 
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Furthermore, previous research has shown that clarity about expectations and the 

provision of performance feedback increase employees’ satisfaction and performance 

levels. According to Merritt (2007) argues that a PA system based on 

communication/feedback creates the forum by which enthusiasm can occur. More 

often than not, when supervisors openly communicate clear, realistic expectations, 

provide the tools necessary for meeting those expectations, and then provide valued 

rewards, employees will be motivated to achieve desired results. According to 

Longenecker (1997), the employees should be given feedback on their competence 

and overall progress within the organization. The feedback should be specific and 

timely (Lee, 2005) and be against the predetermined performance expectations. It's 

within the employees’ rights to know how they are progressing in performing the 

assigned tasks and to receive feedback. Employee according to Freeman (2002) 

frequently get themselves in circumstances where they should shift direction 

regularly. Thus, the employee seeks constant feedback to determine whether the 

direction they are working is what is expected by the organization. 

 

The APSC (2012) examined an association between employees getting “quality 

feedback and other forms of support, including coaching on the one hand, and higher 

engagement, commitment and performance levels on the other”. It was revealed from 

the report that greater performance is connected with basically receiving feedback 

and better engagement is attained by getting feedback that the worker observes as 

constructive or positive. The findings concluded and stressed the necessity for 

employees to get feedback and backing, with the benefit being greater performance, 

engagement and aim to stay. It is on this note that Rosch and Hawk, (2013) state that 

individuals employ imagination, and inspiration to elucidate difficulties when they 
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receive positive feedback on their views and assured that communication lines are 

accessible. Akinbowale, Jinabhai and Lourens (2013b) reported in their study that 

performance appraisal reviews further revealed that when feedback reports were 

effectively used, they consequently improved employee performance. However, 

Irshad and Toor (2008) in their study note that no feedback was taken while the 

management appraising the employees. They concluded that many employees 

baffled with appraisal system without any feedback taken from their end. 

 

A research carried out by Blackman, Buick, O'Donnell, O'Flynn and West (2015) 

reveals that supervisors claimed to offer employees on a frequent basis with 

feedback, yet employees frequently does not appear to identify informal 

conversations as a type of feedback. The research also emphasised the significance of 

informal conversations, which offer suitable and continuing feedback which could 

connect together the numerous stages of performance management. Additionally, 

Lim and Alum (1995) pointed out in the study conducted in Singapore and found that 

lack of motivational incentives and poor communication of the appraisal feedback 

are the leading key issues facilitating higher labour turnover. Hunt (2005) assert that 

if there is no feedback, inspiration to perform what is anticipated does not occur. He 

also advocates that for the feedback procedure to function perfectly, skilled experts 

have supported that it should be a two-approach communication procedure and a 

combined duty of line directors and workforces, not merely the directors. 

 

Saeed and Shahbaz, (2011) asserts lack of communication in the workforce is a 

major contributor factor to job dissatisfaction that in turn affects employee 

productivity. This is usually a result of managerial staff that is isolated and does not 
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know how to relate to their employees on a personal or professional level (Branham, 

2005). This is due to the fact that; bad communication in terms of feedback leaves 

employees feeling disconnected from the organization; hence affect negatively the 

level of job satisfaction. And this is detrimental to the wellbeing of the organization 

because when an employee feels neglected, they will tend to perform at a lower level 

that in turn affect the quality of service provided to the public (Gregory, Jones, 

Cadule, & Friedlingstein, 2009). Thus, when feedback is not provided to the 

employees through communication on how they have performed against the agreed 

targets, they will fail to know how they can improve their performance in the future, 

and as a result they become dissatisfied with the job. Rechter (2010) states that 

organizations frequently fail to describe prospects clearly, offer inadequate/little 

feedback comparative to performance of employee and when they see to offer 

feedback, it is frequently of a negative manner that fulfils little purpose. Negative 

response particularly when it is provided in an emotional way does not encourage 

learning. Somewhat, negative feedback stimulates a dread reaction that inspires 

workforces to search for survival (Fandray, 2001). 

2.7.4 Relationship between Performance Recognition and Employee 
Performance 

The employee performance recommendation for merit honour requires data to be 

offered in admiration of any commended break through and influence such 

opportunity has created. Recommendations are to be established by the organisation 

typically offered to employee enclosed with curriculum vitae and independent briefs 

on the nominee in question. Employees appreciate relevance of occupation and job 

diversity although Human Resources likely to overstress the association with the 

superior and recognition that organisation offers concerning job performance (Snell, 
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2006). Ahmed et al. (2010) revealed that the “work itself, opportunity for 

advancement, professional growth, job autonomy and responsibility, recognition 

from the bosses and good feeling about the organisation motivate staffs” (p. 2529). 

  

Recognition and appreciation are integral components of a winning strategic reward 

system. Showing appreciation to employees by acknowledging excellent 

performance is likely to enhance employee inspiration and citizenship behaviours. To 

encourage such desired behaviours, it is imperative that superiors convey 

appreciation through personal memos, a word of thanks, or even a nod and a smile. 

On a more formal note, a public statement of thanks during assemblies or rewarding 

them for a job well-done would positively impact the organisation. Instantly 

rewarding and recognising a good job would improve morale and inspiration of 

workers, which in turn would contribute to increased performance (Hooi, 2012). The 

recognition of the subordinates’ work execution by the superior improves their job 

contentment level (Yen & McKinney, 1992). 

 

Mollel, Mulongo and Razia, (2017) revealed in their research that there is positive 

association between appraisal recognition and employee efficiency. They stressed 

further that recognition and feedback are vital to employee’s performance and indeed 

enhance employee output in the organization.  Rising employee fulfilment via 

recognition must be employed as a device for preserving proficient employees and 

shield out less effective.  Kepner (2009) and Agba (2010) found that employee’s 

recognition in terms of monetary and nonmonetary incentives is critical in staff 

efficiency. Furthermore, Dhameja (2009), and Urbancová and Linhartová. (2011) 
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found that recognition for high performers also serves as a challenge for low 

performers for employees to pull up the efforts toward the desired performance.  

 

Similarly, Heathfield (2014) emphasises on quality of work life rewards and 

recognition to add value to the total compensation package. In this regard, Williams 

(2002) express that employees valued formal praises and honours, favourable 

reference in organisation publications, freedom regarding work responsibilities 

and/or hours, increased duty, and more participation in setting objectives. Behaviours 

such as giving recognition to excellent performance rather than being critical of poor 

performance, being willing to negotiate differences, acknowledging subordinates’ 

ideas and relating an individual’s job to unit goals were all relevant to important 

outcome measures. 

 

Additionally, study conducted by Kampkötter, (2014) shows that performance 

assessments with monetary consequences are, on average, positively related to a 

feeling of job-related recognition from superiors, controlling, among others, for job 

satisfaction and previous recognition levels. These employees are also significantly 

more likely to state that the recognition is in accordance with their provided efforts. 

This supports prior research on the importance of contextual factors of appraisal 

systems such as supervisor feedback, participation, and recognition within the 

appraisal process. However, for PA without monetary consequences, no significant 

results are observable. 
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2.7.5 Financial Reward and Employee Performance  

Financial reward, in specific pay is a key driver of employee inspiration, 

selection, and performance (Kampkotter et.al., 2015; Lazear, 2000; Prendergast, 

1999; Milkovich & Newman, 1996). Pay therefore is a major consideration in an 

organization because it provides employees with a tangible reward for their services 

as well as source of recognition and livelihood (Thwala et al., 2012; Abdullah et al., 

2012; Howard, 1993). Pay practice is one of human resources management practice 

which normally refers to compensation, wage, salary and benefit etc. The pay has an 

important role in implementation strategies. First, a high level of pay and/or benefits 

relative to that of competitors can ensure that the organisation attract and retains high 

quality employee, but this might have a negative impact on the organisation’s overall 

labour costs. Second, by tying pay to performance, the organisation can elicit specific 

activities and level of performance from employee (Noe et al., 2017).  

 

Ting (1997) emphasises that the important of pay is powerfully determined of work 

contentment. Besides, on his research clarifies two different kind of pay practices 

influence on job contentment; fulfilment with wage itself and fulfilment with 

financial expectations in the future. Therefore, the relationship concerning pay 

practice and work fulfilment is worthwhile to enhance inspiration of employees’ 

performance (EP) then accomplished higher efficiency. The theories of efficiency 

assert giving higher salary could occasionally increase works’ efficiency. Akerlof 

(1984) express that the harder employees perform “the higher is the cost of being 

caught shirking and the higher is the probability of being caught shirking”. A higher 

remuneration rises employee performance due to the greater cost to workers of losing 
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the occupation. Invariably, the pay system is inspired employees’ performance and a 

higher wage increases effort by increasing workers' loyalty to the firm. 

 

Moreover, in a research studied by Shahzad et al. (2008), the results shown a positive 

relationship of payment practices with the performance of university teachers in 

Pakistan. It is a known fact that employees desire a compensation system that they 

perceived as being fair and commensurate with their skills, experiences and 

knowledge.  

 

However, a central problem faced by employers is how to inspire employees to exert 

a desired level of effort. Tongo (2005), stressed in his findings from other studies to 

reveal that the low productivity connected with Nigeria’s public servants could be 

upturned if they were offered with some financial incentives. Oscar (2012) in a study 

on the poor civil servants and poor civil service in Tanzania posits that, the 

performance of any employee (public or private) would depend to some 

measure/degree on how he or she is paid. Oscar further observes that the decline in 

pay and weakening of incentive has led to many consequences such as; 

i. De-motivation of civil servants at all levels. 

ii. Reduced work efforts, declining levels in performance. 

iii. Weakening of accountability and control mechanisms. 

iv. Diminished ability to recruit and maintain managerial, technical and qualified 

personnel. 

v. Reduced commitment to public service. 
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In addition to the reduced work effort, low and declining pay can diminish good will, 

rise ill will and incentive to involve in counter-productive behavior; does not support 

increased production, service delivery, good fiscal management and tolerance for 

‘deviant’ behavior including time theft and corruption. 

 

Bhatia and Jain (2012) did a comparative study of Public and private on performance 

appraisal and organizational effectiveness in terms of individual and organizational 

basis. They recommend that performance linked in the public sector pay should be 

developed in order to increase performance and motivation of managers as well as 

employees. The research concluded that performance management method of public 

organization did not have enough relevant tools to manage the employee 

performance in contrast to private ones in India. 

 

Steijn (2002) study the general work fulfilment of Dutch civil personnel in respect to 

their pay. The results show that there is positive relationship between pay practice 

and the work fulfilment/performance. Similarly, Petrescu, Simmons and Bradley 

(2004) observe the impact of human resource management practices and pay 

inequality on workers’ job fulfilment. They employ work organization, recruitment 

and pay practice as independent variables and job satisfaction as dependent variable. 

The results show that the pay practice is positively associated with the job fulfilment.  

 

However, performance related pay is best described as the explicit link of financial 

reward to individual, group or establishment performance (Armstrong & Murlis 

2007). There is much research about appraisal leading to pay. Research by Simmons 

(2002) disclosed strong disagreement from respondents against linking appraisal to 
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pay, citing divisive criteria and the impact on team’s performance in specific.  

Marsden and French (1998) in their study took at the Inland Revenue on the 

influence of an appraisal scheme linked to performance related pay, found that the 

scheme had the general effect of reducing motivation and teamwork.  

 

The salary an employee receives is associated with the contribution they make to the 

organization, and PA is the only way that managers can use to assess work dynamics 

that exist among staff. Several studies (Summers & Hendrix 1991; Anthony, Perrewe 

& Kacmar 1993; Milkovich & Newman 1993; Bloom 1999; Boswell & Boudreau 

2000; Milliman, Nason, Zhu & De Cieri 2002) suggest that when the employees 

perceive the salary adjustments as being unfair, then this will lead to negative feeling 

about their organizations, and this is likely to decrease their organizational 

commitment. Mathur and Gupta (2012) stated that pay practices have significant 

effect on the performance level of workers. 

 

Brudney and Coundry (1993) have described various variables that impact 

performance of the workforces in the organization. They added such like salary, 

commitment of organization, association amongst pay and performance, etc. Here are 

several empirical suggestions that there is constructive association between payment 

and performance (Tessema & Soeters, 2006; Gneezy & Rustichini, 2000). Irshad and 

Toor (2008) were of the view in their research that one of the foremost concerns is 

the employee’s perception of inequitable payment structure. They assert that 

organisation requires to correct this and suggest incremental stimuli centred on both 

the management and employee performance. According to Wright and Davis 
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(2003), the benefits that employees receive from their organizations influence 

the effort, skill, creativity and productivity that they are willing to give in return.  

2.8 Employee Engagement and Employee Performance 

One imperative way to enrich the employee performance (EP) is to concentrate on 

fostering employee engagement (EE) (Anitha, 2014). EE has begun as a potentially 

significant of EP and management discipline (Karatepe, 2009; Endres & Mancheno-

Smoak, 2008; Karatepe et al., 2012; Robinson, Perryman & Hayday, 2004). 

Performance management and appraisal have an important effect on organisational 

efficiency (Cardy & Leonard, 2014) and this should be the instant importance of 

superiors (Lawler, 2003). Findings (Buchner, 2007) have revealed that organisations 

nowadays confront tasks that need the devotion to enriching performance appraisal 

and management. One significant technique to improve the EP is to concentrate on 

fostering EE. Performance appraisal and management literature currently comprise 

findings directing on the influence of EE to EP, therefore, stressing the significance 

of engagement in the management of performance and appraisal practice (Anitha, 

2014).  

 

An investigation accomplished by Dalal et al., (2012) indicate that “employee 

engagement is the best predictors of overall employee performance” (p.295). 

Numerous researches have studied the “antecedent, predictors and outcome 

variables” of EE. These researches prove that EE has a significant link with 

establishment results and total performance (i.e. Menguc et al., 2013; Saks, 2006; 

Muduli et at., 2016; Shuck, Reio & Rocco, 2011; Schaufeli & Bakker, 2004). 
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Xanthopoulou et al (2009) connected EE with establishment great rate of “profits, 

overall revenue and growth” (p.184).  

 

In furtherance, numerous researches demonstrate that an indispensable way to 

boost EP is to lay emphasis on fostering EE. Investigation (Christian et al., 2011; 

Ameen & Baharom, 2019c; Rich et al., 2010; Macey & Schneider, 2008; 

Fleming & Asplund, 2007; Leiter & Bakker, 2010; Holbeche & Springett 2003; 

Richman, 2006) likewise submits that the existence of high rates of EE enriches 

“task performance and organizational citizenship behaviour, productivity, 

discretionary effort, affective commitment, continuance commitment, levels of 

psychological climate, and customer service”. As the influence of EE on EP 

wanted to be strengthened by this study. 

 

Demerouti and Cropanzano (2010) claim that engagement could direct to 

boosted performance as an outcome of numerous elements. This finding was 

buttressed by certain researches concluding at a positive correlation amongst 

engagement and person performance (Mone & London, 2010; Halbesleben, 

2010). Anitha (2014) done research on “determinants of employee engagement and 

their impact on employee performance” found that EE had a significant influence on 

EP. In the same vein, Ahmed and Dajani (2015) in his investigation carried out 

revealed that EE had a significant influence on occupation performance. Credit 

Union Checking Survey of the year 2013 similarly displays that establishments 

having engaged workforces reported improved income.  
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Employee positive engagement is a win-win approach because employees know how 

to identify organizational success and become successful in their contribution. Many 

scholars conclude, that it is an important factor for employee’s positive contribution 

towards organizational success and works as a facilitator to improve employee’s 

attitude, performance and objective to develop way of performance (Andrew & 

Sofian, 2012, p.507). In general, when workforce is engaging with their jobs, they 

invest their efforts in the form of hands, heart, head and emotionally occurrence in 

performing organizational work (Khan & Iqbal, 2013). 

 

Some schools described employee job performance as the aggregated value to an 

organization of the set of behaviours that an employee contributes both directly and 

indirectly to organizational goals (Borman & Motowidlo, 1993; Campbell, 1990). 

The study chose a behavioural conceptualization of job performance because 

engagement is a concept that reflects human agency, and thus it is appropriate to 

focus on consequences that are largely under an employee's volitional control. 

Moreover, because behavioural performance has multiple dimensions, this 

perspective can provide insight into the specific types of employee behaviours that 

transmit the effects of engagement to more "objective" outcomes, such as 

productivity, efficiency, and quality (Rich, Lepine & Crawford, 2010). 

 

Kahn (1990) did not explicitly outline a relationship between engagement and job 

performance. However, we have strong theoretical reasons to believe that such a link 

exists. At a general level, employees who are highly engaged in their work roles not 

only focus their physical effort on the pursuit of role-related goals, but are also 

cognitively vigilant and emotionally connected to the endeavor (Rich, Lepine & 
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Crawford, 2010; Ashforth & Humphrey, 1995; Kahn, 1990). In contrast, employees 

who are highly disengaged in their work roles withhold their physical, cognitive, and 

emotional energies, and this is reflected in task activity that is, at best, robotic, 

passive, and detached (Rich, Lepine & Crawford, 2010; Goffman, 1961; Hochschild, 

1983; Kahn, 1990). Brown and Leigh (1996) found in multiple samples that 

employees who worked harder exhibited higher levels of job performance. 

 

However, during the past two decades, employee engagement became a very popular 

managerial construct. Organisations use different engagement building tools in order 

to stay competitive and improve performance. Though there is an increasing 

contribution in human resource consulting agencies on the concept of employee 

engagement, yet there is a shortage of academic studies on that construct, especially 

in developing countries (Ahmed & Dajani, 2015). 

2.9 Theoretical Framework  

The study used three theories to explain the relationships of performance appraisal 

purposes (training, job promotion, performance feedback, performance recognition 

and financial reward) on employee engagement and performance. The main theory 

used is Social Exchange Theory (SET). Of course, SET has been widely used in 

engagement fields (Andrew & Sofian, 2012; Saks, 2006) which justified why it is 

used in this study. The relevance of the theory is that once civil service establish a 

close relationship with civil servants with the application of employee engagement 

strategies, such as regular training, prompt promotion, provision of frequent 

feedback, recognition of job well done and good payment, the employees, in turn, 

reciprocate by being committed, loyal and engaged to their jobs and the organization.  
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However, SET has some weaknesses as it doesn’t explain the relationship between 

performance appraisal purposes (training, job promotion, performance feedback, 

performance recognition and financial reward) and employee performance 

(Cropanzano & Mitchell, 2005; Sluss, Klimchak & Holmes, 2008; Heath & Heath, 

1976). In contributing to the body of knowledge, previous researchers have 

recommended that other theories can be employed to cover its weaknesses (Coyle-

Shapiro & Conway, 2004; Cropanzano & Mitchell, 2005). Therefore, additional 

theories such as expectancy theory and model of ability, motivation and opportunity 

were employed to explain the relationship and effects of performance appraisal 

purposes on employee performance to validate the existing knowledge. These 

theories premised on expectation as an inspiration for enhanced employee 

performance and contribute to the success of the organization. The relevance of the 

theories to the existing body of knowledge is fully discussed in the subsequent 

subsections. 

2.9.1 Social Exchange Theory 

This study is anchored on Social Exchange Theory (SET). SET is the most employed 

theory in the field of employee engagement (EE) (Andrew & Sofian, 2012; Saks, 

2006).  SET was promulgated in 1958 by George Homans, a sociologist with the 

publication of his work “Social Behaviour as Exchange”. He described social 

exchange “as the exchange of activity, tangible or intangible, and more or less 

rewarding or costly, between at least two persons” (p. 598). Homans summarizes the 

system in three propositions: success, stimulus, and a deprivation-satiation. With 

respect to success proposition, when people are rewarded for their actions, they tend 

to repeat such action. Accordindly, Homans emphasizes that the more a particular 
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stimulus has resulted in a reward in the past, the more likely it is that a person will 

respond to it. This expresses a stimulus proposition. Whereas, deprivation-satiation 

proposition entails that the more often in the recent past a person has received a 

particular reward, the less valuable any further unit of that reward becomes.  

 

SET maintains that commitments are created via a series of interactions amongst 

factions who are in a condition of reciprocal interdependence. An elementary 

principle of SET is that interactions develop over interval into trusting, loyal and 

mutual commitments if the factions bear by some rules of exchange (Orogbu, 

Onyeizugbe, Onwuzuligbo & Agu, 2016; Cropanzano & Mictchell, 2005). 

  

This exchange rule is generally created on reciprocity or compensation principle, 

where the activity of one faction leads to the reaction or activity of other faction 

(Saks, 2006; Gouldner, 1960). An exchange commences by one faction delivering a 

benefit to others. The beneficiary repays, and therefore a sequence of valuable 

exchange follows, spirits of joint responsibility amongst the factions are established 

(Coyle-Shapiro & Shore, 2007). An extensive view of exchange incorporates a sense 

of engagement to pay back favourable treatment. Aselage and Eisenberger (2009) 

described “employees’ obligation feeling as a prescriptive belief regarding whether 

one should care about the organization’s well-being and should help the organization 

reach its goals” (p. 98).  

 

Moreover, Aselage and Eisenberger (2009) emphasize that the exchange in social 

relations come to be stronger once both factions/parties are ready to offer resources 

that are cherished by the other. While the organisations search for highly commited 
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and dedicated workforce, the workforce in turn expects the organizations to provide 

condussive work environment and favourable treatment (Coyle-Shapiro & Shore, 

2007). Nevertheless, which of the two (2) partners commences first? The study sees 

organizations as the originators. “Positive actions directed at employees by the 

organization are argued to contribute to the establishment of high-quality exchange 

relationships” (Wayne, Shore & Liden, 1997, p. 96).  

 

Basically, this theory is related to the present study in that once civil service tries to 

establish a close relationship with civil servants with the application of employee 

engagement strategies, such as regular training, prompt promotion, provision of 

frequent feedback, recognition of job well done and good payment, the employees, in 

turn, reciprocate by being committed, loyal and engaged to their jobs and the 

organization. Engagement is a two (2) approach relationship amongst workers and 

establishment. If the workforce often received benefits from the establishment, such 

workforce would be inspired and put entirely its energy to engage in the occupation 

for good results. If otherwise reverse is the case.  

 

The only way for workers to pay back to their establishment is via their level of 

engagement. Macey and Schneider (2008) were of the view that engaged workforce 

“invest their time, energy, or personal resources” hoping that their investment would 

be compensated. Taking oneself more completely into individual’s occupation 

aspects and devoting bigger rates of “cognitive, emotional, and physical resources is 

a very insightful way for individuals” to return to the establishment’s activities 

(Medlik & Ingram, 2000; Shiau & Luo, 2012; Ma & Qu, 2011). The exchange rules 
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consist of mutuality and regulations. Thus, actions of a group would head to the 

response by the other group. 

 

Once a workforce is offered standard training, the workforce feels a sense of concern 

and it pays back the establishment by displaying engaged attitude. This engaged 

behaviour of the workforce inspires them to accomplish more than their obligations 

and expected outcomes into innovation and creativeness in the establishment. 

Furthermore, engaged workforce is the basis of inventive performance and entice 

other capable persons to the establishment. Conversely, disengaged workforce cost 

an establishment in a kind of great absenteeism, low output and turnover (Karatepe, 

2013). Employees’ training is a critical variable enhancing the performance, 

effectiveness, and efficiency of the organization (Haas & Deseran, 1981). 

 

Offering a workforce with meaningful training aids them to raise their proficiencies 

because training has been categorized as one of the key drivers of EE (Seijts & Crim, 

2006). Managers who have interest in their employees’ expansion are more likely to 

engage their employees than managers who do not show interest in their employees’ 

development (Fred & Suzanne, 2002). Training opportunities positively enhanced 

employee engagement (Paradise, 2008). Therefore, for a worker to be engaged, it is 

essential for such a worker to feel that there is a tendency of proficiency expansion or 

the prospect of upward movement. Once a workforce trained, the employees commit 

their “physical, emotional and cognitive resources” to implement their occupations 

properly (Karatepe & Ngeche, 2012).  
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In addition, trained workforce utilized their creative individual decision more 

excellently and deliver reasonable and speedy services to the public. In view of this 

exchange rule, establishments are refining their performance by administering the 

HR efficiently (Kmieciak, Michna & Meczynska, 2012). Organisations ought to 

emphasize on workforce training and promotion. This will improve employees’ 

proficiency and operative ability which would further make them to be engaged with 

the establishment and occupation (Mohda, Shaha & Zailana, 2016).  This will not 

only inspire the workforce to do well but inspires them to offer additional 

concentration to the profession and own growth. Taufek, Zulkifle and Sharif (2016), 

Anitha (2014) and, Srivastava and Bansal (2016) state that job promotion has 

become one of the indispensable aspects that would greatly inspire how a workforce 

would engage in its occupation. Therefore, it is a critical factor of EE that inspires a 

worker to realize and consequently, concentrate more on occupation and own 

growth. 

  

Similarly, once resources that are offered by the establishment for its teaming 

workforce correspond with the requirements of the workforce with respect to 

occupation promotion and remuneration rises, the workforce would develop a sense 

of responsibility in its reaction, and create constructive feedback and payments for 

the establishment (Weng & Hu, 2009). Hence, regulating the engagement rate of the 

workforce is one of the collective ways to enable their repayment to the 

establishment in occupation practice. That is, the diverse engagement rates, which 

were accomplished by the inner self-regulating and established on the outer 

behaviours to the establishment and occupation, is regularly seen as a unique form of 

feedback that the establishment offers to the workforce. 
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Effective performance feedback aids the workforce to understand their task in the 

department, hence heading to organizational attainment (Freitag & Picherit-Duthler, 

2004). The two (2) essential supporters of EE are the chance to deliver upward 

feedback and to be knowledgeable concerning the establishment’s workings (Holton, 

2009; Kang & Hyun, 2012; Basbous, 2011; Ruck & Welch, 2012). It is most 

apparent that engagement commences with a worker being educated about the 

establishment workings (Gruman & Saks, 2011; Stein, 2006). This is largely 

associated with Attridge’s (2009) assertion that there ought to be attention on 

constructive psychology which fundamentally would lead superiors to concentrate 

more on worker fortes, leveraging and applying this, as contrasting to lessening this 

and concentrating more on worker faintness. 

 

Once the workforce is offered recognition through monetary and other means by 

their establishments, the workforce would feel indebted to pay back or compensate 

the establishment via quality service delivery. According to SET, the workforce, 

after acknowledgment of compensation and recognition feel gratified to return with 

greater rate of engagement (Saks, 2006). Hamans (1958) asserts that once workers 

discover they are acknowledged for their engagements, they incline to replicate the 

act. This is categorized as EE of two-way association between the workforce and 

establishment. One way is from the workforce to pay back their establishment via the 

extent of occupation engagement. That is, the workforce would engage in their 

occupations according to establishment goals, then in reaction, they would acquire 

compensations from their establishment. Organizations must get the workforce 

completely into their occupation tasks in order to give the higher aggregate of their 

physical, cognition and emotional resources.  
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The level of employees’ engagement depends on the employees’ attractiveness of 

received payment and benefits (Anitha, 2014). Pays are significant antecedents of 

employee engagement. When employees receive handsome pay from their 

organization, they will feel obliged to respond with higher levels of engagement 

(Saks & Rotman, 2006). The employees’ level of engagement is a function of their 

perceptions of the benefits they receive (Kahn, 1990). In addition, social exchange 

entails the exchange that occur between employer and employees and the norm of 

reciprocity understanding the quality and type of exchange between the employer 

and employees is key to understanding employees’ performance. Performance 

appraisal practices can be viewed as providing pay that encourages employees to 

make meaningful contributions that are needed to realize a competitive advantage.  

 

In summary, SET shows why employees become engaged and disengaged with their 

jobs and employer. This theoretical foundation justifies the reasons why employees 

decide to engage more or less on their work, either positively or negatively, 

contingent upon the economic and socio-emotional resources received from their 

organisation, or even decide to stay with their organisation. 

2.9.2 Expectancy Theory 

The expectancy theory, propounded by Vroom (1964), is likewise recognised as the 

expectancy, valence and instrumentality (EVI) theory. Vroom acknowledged that a 

worker’s performance is built on individual level/aim factors, such as knowledge, 

skills, personality, abilities and experiences. The theory suggests that, although 

individuals may have different sets of goals, they can be inspired if they believe that 

there is a positive correlation between effort and performance, and that favourable 
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performance will result in a desirable reward. This invariably assumes that action is 

taken when individual beliefs that self-efforts lead to successful performance and to 

direct positive value or will lead to other valued outcomes. In the words of Ohemeng 

et al. (2015):  

Expectancy theory is concerned primarily with motivation, it is also 
a theory about the link between motivation and performance. 
Specifically, it proposes that high performance, at the individual 
level depends on high motivation, possession of the necessary 
knowledge, skills and abilities, appropriate role and understanding 
of that role which can be used to examine the pros and cons of an 
effective performance appraisal system (p.182).  

 
 

The theory of Expectancy is a leading theoretical framework for describing human 

inspirations. The theory of expectancy as it implies identifies that people are in the 

position to exhibit within their ability high level of effort when they understand that 

there are reasons within the effort they bring to fore, the performance they 

accomplish and basically the reward they obtain after all (Hsu, Shinnar, & Powell, 

2014). This could be better explained that people by their nature invariably do better 

if the performance of their effort is acknowledged by a specific way of appreciating 

it. People will be encouraged to do things and pursue their respective goals if they 

have faith in the worth of that objective and if they perceive that their performance 

would assist them to achieve their target. 

 

Notably, this can be clearly interpreted to an organizational set up that an employee 

will, first of all, consider how his effort could improve his performance and how his 

performance, on the other hand, would bring about the reward. By expansion, this 

relates the apprehension of the basis in the Civil Service that a civil servant brings his 
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effort to bear in the discharge of his duty and thereafter expects his input in the 

service delivery to be recognized as he anticipates promotion as at when due. 

 

At this juncture, it could be expressed that promotion, pay, feedback and recognition 

undoubtedly remain veritable tools to spur the spirit of commitment, zeal and 

determinations in civil servants thereby increasing their level of performance. On the 

other hand, denial of promotion, pay, recognition and feedback more often than not 

demoralize civil servants. In the view of the researcher, feeling of demoralization 

may lead to poor performance. 

 

Vroom in a bid to analytically explain his Theory of Expectancy went ahead to give 

an illustration of the theory as shown in Figure 2.2. 

 

 

 

 

 

 

 
 
Figure 2.1 Expectancy Theory  
Source: Vroom, V. (1964) 
 

According to Vroom (1964), people are inspired to perform at work: (1) if they 

believe their efforts would be rewarded (Expectancies) and (2) if the incentives they 

expect to obtain are important to them (Valences). Vroom emphatically expressed 

that theory of expectancy is premised on expectation as an inspiration for enhanced 

performance. Thus, the key constructs in the theory of Expectancy of motivation are: 

 

Effort  

 

Performance  
 

Reward  

Will my effort 
improve my 
performance? 

Will performance 
lead to rewards? 

Will rewards satisfy my 
individual goals? 
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 Valence: this refers to the importance individual places on the reward to be 

earned. It also means the depth of the needs of an employee for extrinsic reward 

(such as pay, promotion, recognition, time-off, benefits, etc.) or intrinsic (such as 

work satisfaction, feedback) reward. Management must discover what 

employees’ values are.   

 Expectancy: it refers to the extent to which individual believes that he has the 

necessary skills and abilities to work at this level. It is further suggested that 

employees have different expectations and levels of confidence about what they 

are capable of doing and management must discover what resources, training or 

supervision employees need. 

 Instrumentality: instrumentality means the belief (force) that the employee holds 

that his hard work will lead to reward. That is, the perception of employees as to 

whether they will get what they desire, even if it has been promised by a 

manager.  

 

Thus, the theory shows that workers would be inspired to perform better when they 

perceive their efforts would lead to greater performance (expectancy), that greater 

performance would result in incentives (instrumentality) and that incentives are 

significant to them (valence) (Hsu, Shinnar & Powell, 2014; Akuoko & Kanwetuu, 

2012). This attempt would result to better performance appraisal and would be 

followed by the incentives of the organization like a job promotion or increments in 

salary, bonuses and recognition which would satisfy individual desires later 

(Ohemeng, et al., 2015). 
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The relevance of this theory in its interpretation in the Civil Service buttresses the 

notion that promotion, training, financial rewards, feedback and recognition are 

useful means toward influencing civil servants to perform optimally in their 

respective assignments. For instance, a civil servant may be convinced as regards 

working harder when he sees something worthy to be achieved in return for his hard 

work. This is in the practical translation of what Vroom refers to as valence in his 

theory of expectancy.  

 

On the contrary, civil servants may seek redress whenever they see they are perhaps 

denied certain rewards, or the civil service is not taking due cognizance to the 

supposed acknowledgement of their performance while they disregard their own fair 

play of performance so expected of them. It is a common knowledge that there are 

two sides to a coin because the civil servants as a matter of concern must understand 

the essence of being paid the required attention to service delivery to achieve 

efficiency and effectiveness which has always been the central target of the civil 

service. 

 

However, the civil servants have to adequately reward/paid financially for them to 

put best in discharging of their responsibilities. Once they know that salary is giving 

commensurate with their performance, it is likely they may do better. Therefore, 

wages and salaries can influence action and encourage extra effort, creativity or any 

other kind of non-routine performance of civil servants in the civil service. These 

influence the performance of civil servants only when the increment or net gain for 

them is large enough. Invariably, civil service needs reward the workers adequately 
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to enhance their morale and ‘productivity pay’ or compensate for work done 

(Osibanjo, Adeniji, Falola, & Heirsmac, 2014). 

 

Similarly, Frye (2004) stated that payment plays a vital role in human capital-

intensive firms to attract and retain the expert workforce. Therefore, civil service 

needs to note that pay is one of the main considerations because it provides the 

tangible rewards for the employees for their services as well as a source of livelihood 

(Sherman et al., 1998). Furthermore, Civil service needs to recognise and 

acknowledge the work that is well done by civil servants, praise, and recommend a 

good/excellent worker to represent the organisation on important occasions.  

 

Employee recognition consists of personal attention, expressing interest, promotion, 

pay, approval and appreciation for a job well done (Robbins, 2003). Generally, in the 

workplace, recognition is considered as the most powerful tool for employee 

inspiration (Robbins 2003). Civil servants want to be recognized. They want to know 

that their superiors appreciate their work in the organisation. Consequently, it may 

include formal public recognition in the form of appreciation letters, gifts, increasing 

benefits of employees, incentive-based payments so that these can strengthen the 

behaviour of the worker to perform better (Khan, Waqas & Muneer, 2017; 

Torrington, Hall, Taylor & Atkinson, 2009). Employees expect to receive things 

from their organization in exchange for actions that they perform or contributions 

that they make to their organisation. Employees tend to form these beliefs and 

expectations automatically.  
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Moreover, employee performance may be attained through instant feedback. Regular 

feedback regarding employee performance may provide the direction for the 

employee to improve his/her performance (Sitati, Were, Waititu, 2016). Feedback 

procedure needs to be a two-way message process and a combined obligation of 

supervisors and workers, not only the supervisors.  Civil service responsibilities 

require the provision of feedback in a constructive, timely and candid manner. While 

Civil servants’ obligations require asking for feedback to make sure that they 

comprehend how they are performing and responding to the feedback they get.  

Directors need not to neglect feedback because it offers guidance to employees, 

whether positive (remain on track) or negative (guidance to the correct path). This 

may create a bond and adds value to the relationship between managers and 

employees (Khan, Waqas & Muneer, 2017).  

 

The system side of this theory in relation to the study is that civil service and its 

employees (civil servants) operate like a system whereby if any part is affected it 

would affect the whole. This is because if civil service fails to provide what is 

expected of it, such as promotion as at when due, better and regular pay, feedback as 

well recognition of a job well done to employees, this might prevent employees from 

putting their best. And this will affect the level of service delivery to the public. 

Bearing in mind that the Civil service cannot do without the civil servants and the 

civil servants cannot do without the civil service. Hence, a symbiotic relationship 

exists between the civil service and the civil servants. This symbiotic relationship 

may lead to improved employee performance.  
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In the view of the researcher, the Civil service may consider having a good reward 

system, employee training, employee recognition policy, financial rewards, timely 

promotion and feedback to meet the expectations of high performers (Vroom, 1964). 

Also, to strengthen the influence of performance appraisal practices on performance 

of civil servants, civil service may ensure that the employees have a sense of 

belonging by showing that civil servants are valued in the organisation. This supports 

the notion that employees are the most valuable assets of the organization 

(Armstrong & Taylor, 2014). Morale of the workforce may be boosted when 

employees feel that the organization appreciate their efforts. When the morale of the 

workforce is high, this may result in increased productivity both at individual and at 

organisational levels (Ali, & Ahmed, 2009).  

 

In summary, based on expectancy theory, it is essential to note that human beings by 

nature are always at their best when they receive recognition/commendations and 

feedback on performance. Also, financial incentives, and timely promotion enjoyed 

by civil servants are necessary ingredients to enhance employee performance.  

2.9.3 Theory of Ability, Motivation and Opportunity (AMO) 

The Ability, Motivation and opportunity (AMO) framework was 

originally proposed by Bailey (1993) and developed by Appelbaum et al., (2000). 

Model of AMO is an excellent and structured framework that provides a better 

understanding of the relationship between PA/HRM practices and performance. 

The effectiveness of the model's proposal appears to be beyond doubt (Marin-

Garcia & Tomas, 2016). Survey of literature reveals that more than half of the 

articles published after 2000 adopted AMO (Ability, Motivation and 
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Opportunity) theory. As posited by Jiang, Lepak, Hu, and Baer, (2012), 

numerous scholars have adopted ability-motivation-opportunity (AMO) model of 

HRM and observed that employee performance is contingent on the roles played 

by its three indispensable mechanisms which are ability, motivation, and 

opportunity. 

 

The AMO theory suggests that there are three independent work system components 

that shape employee characteristics and contribute to the success of the organization. 

Organizational interests are best served by a system that attends to the employees’ 

skill, inspiration, and prospect (Lepak et al., (2006). This theory can be used to 

provide organizational leaders with a management tool that can impact performance. 

Therefore, the theory will also be used to explicate the influence performance 

appraisal purposes (training, promotion, Recognition feedback and financial reward) 

on employees’ performance. 

 

According to the AMO model, performance of the firm can be expedited through the 

three factors (i.e. ability, motivation and opportunity). The first (ability) factor can be 

achieved through training. Jiang et al. (2012) asserts that ability of the firm’s human 

capital can be enhanced through broad training. The ability of the employee is the 

knowledge and skills the employee has to do the job. The management in an 

organisation need do a great job of identifying the employees' training need during 

performance appraisal process. Mohamud (2014) assert that training is an essential 

element of every organisation if the value and potential of its people is to be 

harnessed and grown. The implementation of training and development programs are 

critical factors that most organizations need in order to enhance employee 
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performance. Therefore, for effective use of human resource the level of training and 

skills of an employee is very critical for any organization. Training and development 

should be considered as the main determinants of job performance (Sikul, Harun, 

Mohtar, & Eranza, 2015). 

 

Mohamud, (2014) and Marin-Gacia and Tomas (2016) concluded that properly 

trained employees are highly inspired and have more sense of responsibility hence 

requiring less supervision which in-turn increases the organization’s ability in 

attaining its mission. AMO model proposed that empowered and inspired employee 

with boosted KSAs would remain in the organization and record higher performance 

which consequently enhance higher organizational performance (Appelbaum & 

Kamal, 2000; Boxall & Macky, 2009; Browning, Danob & Heinesen, 2006; 

Gyensare & Asare, 2012; Wood & Wall, 2007). Employees need to be provided with 

appropriate training and development opportunities to overcome weaknesses in 

performance identified through the appraisal process (Ying, 2012).  

 

Furthermore, the second aspects of AMO theory, which is motivation, is very 

important in enhancing performance of employees in an organisation which includes 

developmental performance management and appraisal, competitive compensation, 

incentives and rewards, extensive benefits, feedback, promotion and career 

development, and job security. All these are meant to boost employee inspiration.  

Parry and Kelliher (2009) posited that promotion possibilities influence the 

behaviour of individuals in the organization and stimulate individuals to greater 

abilities to move ahead. Promotion is used as a reward and an inducement to 

better work performance and other organizationally approved forms of 



 

  119 

behaviours. People will work harder if they feel this will lead to promotion. They 

will have little inspiration if they feel that better jobs are reserved for outsiders.  

Therefore, Civil service should ensure that their employees are promoted as at 

when due via performance of employees. 

 

Reasonable promotions encourage employees to do their best knowing that good 

performance will be rewarded. The employee is inspired in this type of reward to 

contribute all his efforts in order to gain managements trust and acquire their 

delegation and responsibility (Khan, Waqas & Muneer, 2017). In cases where 

employees feel that promotions given in organisation are not justified and a dubious 

means such as favouritism is used to promote employees, employees are likely to 

look for jobs in other firms that promote their employees based on justified and 

genuine results (Sitati, Were & Waititu, 2016).  

 

Byron (2007) states that feedback is continuously a huge source of inspiration to 

enhance employee performance for the following period of time. He contends that 

feedback would be to inspire performance of employee, which directly heads to the 

accomplishing of person targets, while underperformance can be corrected or dealt 

with properly. Fandray (2001) emphasises that feedback need to be relevant, instant 

and recurrent. It should be positive, reasonable and precise. It also needs to be 

centred on critical accomplishment factors of task performance as emphasised in the 

performance appraisal procedure.  Organisation need to ensure that regular and 

timely feedback are given to employees in order to know their strength and 

weakness. 
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More so, Khan, Waqas & Muneer, (2017) assert that reward and recognition 

approach have been developed and adopted in the world with the aim of increasing 

employee performance. The reward can be in the form of cash, recognition and 

praise or a combination of both. (Khan, Waqas & Muneer, (2017). Entwistle (1988) 

is of the view that “if an employee performs successfully, it leads to organizational 

rewards and as a result inspirational factor of employees lies in their performance”. 

Furthermore, he has stated that when an effective rewards and recognition are 

implemented within an organization, favourable working environment is produced 

which inspires employees to excel in their performance. In addition, employees take 

recognition as their feelings of value and appreciation and as a result it boosts up 

morale of employee which ultimately increases productivity of organizations (Khan, 

Waqas & Muneer, 2017). In order to influence personnel via performance appraisal 

strategy, the procedure need to be employed for recognition and repayment. 

 

Many studies have proven the positive relationship between compensation and 

performance as the stimulus (Sikul, Harun, Mohtar, & Eranza, 2015). Cheng (2014) 

and Shahzad, Bashir and Ramay (2008) affirm that PA/HR practices 

(compensation/pay, promotion and performance evaluation) have a significant effect 

on job performance. Ismail and Zakaria (2009) say compensation in the form of 

financial acts as a referee towards job performance. Pay has an inspirational value 

consequently increment in pay often leads to increase in performance (Fapohunda, 

2012). In order to improve and increase job performance levels of civil servants, civil 

service must provide good remunerations and payments. Additionally, highly 

competitive wage system promotes employee commitment and thus results in the 
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attraction and retention of a superior workforce. Level of wages and salaries of civil 

servants need to be reasonably in line with what is prevalent in the labour market.  

 

Moreover, the third aspect of AMO is Opportunity-enhancing HR practices. They are 

the performance appraisal practices meant to encourage employees to use their skills 

and stimulus to accomplish organizational objectives. Opportunity-enhancing HR 

practices include promotion. Hence, the selection of the variables of this study is 

grounded by AMO model.  Adoption of the framework that encompasses three 

dimensions of HR systems is informed by investigation of differential effects of the 

three dimensions of HR systems on various types of PA/HR outcomes (Jiang, et al., 

2012).  

 

Furthermore, AMO framework is considered to focus on the significance of 

considering variables at the individual level like workers’ skills and competences (A 

=abilities), their motivation (M = motivation) and their (O= Opportunity) to partake 

(Boselie, Dietz & Boon, 2005). More so, the direct effect of motivation and 

opportunity on employees’ performance cannot be achieved except with inclusion of 

the essential skills and knowledge to carry out the PA/HRM practices in the 

workplace (Cummings & Schwab, 1973). Hence, the role of ability in the 

enhancement of performance is inevitable, so also the role of motivation and 

opportunity. Also, ability has be found to directly predict performance while 

motivation and opportunity are found to either increase or decrease the influence of 

ability on performance. 
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Conclusively, the effectiveness of the model's proposal appears to be beyond 

doubt. In fact, a well-trained and skilled employee will perform better, and an 

inspired worker will be ready to go the extra mile. Likewise, if the work 

environment does not provide adequate opportunities, both abilities and 

inspiration might become meaningless. Civil service should increase the ability of 

the civil servants, inspires employees and provides opportunities to contribute to the 

organisation. Employees get inspired to work when they get frequent promotions 

after appraisal system in their workplace. However, some contended that factors such 

as promotion, training and career development, and appreciation and improved 

workplace environment gives employees greater opportunities, and this will either 

directly or indirectly enhance their satisfaction and performance on the job.  

2.10 Conceptual Framework   

A conceptual framework clarifies, either graphically, or in narrative method, the key 

aspects or items to be studied: the important factors, constructs or variables and the 

expected relationships between them (Miles & Huberman 1994).  

 

In this study, the underpinning theories for the conceptual framework are Social 

Exchange, Expectancy and AMO theories by Homans (1958) and Vroom (1964) 

respectively. According to the social exchange, theory relationship starts when one 

party provides benefits to someone, and he or she gets the return of exchange 

(Gouldner, 1960). The social relationship could be enhanced when both parties 

willing to provide valuable resources to another party (Aselage & Eisenberger, 

2003). That is, the employer seeks for loyalty, and an employee seeks for beneficial 

treatment (Coyle-Shapiro & Shore, 2007). According to expectancy theory, people 
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are inspired to perform at work if they believe their efforts would be rewarded and if 

the incentives, they expect to obtain are important to them (Valences). Vroom 

emphatically expressed that theory of expectancy is premised on expectation as an 

inspiration for enhanced performance. While AMO theory suggests that there are 

three independent work system components that shape employee characteristics and 

contribute to the success of the organization. 

 

The framework parts of this study are an empirical study that is theory testing in 

nature, and it has to do with examining the relationship between independent 

variables (training, promotion, feedback, recognition and financial reward) and 

dependent variables (employee engagement and employee performance). Findings 

from review of the previous literature and evidence from the organisation attested to 

the fact that training, job promotion, performance feedback, performance recognition 

and financial reward have relationships with employee engagement and employee 

performance (Paradise, 2008; Taufek, Zulkifle, & Sharif, 2016; Selvarasu & Sastry, 

2014; Mutunga, 2009; Scott, et al., 2010; Mollel, Mulongo & Razia, 2017; Mathur & 

Gupta, 2012). 

 

Moreover, the framework described the relationship of training, promotion, 

feedback, recognition and financial reward with employee engagement and employee 

performance within the context of civil service in Kwara State, Nigeria as shown in 

Figure 2.2 below 
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Figure 2.3 The framework of the study 

2.11 Hypotheses Development 

In line with the objectives of the study and available evidence in the literature, the 

following hypotheses were developed. Hypotheses (H1 – H5) were developed based 

on the first five of the objectives of research of this study, which were concerned 

with the effects of independent variables on the first dependent variable.  

 

H1   Training has significant relationship with civil servant engagement in Kwara 

State. 

H2   Job promotion has significant relationship with civil servant engagement in 

Kwara State. 

H3  There is a significant relationship between performance feedback and civil 

servant engagement in Kwara State. 

H4  Performance recognition has significant relationship with civil servant 

engagement in Kwara State. 

H5
   There is a significant relationship between financial reward and civil servant 

engagement in Kwara State. 

 

Training 
Employee Engagement 

 Job Promotion 

Performance Feedback 

Employee Performance 
Performance Recognition  

Financial Reward  
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The second set of objectives provides ground for hypotheses (H6 – H10) which were 

related to the effects of the independent variables and second dependent variable. 

 

H6  Training has significant relationship with civil servant performance in Kwara 

State. 

H7   Job promotion has significant relationship with civil servant performance in 

Kwara State. 

H8    There is a significant relationship between performance feedback and civil 

servant performance in Kwara State. 

H9  There is a significant relationship between performance recognition and civil 

servant performance in Kwara State. 

H10
   Financial reward has significant relationship with civil servant performance in 

Kwara State.  

 

The third set of hypotheses (H11) was developed in line with the research objective 3 

which concerned with the effect of first dependent variable on second dependent 

variable. 

H11 Civil servant engagement has significant relationship with civil servant 

performance in Kwara State. 

2.12 Chapter Summary  

This research concentrates on the assessment of impact of performance appraisal 

purposes (training, promotion, feedback, recognition, and financial reward) on 

employee engagement and employee performance in Kwara State civil service, 

Nigeria. The chapter two critically and extensively reviewed of relevant literatures in 
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line with the objectives of the study. It is also reviewed and discussed conceptual 

framework of the study to explain the direction and how the variables of the study 

are influenced and related to each other, and finally provides theories and framework 

for the study.  
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CHAPTER THREE 

RESEARCH METHODOLOGY 

3.1 Introduction  

The chapter two of the research has reviewed and discussed the related literature on 

employee engagement, employee performance and performance appraisal purposes 

such as training, promotion, feedback, recognition, financial reward. Therefore, this 

chapter discusses the various methods required to accomplish the research purposes 

for this study. It was also discussed the methods for answering the research problems 

such as research philosophy, research area, research design, study population, sample 

size and sampling technique, measurement and instrumentation, pilot study, 

reliability and validity. The chapter was further present the research procedures and 

processes for the data collection and data analysis that would employ in this research. 

3.2 Research Philosophy 

Research paradigm reflects on the philosophical foundation and focuses from various 

perspectives that are required in every research (Morgan, 2007). It stresses 

ontological and epistemological foundation upon which a research rest. This may be 

in the form of model, ideology and conceptual clarification. The adoption of a 

paradigm depends on the nature of a research. Like other research methodology, a 

mixed method approach has its own merits and advantageous, and weaknesses. 

Although a mixed method is strong for research triangulation, there are controversies 

on what paradigm is suitable for a mixed method approach (Amaratunga, Baldry, 
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Sarshar, & Newton, 2002). These issues emanated from the 1970’s and 80’s 

paradigm dichotomy due to the criticisms of the positivist paradigm whose 

propositions were based on the constructivism as an alternative to the positivism 

paradigm (Hall, 2012).  

 

Positivist paradigm, which is also referred to as scientific paradigm, is a contribution 

of the French Philosopher which is universally known as Auguste Comte from 1798-

1857 (Mack, 2010). The positivist paradigm is commonly used in social science 

research. Those who belong to this school of thought believed that researchers could 

study reality. It is also believed that, social life could be represented by using 

quantitative through experimentation and correlation to know the cause and effect 

among variables in research (Creswell, 2009). 

 

The deductive inquiry is employed by the positivists to conduct a test on hypotheses 

based on empirical evidence and theories. The deductive inquiry is aimed at drawing 

conclusions for the generalization of research. It also gives room for the revision of 

theory (Bell & Bryman, 2007). Positivist researchers according to Bernard and 

Bernard (2012) study precisely on quantitative measures. They seek for value-free 

science, test theories with relevant statistics as well as see a replication of studies as a 

very important issue. In variably, quantitative investigation involves basic features, 

such as stressing a deductive method and testing of theory (Cresswell, 2009; 

Corbetta, 2003), pursuing the actual science ideal and positivism in specific. 

Consequently, quantitative study rather reflects social reality as being an external 

reality and develops on the ontological stance of objectivism (Bryman and Bell, 

2007). 
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On the other hand, interpretive paradigm, also referred to as constructivist or anti 

positivist as an underpinning philosophy of a Mathematician and German 

Philosopher, Edmund Husserl from 1859-1938 (Wills & Nilakanta, 2007). The 

interpretive assumption is that, human life can be studied through observation, 

interview, case studies and others (Lincoln & Guba, 1994). In addition, interpretivists 

are of the view that, social reality is socially constructed and subjective, with both 

participants and the researchers relating to know the phenomenon from the 

perspective of the individual. In another word, it is also referred to as qualitative 

design. The qualitative research proposes important features, such as placing an 

emphasis on words in its place of figures, taking an inductive technique and put 

emphasis on theory generation. Besides, qualitative study usually discards a real 

science technique, but rather reflects how persons construe the social world, and 

refers/signifies to the ontological orientation of constructivism (Cresswell, 2009; 

Bryman & Bell, 2007). In short, while qualitative investigation is involved with 

“understanding the social world through an examination of the interpretation of that 

world by its participants” (Bryman & Bell, 2007, p. 401), quantitative investigation 

emphases on testing of theory and “embodies a view of social reality as an external 

objective reality” (Ibid, p.28). 

Table 3.1 
Shows the essential dissimilarities between quantitative and qualitative investigation    
approaches. 

Orientation Quantitative Qualitative 

Principal orientation to the 

role of theory in relation to 

research. 

Deductive; testing of theory Inductive; generation of 

theory 

Epistemological orientation 

positivism 

Natural science model, in 

particular 

Interpretivism 

Ontological orientation Objectivism Constructionism 

Source: Modified from Bryman (2008, p. 22) 
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Many years ago, there has been much criticism connected with both methods 

(quantitative; Positivist paradigm and qualitative; interpretive paradigm). 

Quantitative techniques are unlikely to be sufficient to describe the degrees of 

respondents’ attitudes and conducts (Malhotra & Birks, 2003) and have a tendency to 

be very poor at utilising the subjective dimension of conduct (Marsh, 1982). In 

furtherance, the quantitative system has been claimed to be artificial, to utilise 

measurement processes built on superficial accuracy, to differentiate the social world 

from the specific individual and to largely abandon the difficulty of the social world 

(Bryman & Bell, 2007; Payne & Payne, 2004). While qualitative techniques are 

condemned for not being technical, influenced by the investigator’s subjective 

opinion, problematic to inspect or to replicate and constrained concerning the 

generalisation of outcomes, it tends to disregard representative sampling, since their 

findings are based on a single case or only a few cases (Malhotra and Birks, 2003). 

 

The general contradictions between the two approaches have led to a battle between 

theorists and researchers who solely advocate either the quantitative or qualitative 

paradigm (Tashakkori & Teddlie, 1998). What has been labelled “paradigm wars” 

was based on the perspective of research purists, arguing that quantitative and 

qualitative methods are incompatible (Tashakkori & Teddlie, 1998, p. 11), based on 

the notion that “research methods carry epistemological commitments” and that 

“quantitative and qualitative research are separate paradigms” (Bryman & Bell, 

2007, p. 643). Similarly, other alternative approaches such as the post-positivism, 

constructivism-interpretivist, transformative-emancipatory and the pragmatism 

approach evolved from different school of thoughts to address the divergent views 
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and controversies that have already existed (Creswell & Clark, 2017; Hall, 2012, 

Teddlie & Tashakkori, 2003). 

 

However, several authors have criticised the dichotomisation of the two research 

methods, demanding a more pragmatic approach to overcome this battle (Tashakkori 

& Teddlie, 1998). Newman and Benz (1998) suggested that quantitative and 

qualitative approaches should not be viewed as opposites or dichotomies; instead, 

they represent different ends on a continuum. Consequently, as a way to overcome 

the paradigms war, the pragmatism paradigm was postulated by Howe (1988); this is 

mainly based on a compatibility thesis, arguing that quantitative and qualitative 

methods are indeed compatible. The pragmatism paradigm focuses on the solution of 

problems and is not committed to one paradigm. Hence researchers “are free to 

choose the methods, techniques, and procedures of research that best meet their 

needs and purposes” (Creswell, 2009, p. 11). To draw from the strengths and 

minimise the weaknesses of both quantitative and qualitative methods in a single 

research study, mixed methods were employed in the present research (Teddlie & 

Tashakkori, 2003; Johnson & Onwuegbuzie, 2004). 

  

The issue of which best philosophical foundation to anchor a particular research is 

always a pertinent research challenge face by most research.  It requires careful 

planning (Pettigrew, Woodman, & Cameron, 2001). Hall (2012) argued that despite 

the different philosophical views established by different scholars to adopt the most 

suitable philosophical foundation, the adoption of a particular paradigm must be 

justifiable and used to explain a social phenomenon or the topic under study. 

Likewise, Johnson and Onwuebguzie (2004) posited that the adoption of 
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philosophical bases for a mixed method approach is its ability to offer a realistic and 

practical solution to both quantitative and qualitative inquiry. Subsequently, Hanson 

et al. (2005) submitted that the researcher has the prerogative to choose the 

appropriate paradigm for specific research depending on the respective research 

problem addressed in a specific study.  

 

This research aligns its philosophical approach with the pragmatic perspective which 

corresponds with the nature of this study. The pragmatic school of thought stresses 

the use of both quantitative and qualitative method for inquiry. This study is not 

restricted to a particular method of inquiry. It emphasizes the use of diverse 

approaches to investigate the under studies social phenomenon derived from various 

sources based on divergent views and opinions (Creswell, 2003). This approach has 

gained popularity among scholars especially in the area of mixed method approach 

due to its philosophical assumptions and approaches in addressing social 

phenomenon (Teddlie, & Tashakkori, 2010).  The pragmatic school of thought draws 

on the assumption of “what works” using different approaches in understanding and 

addressing an issue rather than emphasizing on what it should be. This approach 

offers researcher’s opportunity to view social issues from various angles based on the 

assumption that social actions occur within the ambience of social, political and 

historical context (Creswell, 2012). This approach therefore has been advanced by 

social scientists in empirical studies to address social issues using mixed technique 

approach. 

 

In view of the foregoing explanation, this research is based on social life which could 

be studied using quantitative and qualitative approaches. 
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3.3 Research Area 

The emphasis of the study is on Kwara State, Nigeria. Nigeria is positioned on the 

Bight of Guinea in Africa of West between latitudes of 4o and 14o north and 

longitudes of 3o and 14o east (see Fig. 3.1).  Its fellow neibouring states are Niger, 

Benin, Chad Republics and Cameroon. Nigeria has thirty-six (36) states including the 

Federal Capital Territory, Abuja. The republic runs “federal system of government. 

Before its independence on October 1, 1960, the territory now known as The Federal 

Republic of Nigeria was under the British colonial rule” (Ekpe, Daniel & Ekpe, 

2013. P. 49).  Currently, the republic has increased extremely to a population level of 

near 152,217,341 people. Nigeria is a mixed civilisation with numerous ethnic, 

cultural and lingual varieties.  A substantial size of the populace of the republic is 

hired in the civil segment. 

 

However, Kwara State is situated in the northern part of Nigeria specifically north 

central. The State occupies an area of 36, 825 square kilometers and has the 

population, which is put at 2, 748,100 by the National Population Commission of 

Nigeria (NPCN, 2011). In Nigeria classification, there are six geo-political zone 

namely: North-East (Borno, Yobe, Adamawa, Bauchi, Taraba and Gombe), North-

West (Kaduna, Kano, Katsina, Sokoto, Zamfara, Kebi and Jigawa), North-Central 

(Kwara, Kogi, Niger, Plateau, Benue and Nasarawa ), South-East (Abia, Anambra, 

Eboyin, Enugu and Imo), South-South (Bayealsa, Rivers, Cross River, Akwa Ibom, 

Edo and Delta) and South-West (Lagos, Oyo, Ogun, Osun, Ekiti and Ondo). Among 

the states falls in central geo-political zone, Kwara State also falls in the center and it 

is a state where violence is absent. 
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The State consists of sixteen (16) Local Government Areas. The sixteen Local 

Government Areas were divided into three senatorial districts. “The three senatorial 

districts are: Kwara Central, Kwara North and Kwara South. Each of the districts 

comprises: Kwara Central four LGAs (Asa, Ilorin East, Ilorin South, Ilorin West), 

Kwara North: five LGAs (Baruten, Edu, Kaima, Moro, and Pategi), and Kwara 

South, seven LGAs (Ekiti, Ifelodun, Irepodun, Isin, Offa, Oke-Ero, and Oyun)” 

(Abdulbaki, 2012 p.132). The state distribute the key appearances of Nigeria in terms 

of multi-ethnicity (the three main Nigerian dialects of Hausa, Yoruba and Igbo are 

enunciated by inhabitants of the state), the inhabitants please the Muslim/Christian 

share of the country, and they exist in the areas that sustain the requirement of 

arrangements as city and rural parts.  There are women and men of diverse socio-

economic position in the state. 

 

Kwara state is surrounded in the north by Niger state, in the south by Osun, Ekiti and 

Oyo state, in the east by state of Kogi and in the west by the Benin Republic; a 

nearest West African state. This exclusive structural standing of the state on the 

Nigeria map made it the gateway amongst the southern and the northern parts of the 

nation (http://www.kwarastate.gov.ng). This location similarly plays the main part in 

the course of dissemination of development across the nation and the nearest nation. 

The state has main indications of growth like ministries, national health facilities, 

airport, universities and other tertiary institutions. The attendance of various federal 

parastatal and institutions in the state make it a miniature of Nigeria.  

 

Kwara state government is organised alongside with the Britain model and has an 

official governmental arrangement with 19 ministries. His Excellency, the Governor 
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of Kwara state, is the head of state and likewise acts as the Executive of the state. 

The Governor’s Office is the central organising body for the whole government 

ministries and agencies in the aspect of general policy formulation and execution. It 

similarly performs as the principal agency in the administration and organisation of 

the government and the civil service. Its role comprises the setting up of policies of 

civil service, administrative guidelines and procedures, as well as the running of their 

application.  

  

Concern upon the strength of Kwara’s civil service is drew in Kwara’s fresh long-

term development agenda, which covers a general vision, or Nigeria‘Vision 2020’. 

This strategy wishes to improve good governance in civic and private segments, 

great quality public services, contemporary and practical legal and regulatory 

agendas and well-organized government procedures that require a smallest of 

administrative red tape. At the mind of this established development is the 

governments require to appraise the performance of the whole of its civil servants. 

As the biggest employer of labour in Kwara state, Nigeria, the Civil Service in the 

state has been answerable for the state’s political peace, stability and prosperity. In 

the perspective of Kwara state, a civil servant is any worker employed for the Kwara 

State Government, apart from those in the Police Force or Armed Forces. 

 

Centred on the researcher’s opinions from having worked for the Kwara Government 

for ten years, the present performance appraisal scheme in Kwara’s civil service is 

established on the annual appraisal form (APER). Currently, there is merely one 

standard performance appraisal system in Kwara’s civil service; this was advanced 

by Nigeria’s Public Service Section back in 1988 Civil Service Reform and the 
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Ayida Reform of 2008 urged the opening of objective setting and system of 

performance appraisal in the public organizations, which was established on 

“objective assessment, subject to measurable job performance and demonstration of 

professional competence with effective rewards and sanctions”. Figure 3.1 and figure 

3.2 shows the Nigeria and Kwara state maps. 

Figure 3.1 Map of Nigeria 

Figure 3.2 Map of Kwara State, Nigeria 
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3.4 Research Design  

One of the rudimentary phases in doing a research project is the preparation of 

research design in connection with the purposes of the investigation. Kinnear and 

Taylor (1983) in the articulation of its significance, described a research design as: 

“… the basic plan which guides the data collection and analysis phases. It is the 

framework which specifies the types of information to be collected, the sources of 

the data, and the data collection procedure” (p. 118). In addition, the research design 

offers an overall impression of the investigation (Hair, Bush & Ortinau, 2003). 

 

In choosing a research strategy, this research subscribes to Churchill’s (1979) 

assertion that there is no accurate design for a specified problem. Therefore, a mixed 

method approach is adopted in this research study. The significance of this technique 

is to institute convergence of approaches on this research (Campbell & Fiske 1959) 

to “ensure that the variance reflected is that of the trait and not of the method” (Jick, 

1979 p. 602).  Denzin (1978) appropriately defines this as a mix “between or across 

method”. The mixed approach technique is best appropriate for attend to the 

difficulties in social science enquiries which neither quantitative nor qualitative 

could alone answer. In furtherance, Creswell and Tashakkori (2007) emphasizes that 

this technique is further open to the interdisciplinary kind of investigation like this 

present one which area through performance appraisal purposes and civil servant 

engagement and performance fields. 

 

However, relatively recent, the antecedence for the adoption of this technique has 

been fully recorded in the literature (Imoh, 2008; Clift, 1990). The mixed approach 

technique study has been well-known for its strength/influence in “cross-validation 
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of data and test of external validity” (Green, Caracelli, & Graham, 1989). Freimuth, 

Massett and Meltzer (2006) observe an over-concentration on quantitative research 

and consequently call for a mixed method design. In adopting the mixed method 

approach, data for this study was gathered using both quantitative and the qualitative 

approaches in a dominant less dominant design. It equally helped to strengthen the 

reliability and validity of the adopted and adapted instruments. Because majority of 

items for measuring the variables understudies in this research emerged from 

corporate context, there is a need to conduct a reliability test on the measures in the 

civil service context.  

 

The quantitative technique approach assists the investigator the opportunity to assess 

reality without getting included in the study thus reducing bias (Creswell, 1994). It 

similarly permits simplification of findings by incorporating each element of the 

populace in the study via a careful selection of a representative sample. Therefore, 

this research utilised survey method via the instrumentation of questionnaires to get 

information from the field. The outcomes of the study are complimented by 

qualitative design to explore the relationships of training, promotion, feedback, 

recognition and financial reward on employee engagement and employee 

performance.  

 

The in-depth interview assists the respondents the opportunity to state their personal 

view thereby permitting the investigator examine the issue of ‘why or how?’ in 

depth. An examination of approaches utilised in an assessment of years’ ago research 

revealed the main use of quantitative survey method upon which a strong case for 

mixed of methods was made (Govaerts, et al. 2013). Therefore, a dominant-less 
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dominant mix of quantitative and qualitative methods (Creswell, 2014) was adopted 

with an opinion to reinforcing the numerical outcomes of quantitative with those of 

qualitative. This incorporation further reinforced the study model, instrument, and 

results. Similarly, study on performance appraisal practices conducted by Mollel, 

Mulongo and Razia, (2017) utilised both quantitative and qualitative systems built on 

the principle that “qualitative techniques probe opinions, practices, and beliefs, while 

quantitative research measures and counts” (p. 45). In specific, this study adopts 

mixed research approaches for the following key reasons. First and foremost, the 

literature review has shown that investigation concerning employee engagement and 

performance in the public sector has continuously been ignored and not attended to a 

great extent. Secondly, because majority of items for measuring the variables 

understudies in this research emerged from corporate context, there is a need to 

conduct a reliability of the measures in the civil service context.  

 

According to Creswell (2009), there are four basic features inspire the pattern of a 

mixed technique approach namely: timing, mixing, weighting and theorising. He 

stresses that the two methods (qualitative and quantitative) could both be run or 

string concurrently or sequentially with any of them coming first. The weight denotes 

the importance conferred either of the techniques while mixing denotes the segment 

of the technique at which the mixing was completed. His emphases further that 

mixing of the methodologies is linked when the examination of a method is 

employed to recognise participants for data collection for the other. Nonetheless 

combined when qualitative and quantitative studies are carried out concurrently with 

the manuscript in the qualitative scheme converted into numbers and the numbers are 

equated with the ‘descriptive quantitative data’ (p.206). Finally, the mixing is 
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thought to be entrenched when the attention of the investigation is to gather 

information principally by a specific pattern with the aim of getting helpful 

information from the other; also described as “dominant-less dominant design” 

(Creswell, 1994, p. 179). 

 

By means of theorizing, Creswell (2009) clarifies that the total of theoretical 

perspective (implicit or explicit) that pilots a research also impacts the mixed method 

pattern. The present research is theory driven. It is openly or explicitly piloted by the 

source social exchange, expectancy and AMO theories which hypothesises that 

commitments are generated through a series of interactions between parties who are 

in a state of reciprocal interdependence, and action is taken when individual beliefs 

that self-efforts lead to successful performance lead to direct positive value or will 

lead to other valued outcomes.  

 

This investigation adopted a dominant-less dominant design of mixed approach 

technique in a sequence explanatory approach (Creswell, 2009; 1994).  However, 

this segment first started with the quantitative data collection followed by the 

qualitative; A “→” = QUAN → qual; the dominant design is known by capitalization 

(Morse, 1991). This entrenched model was suggested in the aspect of period and 

resource limitations for a research (Creswell, 2009). A little period interval of one 

month will be perceived separating the completion of quantitative data gathering 

exercise and the collection of the in-depth interview for the qualitative study to tidy 

up the procedure for the quantitative study before immersing into the qualitative 

aspect in a sequential explanatory order over quantitative data collection. A draft of 

the whole study procedure is offered in Figure 3.3. 
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Figure 3.3 Study draft of sequential explanatory design   
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This enquiry embraced explanatory, known the fact that it elucidates the 

relationships of training, promotion, feedback, recognition and financial reward on 

employee engagement and employee performance. Likewise, in order to clarify the 

relationships among the variables of this enquiry, hypotheses were developed. 

3.5 Target Population 

Population is a gathering of every components (Gilbert, 2001). According to 

Creswell (2012) population is a cluster of persons of the same and shared 

topographies that could be recognised and assessed by the investigators. Sekaran and 

Bougie (2010) affirm that the information that is drawn collectively in an 

investigation establishing for the determination of evaluating the possessions of such 

information is what is identified as population. Malhotra and Birks (2003, p.358) 

assert that researchers “must specify the target population of the study in order to 

define who should and should not be included in the sample” in terms of the research 

problems. Therefore, samples are carefully chosen from the people to gather 

information that could be typical of the total focus population.  

 

The overall population of civil servants working in Kwara State’s civil service, 

Nigeria is 6,156 (as of December 2017). This overall population approximation is 

established on the worker database presently kept in Kwara State’s Civil Service 

Commission (Civil Service Commission Report, 2017). Targeted civil servants 

included administrative officers, professional officer, technical officers, clerical 

officers and manual employment jobs across all Nineteen (19) ministries and Two 

(2) agencies in Kwara State’s civil service, Nigeria. Thus, the employees of Kwara 

State Civil service are the population of this study.   
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3.5.1 Sample Size  

A sample could be described as “a subset, or some part, of a larger population” 

(Zikmund, 2003, p.369) and, hence, the technique for sampling has been described as 

“using a small number of items or parts of a larger population to make conclusions 

about the whole population” (Ibid, p.369). Sample according to Creswell (2012) is a 

subdivision of a bigger population chosen for the determination of enquiry. The 

outcome from reviewing the sample could be generalised on the whole population. 

Also, it denotes to the part of a certain population which is available for selection in 

selected segments of the sampling procedure. Meanwhile, it is difficult to collect 

information from the entire components of the whole population, then it is sensible to 

choose sample that would signify the whole population. Carrying out study via 

sample generally generates correct and reliable outcomes while exhaustion is 

condensed and error in data collection is reduced (Sekaran & Bogie, 2010).  To avoid 

detriment of sampling faults that might affect the outcome of the investigation, 

choosing an accurate sample size is very important. 

 

The issue of sample size has been widely addressed in the literature, but the question 

about what can be considered a large enough sample size for the purpose of 

statistical analysis has not been fully resolved (Hair, Black, Babin & Anderson, 

2010). Different researchers have come up with different methods of determining 

appropriate sample size. However, it is further suggested by Hair et al. (2010) that 

ideal sample size would be between the ranges of 100 – 400 for the research that 

adopt the Structural Equation Modelling (SEM) as an analysis technique. Roscoe’s 

(1975) rule of thumb indicates that a sample bigger than 30 and less than 500 is 

suitable. Similarly, Stevens (1996) postulated that a rigorous statistical analysis data 
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sample should be more than 300 respondents. Statisticians have also proved that “the 

larger the absolute size of a sample, the more closely its distribution will be to the 

normal distribution and thus the more robust it will be” (Saunders, Lewis, Thornhill 

& Wilson, 2009, p. 218). More so, Hair et al. (2010) opined that the sample size, in a 

multivariate research, should be numerous times (preferably 10 or more times) larger 

than the number of the research variables. Going by this, this research has seven 

variables and therefore the required sample size should be 40 and above. 

 

As previously stated, the whole population of civil servants working in Kwara State’s 

civil service is 6,156 (Kwara State Cilvil Service Commission, 2017). The sample 

size of this analysis is 364 according to Krejcie and Morgan’s (1970). Moreover, in 

order to minimalize and abate sampling error, and to take care of non-response rate 

issues that may come up, it is suggested by Hair, Wolfinbarger and Ortinall (2008) 

that the sample size should be multiplied by two while Salkind (1997) suggested 

forty per cent (40%) increase on the sample size. Therefore, determination of sample 

size in this study was underpinned by Krejcie and Morgan (1970) and Salkind 

(1997). Hence, the overall sample size is Five Hundred and Ten (510). This is also 

consistent with the fact that the higher the sample the more accurate the result will be 

(Alreck & Settle, 1995). Eventually, this would ensure adequate representation of the 

population under study.  

3.5.2 Sampling Procedure  

Scholars (Bryman & Bell, 2007; Churchill, 1996; Churchill Jr & Iacobucci, 2004) 

affirm that there are two (2) basic sampling approaches (i.e. probability sampling and 

non-probability sampling). Probability sampling requires that “each population 
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element has a known, non-zero chance of being included in the sample”, but, when 

utilising non-probability sampling, “there is no way of estimating the probability that 

any population element will be included in the sample” (Churchill Jr & Iacobucci 

2004, p. 324). Additionally, when utilising probability sampling, the likelihood of 

every of the parts on the population being chosen is identified, and that it is further 

possible leads to a representative result, then it maintains sampling error to a smallest 

(Bryman & Bell, 2007). Though, with non-probability sampling, the chance of every 

one of the units in the population being chosen is unknown and there is a likelihood 

for certain units of the people to be in the sample more than others (Ibid).  

 

Denscombe (2002) emphasise that probability sampling tends to be a better method 

for a review, since “the resulting sample is likely to provide a representative cross-

section of the whole” (p.12). Besides, an investigator is able to offer an obvious 

declaration concerning “the accuracy and validity of the finding from the survey by 

referencing to the degree of error and bias which may be present in it as measured by 

well understood statistical methods” (Baker, 2002, p. 106). The approaches for 

probability sampling consist of simple random sampling, stratified sampling, 

systematic sampling and cluster sampling (Bryman and Bell, 2007). In difference, 

nonprobability sampling procedures comprise judgement samples, quota samples and 

convenience samples (Churchill, 1996). For the drive of this investigation, the 

researcher employed the probabilistic sampling approach namely: stratified 

sampling, as the total population is known. 

 

For the drive of this investigation, the investigator embraces stratified sampling, as 

the focus/subject of interest is civil servants functioning across the whole levels 
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(GL1-16) of salary gages in the Nineteen (19) ministries and Two (2) agencies of 

Kwara State’s civil service. Therefore, stratification is achieved by ministry and 

agency to certify that entire ministries and agencies are involved, as the whole 

ministries and agencies presently practice an only and usual performance appraisal 

proposed by Kwara State’s Civil Service, Nigeria. By distributing the population into 

a sequence of applicable strata (in this occasion, by ministry and agency), it denotes 

that the sample is possible to be representative (Saunders, et al., 2009), as every 

stratum is exemplified proportionally inside the sample. In the background of this 

enquiry, a proportionate stratified random sampling is utilised, because the size of 

every ministry and agency is varied. Guaranteeing representativeness could lead to 

additional accuracy than equal size simple random samples, since there is a slighter 

normal error for approximations (Tranmer, 2012).  

  

Stratified sampling system encompasses certain steps which begin from the 

description of the population and over with stratified sampling process. The present 

population of the study is 6,156. Therefore, the subsequent phase is determination of 

stratum which is based on the numbers of ministry and agency and numbers of 

subjects in the sample within the civil service. Civil service-wise, the selected Kwara 

state civil servants cut across entire 19 ministries and 2 agencies of Kwara State Civil 

Service, as this would enhance the generalizability of the outcome of the 

investigation. 

 

The next phase is the determination of a middling figure of population components 

for each strata. This is accomplished by sharing the population size by the sum of 

strata. For this investigation, the middling figure of population components for every 
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strata is 293 (i.e. 6,156/21). To be decided afterward is the percentage of respondents 

to be considered from every stratum. This is achieved by dividing the estimated 

sample size by the population of the research and therefore multiply by one hundred 

(100). For this research, 8.28 per cent (510/6,156*100) is the percentage of 

respondents to be chosen from respectively stratum. 

 

The subsequent phase in the stratified sampling method is the determination of the 

number of subjects in the sample. This is accomplished by multiplying the overall 

figure of every component in the population by the estimated percentage. For this 

investigation, the number of subjects in the sample for the first stratum is 101 (i.e. 

1,219*8.28%). The outcome is offered in table 3.2. These methods fit to stratify 

random sampling to warranty an equivalent delivery of the respondents across the 

ministries and agencies within which the Kwara State civil servants fall. 

 
 
Table 3.2 
Stratified Sampling of Respondents 
S/N Ministries and Agencies Total No of civil 

servants in the Strata 
No of Subjects in 

the Sample 
1 Min. of Health 1,219 101 

2 Min. of Finance 760 63 

3 Min. of Education & Human Capital 

Dev. 

298 25 

4 Min. of Agriculture & Natural 

Resources 

438 36 

5 Min. of Information & 

Communication 

125 10 

6 Min. of Works & Transport 294 24 

7 Min. of Housing & Urban Dev. 229 19 

8 Min. of justice 134 11 

9 Min. of Local Government & 

Chieftaincy Affair 

121 10 
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10 Min. of Sport & Youth Dev. 118 10 

11 Min. of Planning & Economic Dev. 154 13 

12 Min. of Water Resources 187 16 

13 Min. of Energy 113 09 

14 Min. of Culture & Tourism 132 11 

15 Min. of Tertiary Education 124 10 

16 Min. of Women Affair 117 10 

17 Min. of Commerce 105 09 

18 Min. of Environment and Forestry 125 11 

19 Min. of Industry, Solid and Mineral 

Development 

109 09 

20 Office of Head of Service 1,161 96 

21 Civil Service Commission 97 08 

Total   6,156 510 

 

The concluding phase in the chosen proportionate stratified sampling method is 

systematic sampling which was utilised in choosing the sample from the obtainable 

strata. It began with the determination of the figure of elements/subjects in the 

sample from the overall figure of Kwaran State civil servants in the identified 

twenty-one (21) strata. So, this was supported by a random selection of 510 civil 

servants from the total 6,156 civil servants that make up the twenty-one (21) strata. 

This was accomplished by choosing sampled employees from every stratum. The 

method of choice begun with approximation of sampling fraction for every stratum, 

which was approximated by sharing the population size of every stratum (i.e. 1,219 

in the case of ministry of health) by the sample in every stratum (i.e. 101 in the case 

of ministry of health stratum). 

 

The calculated sample proportion for the ministry of health stratum is 21. Thus, one 

civil servant was chosen in every 21 civil servants of the 1,219 ministry of health 

employees that make up the stratum. To choose the first employee, a random 
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numeral table was utilised, and the first employee was 7th. Therefore, every 7th in 

the list of 1,219 of ministry of health stratum was chosen as the respondents. In this 

approach, the sample was in the ordered of 7th, 28th, 49th 35th….1219th. The 

chosen totaled components were therefore approached and offered the questionnaire 

to fill up. The method was reiterated for other strata. 

 

Importantly, those who filled the questionnaires are those employees who have spent 

at least minimum of one (1) to five (5) years in the organization and have been 

trained, promoted, earned salary and evaluated. This is based on the premise that the 

civil service policy says that each civil servant must at least attend training within a 

year. Again, concerning job promotion civil servant must be promoted within one to 

five years. Based on the policy and in view of the numbers of the years the 

employees have spent (as indicated in their responses to the questionnaire), it is 

believed that civil servants who filled the questionnaire are qualified respondents. 

Invariably, those that would be recognized and given feedback are within the 

performance appraisal which is normally done at every year. 

3.5.3 Unit of Analysis  

There are common Three (3) forms of units of analysis in the social science research 

discipline, specifically; individual unit of analysis, organization unit of analyse and 

group unit of analysis (Kumar, AbduI Talib & Ramayah, 2013; Creswell, 2012). This 

research intends to examine the relationships of performance appraisal purposes on 

Kwaran civil servants’ engagement and performance to offer solution to the 

performance-related challenges confronting Kwaran civil servants. Therefore, the 

units of analysis for this investigation is individual. This unit of analysis is deemed 
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fit because a research of this nature that aims at examining perceptions should focus 

on individual opinions. Therefore, the assessment of the relationships of performance 

appraisal purposes on civil servant engagement and performance is analyzed based 

on the view of individual respondents (Babbie, 2012). The reason has been that 

perception is thought to be subjective and could be different according to 

individuals’ thoughts of the subject matter. Bryman and Bell (2007) were of the view 

that perception could be simply recognised and examined.  

3.6 Operational Definition and Instrument of the Variables 

The operationalization is the process of clarifying abstract constructs and translating 

them into specific and observable measures i.e. it is a concept that makes abstract 

constructs measurable empirically and quantitatively. Hence, it’s downward the 

ranking of concept (De Vaus, 2001). In principle, it is a method of sliding down the 

ranking of concept upward in the ranking of remark (Popoola, 2014).  

 

This study adopted and adapted measures from the prior literature to measure the 

variables of this study. This research contains seven main constructs. The 

independent variables of this proposed study include training, job promotion, 

performance feedback, performance recognition and financial reward while the 

dependent variables are employee engagement and employee performance. This is 

shown as follows: 

3.6.1 Independent Variables 

The independent variables utilised for the study are Training, Job Promotion, 

Performance Feedback, Performance Recognition and Financial Reward. 
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3.6.1.1 Training 

Training is the “organizationally articulated proposal, with theoretical and practical 

constructions, to provide for employees' systematic competence acquisition and to 

stimulate continuous learning and knowledge production” (Demo et al., 2012, p. 

400). In the same way, to measure training, 6- items scale by Demo et al. (2012) was 

adapted. The rationale behind this is that the measurement was developed in the context 

of HRM/PA and it has been tested to be reliable and valid over others. The scale has 

good discriminant properties (Demo et al., 2012). 

 
Table 3.3 
Training 
Construct Indicators Sources 

Training   1. I can use knowledge and behaviours learned in 
training designed based on performance 
evaluation at work.  

2. Performance-based training helps me develop 
the skills I need for the successful 
accomplishment of my duties. 

3. The civil service invests in my development 
and education promoting my personal and 
professional growth in a broad manner.  

4. In the Kwara State civil service, training is 
designed to enhance my professional growth. 

5. Training designed based on performance 
appraisal report stimulates learning and 
application of knowledge. 

6. In the Kwara State civil service, training needs 
are identified through performance appraisal 
periodically. 

Demo et al. (2012) 

 

The measurement scales of training were adapted from Demo et al. (2012). A 5-point 

Likert type scale from 1-5 is employed for anchoring the responses for the 6 items 

that are illustrated in Table 3:3. 

3.6.1.2 Job Promotion 

Job Promotion is an advancement of employee (civil servant) rank from one (lower) 

level to another (higher) level or an elevation to a more important office “which in 
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turn translates into higher levels of organizational attachment and commitment” 

(Cheng, 2014, p. 1135). Therefore, five (5) items scale were adapted from Cheng 

(2014) to measure Job promotion. The justification for this is that the measurement was 

developed in the context of PA practices and it has been tested to be reliable and valid. 

Other researchers in the recent time have used this variable and which further justifies its 

choice in this study over other variables.  This scale had been validated in the context of 

PA. 

Table 3.4 
Job Promotion 

Construct Indicators Sources 

Job promotion   1.    I think every civil servant is judged using the 
same promotion standards in Kwara State 
civil service. 

2.    Job promotion improves my commitment as 
well performance to work.  

3.    I can question promotion decisions through a 
formal communication channel in the civil 
service  

4.    I think civil service follow the stated 
promotion standards to make promotion 
decisions. 

5.    Promotion exercise in Kwara State civil 
service is transparent and unbiased.  

Cheng, (2014) 

 

 

 

The measurement scales of job promotion were adapted from Cheng, (2014). A 5-

point Likert scale from 1-5 of 5 items are illustrated in Table 3:4 of this study.  

3.6.1.3 Performance Feedback 

This refers to information from superior about how well or bad subordinate perform 

his responsibilities in the civil service. It is also relating to employee’s awareness of 

how effective he/she is performing and is assessing. In the same way, to measure 

performance feedback, 6- items scale by Krasmana (2012), Forza, and Salvador 

(2000) and Idaszak and Dreasgow (1987) was adapted. The rationale behind this is 

that the measurement has been tested to be reliable and valid over others. The scale has 
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good discriminant properties.  Therefore, performance feedback is measured by the 

following items:  

Table 3.5 
Performance Feedback 

Construct Indicators Sources 

Performance 
Feedback   

1.   Doing the tasks required by my job as a 
civil servant provides chances for me to 
figure out how well I am doing. 

2.   My Directors always give me feedback 
about how well I am doing. 

3.   After I finish my job, I will know 
whether I performed well or not.  

4.   My Directors often let me know 
whether I am performing the job well 
or not.  

5.   My Director always told me I am 
doing my good appropriately. 

6.   My Director often comments about the 
quality of my work. 

 Krasmana (2012); Forza, 
and Salvador (2000); and 
Idaszak & Dreasgow, (1987)  
  
 

 

 

 

The measurement scales of feedback were adapted from Krasman (2012), Forza, and 

Salvador (2000) and, Idaszak and Dreasgow (1987). A 5-point Likert scale from 1-5 

of 6 items are illustrated in Table 3.5 of this study. 

3.6.1.4 Performance Recognition 

Recognition referred to something given in exchange for good behaviour or good 

work. Therefore, it is a method of offering a member of staff a certain status within 

an organization. In the same way, to measure recognition in this research, 6- items 

scale by Danish and Usman (2010) and Spector (1985) was adapted. This scale had 

been tested to be reliable and valid. 
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Table 3.6 
Performance Recognition 

Construct Indicators Sources 

Performance 
Recognition   

1.  I feel really appreciated if my 
performance is acknowledged. 

2.  I feel that the performance 
appraisal scheme in the civil 
service values my efforts and gives 
recognition to me fairly. 

3.  I will appreciate non-monetary 
form of recognition such as merit 
award for job well done. 

4.  I personally feel that my efforts 
and performance are being 
recognized and rewarded 
adequately. 

5.  I agree that being recognized and 
appreciated will boost my 
performance. 

6.  When I do a good job, I receive 
commendation from my Director. 

Danish and Usman, (2010); and 
Spector. (1985) 

 

 

The measurement scales of recognition were adapted from Danish and Usman (2010) 

and Spector (1985). A 5-point Likert scale from 1-5 of 6 items are illustrated in Table 

3:6 of this study. 

3.6.1.5 Financial Reward 

In this study, financial reward is defined as “a pay (i.e. wages or salary) acquired at 

the end of the month in return of services or task performed in order to achieve 

organisational objectives” (Cheng, 2014, p. 1136). Thus, five items were adapted to 

measure the PA related to financial reward (salary) from Cheng (2014). This scale had been 

earlier validated in PA context (Cheng, 2014)), and employees (civil servants) have 

assured that this scale was best suited to their context and that they were well positioned 

to rate the financial reward (salary) of their organization (civil service). 
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Table 3.7 
Financial Reward 

Construct Indicators Sources 

Financial Reward   1. The pay I receive in Kwara State civil service is 
related to my performance. 

2. I think civil service offers me a better salary as 
well as salary increment after being promoted 
when compared with other organizations. 

3. I think civil service is able to use objective job 
information when making salary decisions. 

4. I have an opportunity to express my opinions 
about salary decision to the management in the 
civil service. 

5. Civil service will consider civil servants’ 
opinions when making salary decisions.   

Cheng (2014) 

 

 

The measurement scales were adapted from Cheng (2014).  A 5-point Likert scale 

from 1-5 of 5 items are illustrated in Table 3:7 of this study. 

3.6.2 Dependent Variables 

The dependent variables utilised for the study are employee engagement and 

employee performance. 

3.6.2.1 Employee Engagement 

Employee engagement is a uni-dimensional motivational concept reflecting the 

simultaneous investment of an individual’s physical, cognitive, and emotional energy 

in active, full work performance (Thomas, 2007). Employee engagement here was 

measured by Thomas (2007) nine-item measure of engagement. Engagement as 

determined by this scale, is demonstrated as a three-dimensional model entailing of 

physical, cognitive, emotional. Thus, the rationale behind this measurement is that 

the measurement was developed in the context of Employee Engagement, and it has 

been tested to be reliable and valid. The scale has good discriminant properties 

(Thomas, 2007). 
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Table 3.8 
Employee Engagement 

Construct Indicators Sources 

Employee 
Engagement   

1. I am willing to really push myself to reach 
challenging work goals. 

2. I am prepared to fully devote myself to 
performing my job duties.            

3. I get excited thinking about new ways to do 
my job more effectively.                      

4. I am enthusiastic about providing a high 
quality product or service.   

5. I am always willing to “go the extra mile” in 
order to do my job well. 

6. Trying to constantly improve my job 
performance is very important to me.  

7. My job is a source of personal pride.  
8. I am determined to be thorough in all my job 

duties.  
9. I am ready to put my full ability into my 

work. 

Thomas (2007) 

  

The measurement scales were adopted from Thomas (2007). A 5-point Likert scale 

from 1-5 of 9 items are illustrated in Table 3:8 of this study.  

3.6.2.2 Employee Performance 

Employee performance in this study is regarded “as a set of workers behaviours that 

can be observed, gauged, and evaluated”. Employee performance was measured by 

Koopmans, et al. (2012) of individual work performance with 29 items. Employee 

performance as determined by this scale, two-dimensional model entailing of task 

performance and contextual performance were used. Wang, Tsui and Xin (2011) 

asserted that for the organization to be successful, it should focus on the task and 

contextual performance of the employees. Because task performance is directly 

contributing to the organizational technical core while contextual performance is the 

willingness of employee’s performance that is not part of given responsibilities like 

supporting organizational objectives, demonstrating and showing initiatives (Borman 

& Motowidlo 1993). This study therefore used both task performance and contextual 
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performance of Koopmans et al. (2012) to measure employee’s performance, for 

both measures clearly show primary and secondary functions of an employee in an 

organization. Also, the measurement was developed in relation to Individual Work 

Performance, and it has been tested to be reliable and valid.   

 
Table 3.9 
Employee Performance 
Construct Indicators Sources 

Employee 
performance   

1. The civil service rates the quality of my work in the past 
twelve months very well.   

2. Compared to last year, the level of my performance in the 
past twelve months has improved. 

3. The quality of my work is above what it should have been 
in the past twelve months. 

4. The civil service rate the quality of my work in the past 
twelve months as adequate. 

5. Compared to last year, the quantity of my work in the last 
twelve months is much better. 

6. The quantity of my work is never less than what it should 
have been in the past twelve months. 

7. I plan my work so that it is always done on time.  
8. I worked towards the end-result of my work. 
9. I kept in mind the results that I had to achieve in my work. 
10. I often set priorities when doing my work. 
11. I was able to separate main issues from side issues at work  
12. I was able to perform my work well with minimal time 

and effort. 
13. It took me shorter time to complete my work tasks than 

intended. 
14. I was able to meet my appointment with other always. 
15. I was able to fulfill my responsibilities. 
16. Collaboration with others enhance my work. 
17. Others understand me when I explain their job to them. 
18. I do understand when others explain my job to me  
19. My communication with others led to the desired result. 
20. I came up with creative ideas at work. 
21. I took the initiative when there was a problem to be 

solved. 
22. I took the initiative when something had to be organized. 
23. I started new tasks myself, when my old ones were 

finished. 
24. I asked for help when needed. 
25. I have been praised for my work. 
26. I tried to learn from the feedback I got from others on my 

work. 

27. I took on challenging work tasks 

28. I think civil service is satisfied with my work 

29. I took into account the wishes of the civil service in my 
work   

Koopmans, 
et al. (2012) 
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The measurement scales of employee performance were adopted and adapted from 

Koopmans, et al. (2012). A 5-point Likert scale from 1-5 of 29 items are illustrated 

in Table 3:9 of this study. 

 

Therefore, primary instrument for this study will be adopted and adapted from Demo 

et al. (2012) for training, while job promotion questionnaire will be adapted from 

Cheng, (2014), performance feedback would be adapted from Krasmana (2012); 

Forza, and Salvador (2000); and Idaszak & Dreasgow, 1987, performance 

recognition will be adapted from Danish and Usman, (2010), and Spector. (1985), 

and financial rewards would be adapted from Cheng, (2014). The employee 

engagement will be adopted from Thomas (2007) while employee performance will 

be adopted and adapted from Koopmans, et al. (2012). 

3.7 Face Validity  

Face validity was employed in this study to establish that the measuring tool 

measures what it is intended to measure. It was emphasised by Sekaran (2003) that 

face validity connotes that the gages of the measured construct truly and indeed 

evaluate the construct. Therefore, to ensure face validity of the survey of this 

research, the instruments were revealed to a number of experts and potential 

respondents (civil servants) and their views were obtained concerning the suitability 

of item declarations and their phrasings, guidelines, general structuring, comprehend 

ability of scales and broad completeness of the instrument. The whole comments 

were employed to develop the survey before distribution for the pilot examination. 
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3.8 Content Validity   

The content validity of the items has been studied in this segment to validate the 

questionnaire. Experts (Lewis, Weiner, Stanick & Fischer, 2015; Churchil, 1979; 

Mackenzie, Podsakoff & Podsakoff, 2011) believed content validity is observed to 

ascertain the appropriateness of items in assessing the conceptual clarification of the 

construct they are signifying. In this inquiry, the content validity of the items and the 

established scale are observed by retaining the methodology advocated by Polit and 

Beck (2006). Accordingly, the Content Validity Index (CVI) of both the item-level 

and the scale-level CVIs were estimated from the assessments of experts. The CVI of 

the item-level encompasses the validity of the items whereas CVI of the scale-level 

denotes the validity of the scale. The form of content validity (See Appendix A) was 

given to seven (7) specialists in the subjects which are connected to the understudied 

variables of this investigation. The specialists were extracted from Public 

Administration, Business Management and Research Methodology fields. 

 

Computing CVI from the scores of seven (7) specialists, in accordance with Polit and 

Beck (2006) submissions, is thought proper, since more than Ten (10) specialists are 

regarded needless. The aims of the investigation were provided to the experts and 

descriptions of the theoretic of the variables which were calculated. The specialists 

were asked to assess the relevance of the items with respects to the concepts under 

which the items were located. The specialists were presented with a 4-point scale 

utilising the following tags: 1 = “not relevant”, 2 = “somewhat relevant”, 3 = “quite 

relevant” and 4 = “highly relevant”. Lastly, the specialists were given two (2) types 

of comment boxes to offer more explanations on the items and on the whole scale 

(see Appendix A for sample). 
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The CVI of Item-Level was computed by translating both 1= “not relevant” and 2 = 

“somewhat relevant” scores to 0 then 3= “quite relevant” and 4= “highly relevant” to 

1. Therefore, every one (1) and two (2) grades from the specialists were calculated as 

zero (0) and every three (3) and four (4) rankings were calculated as one (1). The 

overall sum of items ranked relevant was divided by the overall sum of raters (7 in 

this investigation). A satisfactory Item-Level CVI for raters more than six (6) is 0.83. 

The outcomes of the Item-Level CVI estimates were utilised to erase items that were 

ranked “not relevant”. Appendix B display the outcomes of the Item-Level CVI. The 

outcomes displayed that the overall of the items recorded 0.85 and above. 

 

Furthermore, for the computation of Scale-Level CVI, Polit and Beck (2006) 

recommended utilising the mean of the Item-Level CVI for computing Scale-Level 

CVI. Hence, Scale-Level CVI was computed/gauged by the mean of each item 

ranked relevant divided by the overall figure of items. A standard Scale-Level CVI in 

accordance with Field (2009) assertions is 0.90. The outcomes offered in Appendix 

B disclosed that the entire scales have Scale-Level CVIs of 0.90 and above, 

signifying the entire content validity of the scales. 

 

However, in respect to the Training, question three (3) was suggested by experts to 

be separated into two questions. While questions two (2) and four (4) of performance 

recognition was also suggested to separate into two questions each. The whole 

comments were employed to develop the survey before distribution for the pilot 

examination (see appendix C). 
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Table 3.10 offers the summary of the content validity by specifying the items that 

were included based on the propositions from specialists and lastly, the figure of 

items that were reserved. Besides, the comments box offered in the form of content 

validity permitted the specialists to make submissions on how to enhance the clarity 

of the items by suggesting better synonyms to certain technical words. Conclusively, 

the items for measuring training and performance recognition were 7 and 8 

respectively and the number of items for the remaining variables remained the same. 

Table 3.10 
Summary of content validity result 

Variables Dropped Items Suggested Items Number of 
Retained Items 

Employee 

Performance 

None None 29 

Employee 

Engagement 

None None 9 

Training None Item 3 splinted to 2 7 

Job Promotion None None  5 

Performance 

Feedback 

None None  6 

Performance 

Recognition 

None Item 2 splinted to 2 

Item 3 splinted to 2 

8 

Financial Reward None None 5 

3.9 Pilot Study   

The important of pilot test in research cannot be underestimated. Conducting a pilot 

test in a research is one of the indices of a good and reliable research. Scholars 

(Zikmund et al., 2010; Sekaran & Bougie, 2010) assert that Pilot study is intended to 

measure the goodness of the instrument to ensure its dependability and consistency 

and consequently find out the validity and reliability of instruments before the final 

distribution of questionnaire. According to Lui, Abel and Li (2012), pilot test can be 

best explained as the small-scale report or version. It also encompasses a trial run 
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study that aimed at preparing for the main study in research. Also, it is frequently 

used as trying out or pre-test of an instrument in which the outcome of the test will 

assist the researcher to identify the vague items and then remove them before going 

for the main data collection. In this regard, it is required to perform pilot study before 

data compilation for the major study. 

 

However, the sample size of a pilot study differs according to different scholars in 

different discipline. Creswell, (2014) suggested that 10% of the intended sample 

should be adopted as the sample for the pilot study. Hertzog (2008) suggested that 

the samples size of a pilot study should range between 10 and 40. Cooper and 

Schindler, (2009) assert that the right sample extent for the study of the pilot could 

be 25 respondents to 100 respondents. Therefore, this study follows Cooper and 

Schindler suggestion by sampling 100 civil servants for the pilot study from the 

ministry of Agric, Kwara State, Nigeria for the pilot study. Picking of One Hundred 

(100) sample was in streak with the point that the larger the pilot size, the robust is 

the outcomes. Besides, selection part of the tested respondents of the research is 

buttressed by the statement of Pallant (2011) which suggests that pilot examination 

must be carried out on the same kind of persons that would be employed in the major 

study to assure that questions, guidelines and scale objects are perfect.  

 

A self-administered questionnaire was dispersed to One Hundred and Forty (140) 

respondents in December 2017. Out of the One Hundred and Forty (140) dispersed 

questionnaires, One Hundred and Eleven (111) were reverted, and Eleven (11) were 

found unusable. Four (4) questionnaires were discovered unusable because the 

respondents left more than Fifty percent (50%) of the questions unanswered in the 
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questionnaire. The Seven (7) that remained were rejected because the investigator 

discovered that the respondents were not capable for the analysis due to the year of 

experience. Then, the researcher continued with an Exploratory Factor Analysis 

(EFA) and Reliability Test using the same data collected for pilot study as offered in 

the subsequent segments, which lead to the concluded versions of the questionnaire 

offered in Appendix E. 

 

Table 3.11 
Demographic and Basic Information of Pilot Study Sample 
Demography Indicators Frequency Percentage 

Gender Male 
Female 

54 
46 

54 
46 

Age  18-25yrs 
26-35yrs 
36-45yrs 
46-55yrs 

56yrs and above 

13 
40 
16 
23 
8 

13 
40 
16 
23 
8 

Marital status Married 
Single 

Divorced 
Widow 

70 
22 
6 
2 

70 
22 
6 
2 

Educational 
qualification 

Diploma and below 
Degree 
Master 
Ph.D. 

27 
 

54 
19 
- 
 

27 
 

54 
19 
- 

Year of work 
experience 

1-5yrs 
6-10yrs 
11-15yrs 
16-20yrs 

21yrs and above 

36 
27 
7 
7 
23 

36 
27 
7 
7 
23 

 

3.9.1 Exploratory Factor Analysis (EFA)  

Experts (Hair et. al., 2010) have asserted that carrying out factor analysis is regarded 

as an essential to certify the validity of factors that support differentially to the causal 

description of variance of the variables in the analysis. In line with this proposition, 
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this investigation utilised SPSS version 22.0 for Windows to accomplish the EFA. 

This technique permitted the information to statistically load on factors that are 

connected in every preliminary postulation that directed the improvement of the scale 

(Field, 2009). The outcome of item-item aggregate associations in reliability analysis 

discovered that entire inter-item associations were greater than zero-point-three 

(>0.3), which validated the suitability of the factor analysis application to the data 

matrix (Hair et al., 2010).  

 

A One Hundred (100) or Two Hundred (200) sample size could be regarded as 

applicable for confirming factor analysis (Kline, 2015; Gorsuch, 1983; Heir et at., 

2010). Thus, a sample size of Hundred (100) is thought appropriate for factor 

analysis. However, numerical imitations have shown that a sufficient/adequate 

sample size is difficultly determined by the intensity of the computed variables’ 

connections with the factors, over determination of factor, and figure of gauged 

variables (Mundfrom, Shaw & Ke, 2005; MacCallum et al., 2001; Velicer & Fava, 

1998; Fabrigar et al., 1999). It seems that these three (3) attributes “interact in ways 

that permit compensation for weaknesses in one area by strengths in another area” 

(Velicer & Fava, 1998, p. 248).  

 

With respects to the inter-connections amongst items, Pallant (2013) affirmed that 

this could be confirmed by both the Bartlett’s test of sphericity and the Kaiser-Meyer 

Olkin (KMO) extent of sampling sufficiency. Hair et al. (2010) declare that “a KMO 

value of 0.90 is marvellous, 0.80 is meritorious, 0.70 is middling, 0.60 is mediocre, 

0.50 is acceptable but miserable; and below 0.50 is unacceptable”. They argued 

further that KMO values need to go above zero-point-fifty (0.50) to be considered 
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appropriate for factor analysis, if not, the investigator would also require to collect 

additional information and embrace additional variables (Kaiser, 1974). Also, the 

outcome of Bartlett’s test of sphericity needs to be significant (p < 0.05) before 

progressing with factor analysis. 

 

After validating the required standards for carrying out factor analysis, a Principal 

Component Analysis (PCA) with an orthogonal rotation via Viramix in SPPS was 

done. The factor loadings as submitted by Hair et al. (2010), must have values 

greater than zero-point-fifty (> 0.50). Hence, items demonstrating low factor 

loadings of less than zero-point-fifty (< 0.50), excessive cross loadings of more than 

zero-point-forty (> 0.40) and low communalities of less than zero-point-thirty (< 

0.30) were subjects for removal. The next segments offer the outcome of EFA for the 

Performance Appraisal Purposes (Training, job promotion, performance feedback, 

performance recognition and financial reward), Employee Engagement and 

Employee Performance scales. 

3.9.1.1 Exploratory Factor Analysis (EFA) of Performance Appraisal Purposes  

This segment displays the outcome of EFA for performance appraisal purposes. 

Table 3.12 disclose the outcome of the extraction of five (5) factors with an 

eigenvalue greater than one (>1), accounting for Fifty-Nine percent (59%) of the 

overall variance extracted. This suggests that Five (5) distinct factor describing the 

variance in the performance appraisal purposes. The first factor describes 21.55% of 

the overall variance in the examined set of data. For ascertaining the sample size 

sufficiency, the KMO and Bartlett assessments were initially utilised. The outcomes 

displayed in Appendix F specified that the value of KMO for the performance 
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appraisal purposes is 0.542, signifying an acceptance level (Hair et al., 2010), and 

accordingly factor analysis was considered to be suitable for this data. Additionally, 

the output of Bartlett’s assessment in this research could be illustrated with 

succeeding equation (χ2 = 679.822; DF= 190; P<0.05), which verifies the presence 

of certain association amongst the measurements of performance appraisal purposes. 

Also, Table 3.12 displays the results of factor analysis for performance appraisal 

purposes. 

 

After substantiating the required standards for accomplishing factor analysis, a PCA 

with Viramix rotation was accomplished on the performance appraisal purposes. 

Utilising the latent root standard, merely the factors that explained for the variance of 

at least a single variable were deliberated for retaining (Hair et al., 2010). From the 

entire Thirty-One (31) items that measured the performance appraisal purposes 

variables, a total of Twenty-One (21) items have a factor loading above 0.50 as 

illustrated in Table 3.12. Hence, Ten (10) items were deleted from the measures of 

performance appraisal purposes variables, precisely, two (2) items (TR1, TR2) were 

deleted from training, two (2) items (JP1, JP2) were deleted from job promotion, two 

(2) items (PF3, PF5) were deleted from performance feedback, two (2) items (PR1, 

PR5) were deleted from performance recognition and finally two (2) items (FR4, 

FR5) were deleted from financial reward. 
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Table 3.12 
Factor Analysis for Performance Appraisal Purposes 
 Items  Component 

TR JP PF PR FR 

TR3 
TR4 
TR5 
TR6 
TR7 

.650 

.703 

.706 
-542 
-572 

    

JP3 
JP4 
JP5 

 .738 
.869 
.816 

   

PF1 
PF2 
PF4 
PF6 

  .637 
.658 
.585 
.626 

  

PR2 
PR3 
PR4 
PR6 
PR7 
PR8 

   .555 
.872 
-609 
-814 
.629 
-518 

 

FR1 
FR2 
FR3 

    .914 
.914 
.533 

TR (Training), JP (Job Promotion), PF (Performance Feedback), PR (Performance 
Recognition), FR (Financial Reward) 

3.9.1.2 Exploratory Factor Analysis (EFA) for Employee Engagement (EE)   

This segment displays the EFA result for employee engagement. The outcome of the 

EFA offered shown the outcome of extraction of one (1) factor with eigenvalue 

greater than one (>1), accounting for thirty-nine percent (39%) of the total variance 

extracted. This suggests that the one distinct factor describing the variance in the 

Employee Engagement. For ascertaining the sample size sufficiency, the KMO and 

Bartlett assessments were initially utilised. The outcomes displayed in Appendix L 

specified that the value of KMO for the Employee Engagement is 0.698, signifying a 

mediocre level (Hair et al., 2010), and accordingly factor analysis was considered to 

be suitable for this data. Additionally, the output of Bartlett’s assessment in this 
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research could be illustrated with succeeding equation (χ2 = 65.168; DF= 15; 

P<0.05), which verifies the presence of certain association amongst the 

measurements of employee engagement. Also, Table 3.13 displays the results of 

factor analysis for Employee Engagement.  

 

After substantiating the required standards for accomplishing factor analysis, a PCA 

with Viramix rotation was accomplished on the Employee Engagement. Utilising the 

latent root standard, merely the factors that explained for the variance of at least a 

single variable were deliberated for retaining (Hair et al., 2010). From the Nine (9) 

items that measured the employee engagement variable, a total of Six (6) items have 

a factor loading above 0.50 as illustrated in Table 3.13. Hence, three (3) items were 

deleted from the measures of Employee Engagement, precisely, EE6, EE7 and EE8 

were deleted. 

 

Table 3.13 
Factor Analysis for Employee Engagement 
 Items  Loading 
EE1 
EE2 
EE3 
EE4 
EE5 
EE9 

.666 

.684 

.635 

.685 

.532 

.509 
EE (Employee Engagement) 

3.9.1.3 Exploratory Factor Analysis (EFA) for Employee Performance (EP) 

This segment displays the EFA result for employee performance. The outcome of the 

EFA offered shown the outcome of extraction of one (1) factor with eigenvalue 

greater than one (>1), accounting for fifty-eight percent (58%) of the total variance 

extracted. This suggests that the one distinct factor describing the variance in the 
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Employee Performance. For ascertaining the sample size sufficiency, the KMO and 

Bartlett assessments were initially utilised. The outcomes displayed in Appendix M 

specified that the value of KMO for the Employee Performance is 0.862, signifying a 

meritorious level (Hair et al., 2010), and accordingly factor analysis was considered 

to be suitable for this data. Additionally, the output of Bartlett’s assessment in this 

research could be illustrated with succeeding equation (χ2 = 989.024; DF= 91; 

P<0.05), which verifies the presence of certain association amongst the 

measurements of employee engagement. Also, Table 3.14 displays the results of 

factor analysis for Employee Performance.  

 

After substantiating the required standards for accomplishing factor analysis, a PCA 

with Viramix rotation was accomplished on the Employee Performance. Utilising the 

latent root standard, merely the factors that explained for the variance of at least a 

single variable were deliberated for retaining (Hair et al., 2010). From the Twenty-

Nine (29) items that measured the employee performance variable, a total of 

Fouurteen (14) items have a factor loading above 0.50 as illustrated in Table 3.14. 

Hence, fifteen (15) items were deleted from the measures of Employee Performance, 

precisely, EP2, EP3, EP4, EP5, EP6, EP7, EP8, EP9, EP10, EP12, EP13, EP14, 

EP15, EP17 and EP18 were deleted. 

Table 3.14 
Factor Analysis for Employee Performance 
Items Loading 
EP1 

EP11 

EP16 

EP19 

EP20 

EP21 

.650 

.533 

.599 

.661 

.734 

.808 
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EP22 

EP23 

EP24 

EP25 

EP26 

EP27 

EP28 

EP29 

.839 

.753 

.775 

.709 

.750 

.852 

.859 

.869 

EP: Employee Performance 

3.9.2 Reliability Test    

In this investigation, the reliability assessment of the scales validated was observed 

via Cronbach’s alpha (Sekaran & Bougie, 2013). The Cronbach’s alpha was 

employed to ascertain the internal consistency of the items of the scales. Also, it was 

employed to remove items with low item-total associations (< 0.3). The satisfactory 

standard of Cronbach’s alpha in this investigation is 0.40, as submitted by Stevens 

(1992). Following these processes, no item was removed from the scales of 

Employee Performance, Employee Engagement and Performance Appraisal 

Purposes (Training, Job Promotion, Performance Feedback, Performance 

Recognition and Financial Reward). The outcomes displayed in Table 3.15 

demonstrate that the Cronbach’s alpha standards established for the scales in this 

research are adequate. Therefore, the whole of Cronbach’s alphas gotten in this 

research are completely acceptable, signifying internal consistency amid the items of 

the established scale. The final scale is presented in Appendix E ready to be 

dispersed for the key survey. 
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Table: 3.15 

Summary of Reliability Tests 
Constructs No. of 

Original 
Items 

Cronbach 
Alpha 

Item 
Deleted 

No of 
items for 
main 
survey 

Training  5 .746 Nil  5 
Job 
promotion 

3 .794 Nil 3 

Performance 
feedback 

4 .813 Nil  4 

Performance 
recognition 

6 .787 Nil  6 

Financial 
reward 

3 .489 Nil  3 

Employee 
engagement 

6 .888 Nil  6 

Employee 
performance 

14 .945 Nil  14 

Source: The researcher. 

3.10 Data Collection  

A letter to conduct this research was collected from College of Law, Government 

and International Studies (COLGIS) after the proposal defense and given to 

respondents and ensured their confidentiality on their responses. The researcher 

visited the sampled ministries and agencies with copies for civil servants (see 

appendix D). The researcher administered the questionnaire. The importance of the 

research and the guidelines were clarified to the respondents.  

 

Respondents were demanded to complete the questionnaires, which was collected by 

the researcher from individual respondents; this system ensured a high return rate 

and encouraged freedom of expression from the respondents. The researcher used 

three months (June-August 2018) as a timeline for collection of entire data and 

eventually proceed for data screening in order to ensure accuracy before proceeding 

for data analyses. In totality, out of Five Hundred and Ten (510) questionnaires 

which were dispersed to the focus respondents, Four Hundred and Nine (409) were 
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reverted but only Three Hundred and Seventy-One (371) were utilisable while 

twenty-two (38) were unfinished, then they were eliminated. 

 

It is not virtually possible to gather data without meeting certain types of challenges. 

The core challenge met in the course of collection of data was not separate with the 

disinclination of the focus respondents to attend to the surveys, for the motive that 

certain respondents do not wish to disclose facts about its office. But the matter was 

settled by guaranteeing the respondents members that of any kind information they 

disclose will be handled with paramount privacy. To finish, the data gathering 

exercise was fruitful. 

3.11 Data Analyses   

This investigation utilised both analysis of descriptive and inferential figures for the 

quantitative data. The data was gathered through a self-administered questionnaire. 

SPSS (version 22) was used for the descriptive analysis, cleaning and data screening. 

However, scholars argue that for precise and complete statistical results on large 

scale, the statistical packages are the most consistent instruments (Buglear, 2005). 

Due to accuracy in performing the statistical functions, many scholars have used 

SPSS and other statistical packages for data analysis.  

 

Equally, analysis of inferential which could be examined by the use of Variance-

Based SEM (VBSEM) such like PLS-SEM is intended for making forecasts 

established on the information. The degree and bearing of connections amid the 

variables of the enquiry could be marked and acknowledged via analysis of 

inferential because inferential analysis studies the entire equations concomitantly to 
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ascertain any link. Likewise, inferential examination upkeeps of measurement faults 

and facilities the displaying of multifaceted models. Inferential examination using 

VBSEM is similarly acceptable to be embraced, known the detail that it could 

differentiate and assess with correctness the formative and reflective procedures. 

 

In furtherance to the overhead evidences, analysis of inferential by means of VBSEM 

is in vogue at the present since the journals of high impact are insistently asking for 

its application in the investigation, this investigation adopted it for the second 

segment of the enquiry utilising VBSEM via Smart PLS 3.0 software (Ringle, 

Wende & Will, 2005). This conclusion is in line with the assertion of Hair et al. 

(2010) that underlined its benefit for maximum accuracy. 

 

Even if the PLS is comparable to the conventional regression technique, it has the 

ability to concurrently examine both the relationships among variables (i.e. structural 

model) and the relationships among the indicators and their matching latent variables 

(i.e. measurement model) (Chin, Marcolin, & Newsted, 2003; Duarte & Raposo, 

2010). In addition, PLS path modelling is considered suitable for the studies that are 

exploratory in nature, prediction-oriented and extension of the standing theories 

(Hair, Ringle, & Sarstedt, 2011; Henseler, Ringle, & Sinkovics, 2009; Hulland, 

1999). 

 

Partial Least Square Structural Equation Modelling (PLS-SEM) (SmartPLS 3.0) was 

used for the analyses of research questions 1, 2 and 3 as well as using it for testing 

hypotheses formulated for the study. The justification of using Smart PLS 3 was 

based on the fact that there are seven constructs in this study and it is software 
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suitable to correlate the relationship between the variables at 0.05 level of 

significance. Smart PLS 3 will also be suitable for this study, as it will take good 

account of measurement error as suggested by Chin and Newsted (1999).  

3.12 Qualitative Research Design  

3.12.1 Purpose  

The central purpose for the addition of the qualitative design in this investigation is 

to validate the hypotheses result of the quantitative study and in particular why 

certain variables were not supported, because from the literature it is observed that those 

variables have significant relationships and effects. For that reason, the researcher 

wants to inquire on why the situation is not so in the study context. Scholars (Baxter 

& Babbie, 2004; Patton, 2002; Wimmer & Dominick, 2006) assert that interviews 

enable a researcher to obtain deep and rich information about people’s ideas, 

opinions, thoughts, attitudes as well as what motivates them to act in a specific way 

or take a decision. Therefore, opinions of chosen directors were sort to 

complementing our results from the dominant quantitative approach. Thus, it sought 

their views on why certain variables of performance appraisal purposes not 

significantly enhancing the employee engagement and performance (see appendix G 

for interview guide). Though providers of information in a qualitative study have 

been variously defined as participants, respondents, informants, etc. Therefore, in 

this study, the term ‘respondents’ is embraced in illustrating the interviewees. 

3.12.2 Sampling Design  

The precise number of respondents is not specific in the qualitative investigation. 

The sample size in such kind of research has no rule (Patton, 2002). In any way, the 
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number of respondents is not predetermined and is arrived at after reaching data 

saturation. Therefore, adhering to the principle of qualitative research, in case of the 

sufficiency of the number of respondents and information, this research was guided 

by the concept of saturation. Saturation connotes a point where getting to further data 

may not seem to add a new information to the phenomenon under study (Creswell, 

2012; Mason, 2010). Therefore, Mason (2010) asserted that rather than a pre-

determined sample, the point of diminishing return is an essential criterion for 

determining qualitative sample most of which range from five (5) to sixty (60) 

depending on whether the research is an ethnography/ethnoscience, grounded theory, 

phenomenology type of qualitative study. Furthermore, as submitted by Adler and 

Adler (2012) five (5) to thirty (30) respondents are enough to be interviewed in a 

qualitative inquiry. Creswell (2007) settled on between five (5) to twenty-five (25) 

respondents shall be adequate. 

 

 However, the purposive sampling (Sekaran & Bougie, 2013) was used for the 

selection of one director from each ministry in the state for the collection of 

qualitative data through face-to-face in-depth interview to explore the relationships 

of performance appraisal purposes on civil servant engagement and performance. 

Although seven (7) directors were interviewed from overall the ministries and 

agencies. Therefore, one director each from the ministry of finance, health, 

agriculture, planning and economic development, education, Local government and 

Chieftaincy, and one from the office of head of service.  It was realised that the 

saturation point was reached after the fifth interviewee from ministry of agriculture. 

Consequently, a total of seven (7) respondents were considered from the overall 

ministries and agencies (Adler & Adler, 2012; Mason, 2010; Creswell, 2007). The 
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respondents (directors/assistant directors) were chosen through a purposeful 

sampling procedure, taking into account the diverse nature of the performance 

appraisal. They were senior civil servants (directors) who have knowledge of 

performance appraisal regarding training, promotion, feedback, recognition and 

financial reward of civil servants. They were by themselves, a civil servant, superior 

and supervisor. These directors were presumed to be able to provide rich variations 

with substantial contributions to an understanding how training, job promotion, 

performance feedback, performance recognition and financial reward impact on 

employee engagement and performance.  

3.12.3 Data Collection  

At this stage, following the non-significant of certain variables from the result of the 

quantitative study semi-structured interviews was conducted to know why these 

variables are not supported. Thus, data was gathered in September 2018 through a 

semi-structured face-to-face interview in which a written set of open-ended questions 

were asked in casual forms. As observed by Wimmer and Dominick (2006), Baxter 

and Babbie (2004) and Patton (2002), interviews enable a researcher to get rich and 

deep information about people’s opinions, attitudes, ideas, thoughts, as well as what 

inspires them to act in a specific way or take a specific decision. An interview 

protocol was built to collect information from the respondents to ensure uniformity. 

This contained heading and a list of key questions to be enquired such as aims for 

conducting of performance appraisal, why training and performance feedback does 

not have effect on employee engagement (see appendix G for details). A copy of the 

consent letter was given to each respondent (between 27-31 August 2018) to seek 

their consent to participate in the study before the initial interview. 
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For this purpose, seven (7) semi-structured interviews were conducted among 

directors from six (6) ministries and one (1) agency in kwara state civil service, 

Nigeria between the period of three weeks. These respondents were chosen based on 

their knowledge of the subject matter (Braun and Clarke 2006). Additionally, 

following the approach adopted by Bartholme and Melewar (2014) the respondents 

chosen for the interview in this study were specifically selected as a sample of 

persons who can offer insights and experience-based understanding of the concept of 

employee engagement and performance  in the civil service and their perception of 

the role of  performance appraisal purposes in improving employee engagement and 

performance. As such, directors/assistant directors were selected based on their role 

and experiences in the conduct of performance appraisal in the state.  

 

In line with the mutual qualitative research ethics, the total number of respondents is 

subject to saturation. Saturation is reached when additional interviews do not 

disclose any new information from additional respondents. However, as submitted by 

Adler and Adler (2012) five (5) to thirty (30) respondents are enough to be 

interviewed in a qualitative inquiry. Creswell (2007) settled on between five (5) to 

twenty-five (25) respondents shall be adequate. Therefore, the researcher observed 

that the responses of the respondents had reached saturation by the seventh interview 

because additional reviews generate a replication of what has been thought by others. 

As such, in consonance with previous qualitative studies, a total number of seven (7) 

respondents are sufficient for this research.  

 

In view of the confidentiality agreement between the researcher and the respondents, 

it was agreed that the names of respondents would not be revealed. As a result of this 
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they were given details of happening regarding the questions asked from them. The 

questions of the interviews explored respondents’ understandings and experiences 

about performance appraisal purposes, employee engagement and performance in the 

context of kwara state civil service. Hence, the interviewer did not limit the 

debriefing to the questions that were listed in the interview guide. Instead, the 

interviewer probed deeply to gather all the thoughts and opinions of the respondents 

with regards to the subject matter. 

 

Consequently, the interview with the shortest period lasted for about twenty-four 

(24) minutes while the lengthiest lasted for about thirty-nine (39) minutes. Before the 

commencement of the interviews, the interviewees were shown the interview guide 

and were informed of the purpose of the interview. The respondents were given 

enough time to prepare their responses. As supported by Creswell (2014) an 

audiotape was used to record a semi structure interview with the respondents. The 

researcher was able to acquire detailed views of the respondents on why certain 

variables are not significant to the employee engagement and performance (see 

Appendix G for interview guide). The respondents were encouraged to talk freely 

using ‘phatic’ communication such as “uh-huh, I see, yeah, well” etc. (Berger, 2000, 

p. 240) as cue phrases during the sessions. 

3.12.4 Test of Validity and Reliability  

In certifying the internal validity of the information gotten from the in-depth face-to-

face interview with directors in the ministries and agency, we embraced peer 

examination and member checking procedures (Creswell, 2009). Therefore, in the 

procedure of member checking, the researcher went and offered/presented 
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respondents with the transcribed information for confirmation after which a lecturer 

and a student of post-graduate in the linguistic and communication department of the 

University of Ilorin peer-assessed the transcription and the thematic generation as 

well as coding for analysis. To conclude, the respondents were encompassed in the 

validation of the investigator’s clarification of their replies.  In confirming the 

reliability of the information, the contributors were very conversant with the drive of 

the study in which they decide to partake willingly without any pressure/burden from 

the examiner. 

3.12.5 Data Analysis and Ethical Considerations  

In this segment, analysis of data was examined concurrently with collection of data 

(Marshall & Rossman, 2014; Creswell, 2009). Once transcribing the answers and 

obtaining their valid certification from the respondents, the scripts were thoroughly 

read for theme generation, coding and categorization (Creswell, 2009).  The 

narratives were subsequently written based on the generated themes and categories. 

As regards ethical considerations, the researcher sought the voluntary involvement of 

respondents in the study by informing them of its pure academic purpose. They were 

assured of their confidentiality, confidentiality of their responses and fairness in the 

reporting of findings. 

 

To analyze the data, procedures for qualitative analysis were followed. Saldana 

(2009) emphasized that coding is the basic analytic activity. Hence, in analyzing the 

data transcript descriptive analytic technique was applied to carefully code for 

emergent themes in relation to associations among identified variables from the 

quantitative results. However, Mills, Huberman, and Saldana (2013)  maintain that 
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for explanatory sequential mixed methods research where qualitative phase is to 

provide explanation for causal relationship or non-correlation of quantitative 

variables, a researcher may have initial themes of focus to elicit data via personal 

interviews  or/and focused group discussions. In that regard, this study analyzed the 

data transcripts (i.e., the respondents’ responses) by focusing on the initial general 

themes to carefully consider new emergent themes that would give explanation for 

the insignificance amongst the quantitative variables. 

 

Each initial general theme became focus for descriptive analysis of the data 

transcript. The researcher insightfully read the data transcript, while aiming for 

descriptive analysis of causal chain of events; as suggested by qualitative scholars 

(e.g., Creswell, 2014; Mills, Huberman, & Saldana, 2013; Saldana, 2013). For 

instance, to understand and narratively describe an initial general theme “Perception 

of insignificant relationship of training on employee engagement (civil servant) in 

Kwara State Civil Service”, the researcher carefully read through each data transcript 

to identify causal event(s), and subsequently coded segment of the transcripts that 

directly or impliedly provided understanding of the same. The same processes were 

followed to code for the remaining initial general themes. 

 

Subsequently, careful emergent codes were utilised to provide narrative descriptions 

of evolving insights into causal relationships the insignificance among variables of 

the quantitative phase of this study. It is important to clarify here that coding of data 

transcript in this study was generally based on identifying some certain sentences or 

paragraphs that provide insights and equally answer the focused questions of inquiry 

for the purpose of the qualitative phase of this study. Though, Saldana (2015) 
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expressed that coding in qualitative study may focus on individual ‘word(s)’, 

‘sentence(s)’, ‘paragraph(s)’, or even whole ‘page(s)’, emphasis was laid on coding 

sentence(s), or/and paragraph(s) that provide meaningful description of causal 

relations of variables for explanatory mixed methods of this current study. 

 

Moreover, to in analyzing qualitative data of the current study, the researcher started 

the analysis of each initial general theme with a start-up comment, before providing 

statement(s) as code(s) for quotation to provide descriptive narration(s) of causal 

relations of the initially identified quantitative variables of interest; thereafter 

providing conclusion(s) for causal relationships among identified variable in the 

researcher’s own statements to indicate descriptive narrations of analysis; as 

suggested by qualitative scholars (Mills, Huberman, & Saldana, 2013; Saldana, 

2013).   

3.13 Chapter Summary 

This chapter three of this research has concisely examined the research methods that 

were utilised in data collection and analysis. The research utilised a mixed method 

strategy of QUAN-qual dominant-less dominant pattern. The methodology was 

sequential explanatory with an entrenched clarification. The basis of the mix 

technique in this research was to find a better interpretation of the outcomes in the 

quantitative analysis from the complementary qualitative analysis. The section also 

explained sampling designs, procedures of data collection and systematic procedures 

via which the study questions were answered. 
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The core drive of this research was to assess the hypothesised model which 

emphasizes that the performance appraisal purposes (training, promotion, feedback, 

recognition and financial reward) have a relationship with employee engagement on 

the one hand; and that the performance appraisal purposes and engagement have a 

relationships with employee performance on the other hand. To survey this 

relationship, the SEM was utilised. Examination of data to verify reliability and 

validity of the instrument, explanation of associations among constructs, and 

assessment of assumptions/postulations of multivariate data were assessed utilising 

SPSS version 22 while evaluation of models; measurement and structural models, 

were examined on PLS 3. The quantitative and qualitative outcomes of this 

investigation are reported in the subsequent section in order of sequential. 
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CHAPTER FOUR 

RESULTS 

4.1 Introduction  

Analysis of data and the results were offered in this chapter. The analysis of data 

required descriptive and inferential examination using SPSS version 22 and Smart 

PLS 3.0 M3 software respectively. Consequently, this part of the analysis has two 

sections: early data screening and inferential examination.  The early screening of 

data and other preliminary analyses required entry of data, examination of missing 

values, outlier’s valuation, normality examination, and test of multicollinearity, non-

response bias test, as well as common method variance/bias assessment. 

  

Likewise, the analysis of inferential encompasses endorsement of the reliability of 

the constructs, reliability of internal consistency, convergent, and discriminant 

validity. It similarly embraces structural model (i.e., significance of the path 

coefficients, level of the R-squared values, effect size, and predictive relevance of the 

model). The section was concluded with the summary of hypotheses outcomes.  

4.2 Response Rate  

For the intention of this research, an aggregate of Five Hundred and Ten (510) 

questionnaires were dispersed to the focus respondents (civil servants), Four 

Hundred and Nine (409) were reverted but only Three Hundred and Seven-One (371) 

were utilisable while Thirty-Seven (37) were unfinished and One (1) outlier, then 
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they were eliminated. The study utilised an accurate administration procedure to 

attain a high response rate (Sudman, 1976). Consequently, to the goal of 

accomplishing a high response rate in this analysis, the researcher disseminated 

greater part of the questionnaires himself in Nineteen (19) ministries and Two (2) 

agencies in Kwara State, Nigeria.  Four Hundred and Nine (409) out of Five Hundred 

and Ten (510) questionnaires stand for general response rate of Eighty per cent 

(80%), but Three Hundred and Seventy-One (371) were utilisable surveys represent a 

useable response rate of Seven-Three percent (73%). In Creswell’s (2012) 

perspective, which asserted that a response rate of Fifty percent (50%) is appropriate 

for analysis, it could be surely affirmed that a response of Seven-Three percent 

(73%) is acceptable for analysis. The subsequent segments display the method of 

discovering and selection of the data collected. 

 

Table 4.1 
Response Rate of the Questionnaires 

S/N Ministries and 
Agencies 

Total No 
of civil 

servants 

NDQ RQ RU
Q 

RE
Q 

QR RR VRR 

1 Min. of Health 1,219 101 75 68 7 26 14.7
1 

13.3
3 

2 Min. of Finance 760 63 47 41 6 16 9.22 8.04 
3 Min. of Education 

& Human Capital 
Dev. 

298 25 20 18 2 5 3.92 3.53 

4 Min. of 
Agriculture & 
Natural Resources 

438 36 28 23 5 8 5.49 4.51 

5 Min. of 
Information & 
Communication 

125 10 9 9 - 1 1.76 1.76 

6 Min. of Works & 
Transport 

294 24 18 16 2 6 3.53 3.14 

7 Min. of Housing 
& Urban Dev. 

229 19 16 15 1 3 3.14 2.94 

8 Min. of justice 134 11 9 9 - 2 1.76 1.76 
9 Min. of Local 

Government & 
Chieftaincy Affair 

121 10 9 8 1 1 1.76 1.57 
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10 Min. of Sport & 
Youth Dev. 

118 10 8 8 - 2 1.57 1.57 

11 Min. of Planning 
& Economic Dev. 

154 13 10 10 - 3 1.96 1.96 

12 Min. of Water 
Resources 

187 16 13 12 1 3 2.55 2.35 

13 Min. of Energy 113 9 9 9 - - 1.76 1.76 
14 Min. of Culture & 

Tourism 
132 11 9 9 - 2 1.76 1.76 

15 Min. of Tertiary 
Education 

124 10 9 9 - 1 1.76 1.76 

16 Min. of Women 
Affair 

117 10 10 9 1 - 1.96 1.76 

17 Min. of 
Commerce 

105 9 9 9 - - 1.76 1.76 

18 Min. of 
Environment and 
Forestry 

125 11 10 10 - 1 1.96 1.96 

19 Min. of Industry, 
Solid and Mineral 
Development 

109 9 9 9 - - 1.76 1.76 

20 Office of Head of 
Service 

1,161 96 74 62 12 22 14.5
1 

12.1
6 

21 Civil Service 
Commission 

97 8 8 8 - - 1.57 1.57 

 Total 6,156 510 409 371 38 101 80% 73% 
Note: NDQ=No of Distributed Questionnaires, RQ=Returned Questionnaires, 
RUQ=Returned and Usable Questionnaires, REQ=Returned and Excluded 
Questionnaires, QR=Questionnaire not Returned, RR=Response Rate, VRR=Valid 
Response Rate.  

4.3 Data Screening and Preliminary Analysis 

This section displays the analysis of preliminary data which contains the cleansing 

and screening of the data collected and making the collected data set for inferential 

statistical examination. The preliminary examination and information screening is 

prepared with SPSS version twenty-two (22). The screening of data encompasses 

quite a lot of techniques as submitted by Hair et al., (2010). Besides, via initial data 

vetting, probable breach of vital conventions about the relevance of multivariate 

procedures of data examination could be definitely identified. Therefore, initial 

analysis is key in any analysis of multivariate (Hair et al., 2007). 
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However, the first phase of introductory data screening was coding and keying of the 

reverted and utilisable questionnaires using SPSS. As revealed in the preceding 

segment, the reverted and utilisable questionnaires are Three Hundred and Seven-

One (371). Following introductory data vetting, preliminary data examination was 

conducted. This encompasses evaluating and substituting missing values, outliers’ 

evaluation, normality assessment, examination of linearity, and assessment of 

homoscedasticity and test of multicollinearity (Hair et al., 2010; Tabachnick, Fidell 

& Ullman, 2007). These sequences of assessments and procedures are conveyed in 

the subsequent segments. 

4.3.1 Examination of Missing Value 

Evaluating and substituting missing values in SEM examination cannot be 

exaggerated, because the accessible apparatuses and systems could not work with 

missing values in the data established (Lomax & Schumacker, 2004). Similarly, the 

attribute of data analysis is mostly depending on the exactness of data arrangement 

and its additional conversion into an applicable data for examination (Kristensen & 

Eskildsen, 2010). 

  

It has been perceived in the data established that specific instances have missing 

values; Training had two (2) missing values, Job Promotion had two (2) missing 

values, performance feedback had three (3) missing values, Performance Recognition 

had three (3) missing values, Financial Reward had two (2) missing values, 

Employee Engagement had two (2) missing values, while Employee Engagement 

had eight (8) missing values. The overall missing data were 0.145 per cent, and it is 

less than 5 per cent (see Table 4.2), and thus non-significant. 
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 The scholars (Tabachnick, Fidell & Ullman, 2007; Schafer, 1999) assert that missing 

rate of five percent (5%) or fewer is non-significant, no any item was removed, and 

the missing values were substituted utilising expectation maximasation (EM) (Hair et 

al., 2010). The subsequent segment displays the outcome of assessing outliers. 

 

Table 4.2 
Total and Percentage of Missing Values 

Constructs Number of Missing Values 

Training 

Job Promotion 

Performance Recognition 

Performance Recognition 

Financial Reward 

Employee Engagement 

Employee Performance 

2 

2 

3 

3 

2 

2 

8 

Total  

Percentage 

22 (out of 15,211 data points) 

0.145% 

4.3.2 Assessment and Detection of Outliers  

Outliers according to Hair et al. (2010) are the values/standards that have rare traits 

and vary entirely from other principles. It could be certain observations or subsets of 

observations which appears to be inconsistent with the remainder of the data. Such 

apparently irregular interpretations are referred to as outlier (Barnett & Lewis, 1994). 

This connotes that outliers are values that is out-of-range in a particular dataset. 

Given this reality, it is thought that the occurrence of irregular interpretations in the 

set of data, which is required for analysis of regression, could poorly upset the 

assessments of regression coefficients and accordingly render the outcomes incorrect 

(Verardi & Croux, 2009). Occurrence of outlier in a set of data could be due to entry 

of data wrongfully. So, it is imperative to confirm for any possible outliers in the data 

set earlier in carrying out the key data examination.  
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Outliers were seen in this research at the multivariate level. In a multivariate level 

analysis, elimination of outliers from the dataset has been a usual practice for a long 

time. Since PLS path modelling is a multivariate technique. In the current research 

multivariate outliers were identified and then removed from the dataset. Precisely, 

the valuation of multivariate outliers in this research was centred on Mahalanobis 

distance (D2) gauge. Mahalanobis distance was described as “the distance of a case 

from the centroid of the remaining cases where the centroid is the point created at the 

intersection of the means of all the variables” (Tabachnick, Fidell &Ullman, 2007).  

 

To determine outlier in the dataset the probability score of Mahahalanobis Distance 

(MD) with a value less than 0.001 is regarded as outliers. Based on this criterion, 

case numbered 31 had a probability MD score (0.00078) which is less than 0.001 and 

it was deleted. Thus, only one (1) of the values in the data was found to be 

multivariate outlier and was then removed from the dataset. Consequently, the 

remaining Three Hundred and Seventy-One (371) valid dataset were finally utilised 

for the PLS-SEM analyses. 

4.3.3 Test of Normality  

In this study, the assessment of normality of the data has been evaluated by 

considering the skewness and kurtosis of the data. Hair et al. (2012) suggested that 

conduction of normality assessment of data should be done. Moreover, in a position 

where there is enormously skewed or kurtosis data, there could be upsurge in the 

bootstrapped standard mistake approximations, and this would thus undervalue the 

statistical importance of the path coefficients (Ringle, Sarstedt, & Straub, 2012; 

Dijkstra, 1983).  
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Given the overhead argument, assessment of normality of the data was executed by 

the application of graphical technique (Tabachnick, Fidell &Ullman, 2007). The 

option of the technique giving by Field (2009) is buttressed by the point that, in a 

huge size of two hundred (200) sample or more, it is imperative to glance at the 

structure of the spreading graphically somewhat than observing at the significance of 

the figures of the skewness and kurtosis. Besides, a bulky sample reduces the 

standard inaccuracies, which in shot upsurge the value of the skewed and kurtosis 

figures. Thus, a histogram and standard possibility plots were examined to 

substantiate that normality ideas were maintained as portrayed in the figure 4.1 

offered underneath: 

 
Figure 4.1 Histogram and Normal Probability Plots. 
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4.3.4 Homoscedasticity  

In this investigation, homoscedasticity was established utilising graphical and 

statistical approaches. Homoscedasticity notion proposes that there must be similar 

quantities of variance amongst dependent construct through a variety of independent 

constructs that could either be categorical or continuous (Rovai, Baker & Ponton, 

2013). Defilement of homoscedasticity postulation in multivariate examination is 

identified as heteroscedastic, and it could leash to over assessment of the association 

amongst predictors and the outcome constructs, so extremely affecting practical 

conclusion (Rosopa, Schaffer & Schroeder, 2013). 

 

Rovai et al. (2013) affirmed that the notion of homoscedasticity is normally 

established via a stansardised residuals or residuals scatterplot against the 

standardised predicted values, and it is fulfilled when residuals differ arbitrarily 

around zero and spread/scatter of these residuals are nearly similar throughout the 

plot. Homoscedasticity was not a key worry in the existing research as illustrated in 

Figure 4.2, since the residuals diverse arbitrarily around zero and dispersed virtually 

similar throughout the plot. Thus, centred on Figure 4.2, there was no graphic 

indication of assumption of homoscedasticity being violated in this investigation.   
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Figure 4.2 Standardised Residuals against the Standardised Predicted Value. 

4.3.5 Assessment of Linearity   

The valuation of linearity is similarly conducted and channelled in this study and 

graphically examined. Figure four-point-three (4.3) offers the “normal P-P plot” 

which illustrates the association line amongst the variables under-studied (Hair et al., 

2010; Field, 2009). The figure discloses a moderately straightforward streak with 

slight divergence which specifies an appropriate linearity amongst the variables. 
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Figure 4.3 Normal P-P plot for Linearity Evaluation 

4.3.6 Multicollinearity Assessment 

Multicollinearity according to Sekaran and Bougie (2010) refers to a circumstance in 

which extraordinary correlation occurs between two (2) or more exogenous latent 

constructs in a specific model of multiple regression. Tabachnick, Fidel and Ullman 

(2007) affirmed that the presence of ideal correlation amid exogenous latent 

variables is the basic supposition, but in the regression model there would not be 

multicollinearity amid the variables, because it distorts the assessments of regression 

coefficients and numerical assessments of their significance (Hair et al 2006; 

Chatterjee & Yilmaz, 1992). Besides, multicollinearity is undesirable in the 

regression model as it intensifies the normal errors of the coefficients, which in shot 

leave the coefficients not significant statistically (Tabachnick, Fidell &Ullman, 

2007). 



 

  193 

Two (2) different methods were carried out in this analysis to examine for 

multicollinearity (Peng & Lai, 2012; Chatterjee & Yilmaz, 1992). Firstly, the method 

consists of examining the association matrix of the exogenous latent constructs. 

Specified the perception of Sekaran and Bougie (2010), association values of zero-

point-seven (0.7) or over are thought to be high correlation.  While Hair et al. (2010) 

established that association values of more than zero-point-nine (0.9) is viewed to be 

high correlation. The outcome which was presented in Table 4.3 specifies that 

association matrix of the whole exogenous latent constructs is within the satisfactory 

range, indicating that no multicollinearity difficult happens amid the constructs. 

 

Table 4.3 
Correlation Matrix of the Exogenous Latent Constructs 
Construct  EE PF TR FR JP PR 

EE   1      

PF -.044   1     

TR -.062 -.042   1    

FR -.250 -.022 -.072   1   

JP -.176 .125 -.371 -.189   1  

PR -.144 .037 -.453 -.267 -.014   1 

**. Correlation is significant at the 0.01 level (2-tailed).  
*. Correlation is significant at the 0.05 level (2-tailed) 
 

Secondly, the method was employed to assess the multicollinearity by examining the 

variance inflated factor (VIF) and tolerance/acceptance values. Established on Hair et 

al.’s (2010) assumption, VIF standards of more than ten (>10) and the acceptance 

standards of less than ten (<.10), specify that multicollinearity difficult occurs in 

such an exemplary/model. Nevertheless, the outcome offered in Table 4.4 of this 

research illustrates that there is none multicollinearity difficult in the exemplary as 

entire VIF standards were less than five (<5), and acceptance standards exceeded 
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zero-point-twenty (>0.20). The subsequent segments offering the outcomes of 

descriptive data. 

 
Table 4.4 
Multicollinearity Test 

Constructs Tolerance Variance Inflation Factor 
TR .470 2.126 
JP .582 1.717 
PF .982 1.019 
PR .503 1.987 
FR .601  1.165 
EE .683 1.465 

4.4  Examination of Non-Response Bias 

Non-response bias signifies the common error which could stalk from investigation’s 

valuation of sample appearances in which certain respondents could be diminished as 

a consequence of non-response (Berg, 2002). Singer (2006) asserts that there is no 

smallest response rate below which a study evaluation is essentially biased, so 

likewise there is no response rate beyond which it is never biased. Besides, Sheikh 

(1981) and Pearl and Fairly (1985) were of the view that there is possibility of 

noticing bias in the non-response rate regardless of its magnitude. Because verifying 

for non-response bias becomes necessary. In this regard, extrapolation approach of 

Armstrong and Overton (1977) was embraced. This approach comprises of making 

comparison amongst the early and late responses from the sampled respondents, and 

according to proposition of the two researchers, late responses are comparable to no-

response. 

Based on the approach embraced, respondents of this investigation were divided into 

two (2) different groups built on their responses to the investigation which implies 

both the exogenous latent constructs/variables (training, job promotion, performance 
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feedback, performance recognition and financial reward), and the endogenous latent 

variable/construct (employee engagement and employee performance). 

 

The procedure of data gathered commenced with the dissemination of questionnaires 

to the respondents early June, nonetheless certain questionnaires were reverted early 

while certain questionnaires were reverted early August. Consequently, two (2) 

groups of responses i.e. early response and late response. The early responses 

signified the questionnaires that were reverted late June while late responses 

contained the questionnaires which were reverted early August. The responses of the 

two groups were contrasted. The late response represents a sample of non-

respondents while, the early response stands for the sample that responded (Miller & 

Smith, 1983). Statistically, this approach involves execution of an independent 

sample t-test to identify any likely non-response bias on the main research constructs. 

When the outcomes of the t-test are established to be significant at 0.05 significance 

level, it could be deduced that non-response bias occur in the research: then when t-

test is not significance, it denotes that there is no dissimilarities in replies to the 

questionnaire between early responders and late responders (Field, 2009; Pallant, 

2010). Table 4.5 displays the outcomes of independent-sample t-test. The succeeding 

segment offerings the outcome of the common method variance assessment. 

 
Table 4.5 
The outcomes of Independent-Sample T-test for Non-Response Bias 
Construct Group N Mean Levene's Test for 

Equality of Variances 
F Sig 

TR early response 277 3.5315 .166 .684 
late response 94 3.7287   

PF early response 277 3.6536 .216 .642 
late response 94 3.8082   

PR early response 277 4.0889 .887 .348 
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late response 94 4.1012   
JP early response 277 3.5660 .716 .398 

late response 94 3.6683   
FR early response 277 3.6182 .777 .379 

late response 94 3.6581   
EE early response 277 4.0622 .574 .449 

late response 94 4.1051   
EP early response 277 4.0640 .225 .635 

late response 94 4.1637   
Note: TR=Training, JP=Job Promotion, PF=Performance Feedback, 
PR=Performance Recognition, FR=Financial Reward, EE=Employee Engagement, 
EP=Employee Performance. 

4.5 Examination of Common Method Variance (CMV) 

Common Method Variance (CMV) is termed mono-method bias which refers to the 

“variance that is attributable to the measurement method rather than to the constructs 

the measure represent” (Podsakoff et al., 2003, p.178). Academics are undisputed on 

the statement that CMV has turn into a key concern for the investigators who 

embrace self-report examinations (Spector, 2006; Podsakoff et al., 2003; Lindell & 

Whitney, 2001). CMV could instigate inflated associations amid the variables of the 

enquiry (Conway & Lance, 2010). 

 

To restrain CMV’s consequence, certain steps were chosen. One of the steps chosen 

was decrease of respondents’ assessment worry by means of telling them there is no 

correct or incorrect reaction to the items in the investigation, and that their reactions 

would be handled with maximum privacy. Moreover, there was a perfection on the 

items of the scale by utilising specific, simple and concise language, and preventing 

blurred expressions.  

 

Furthermore, Harman’s single factor assessment, which was projected by Podsakoff 

and Organ (1986), was utilised for CMV assessment. This assessment includes 
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performing a Principal Components Factor Analysis (PCFA) on all items in the 

theoretical constructs (i.e., Training, Job Promotion, Performance Feedback, 

Performance Recognition, Financial Reward, Employee Engagement and Employee 

Performance). Podsakoff and Organ, (1986) that if the outcomes of PCFA specified 

that the first factor elucidates less than Fifty per cent (50%) of the overall variance, it 

denotes that CMV is not a main concern. The CMV assessment summary results are 

reported in Table 4.6. As revealed in Table4.6, the PCFA generated Ten (10) factors, 

with first factor estimating /accounting for only Thirty-Five (35%) of the variance. 

Additionally, it was established that there is no propensity of extraordinary 

associations amid variables of the investigation. Thus, the outcomes recommend that 

CMV was not a key worry in this study.  

 

Table 4.6 
Result of Common Method Variance Assessment 
 
Componen
t 

Initial Eigenvalues Extraction Sums of Squared 
Loadings 

Total % of 
Variance 

Cumulative 
% 

Total % of 
Variance 

Cumulative 
% 

1 14.21
4 

34.667 34.667 14.21
4 

34.667 34.667 

2 3.651 8.904 43.571 3.651 8.904 43.571 
3 3.060 7.463 51.034 3.060 7.463 51.034 
4 2.556 6.235 57.268 2.556 6.235 57.268 
5 2.168 5.287 62.555 2.168 5.287 62.555 
6 1.744 4.255 66.810 1.744 4.255 66.810 
7 1.522 3.713 70.522 1.522 3.713 70.522 
8 1.420 3.464 73.987 1.420 3.464 73.987 
9 1.182 2.884 76.871 1.182 2.884 76.871 
10 1.083 2.642 79.512 1.083 2.642 79.512 
11 .950 2.316 81.828    

12 .910 2.220 84.048    

13 .897 2.187 86.235    

… … … …    

… … … …    
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… … … …    

… … … …    

… … … …    

39 .013 .032 99.954    

40 .011 .027 99.981    

41 .008 .019 100.000    

4.6 Descriptive Statistics  

The drive of descriptive statistics is to review and display the raw information 

gathered from the field/subject in a clear and comprehensible manner (Stevens, 2012; 

Hanneman, Kposowa & Riddle, 2013). The organisation of descriptive statistics are 

of two segments: caterigocal and continuous constructs. Precisely, descriptive 

statistics for the categorical constructs contain frequencies and percentages. While, 

the descriptive statistics for the continuous constructs, which were established on 

five-point Likert scales, comprise mostly the means and standard deviations.  

4.6.1 Demographic Information of the Respondents   

This segment displays the demographic data of the respondents (civil servants), with 

the elementary information that were essential to comprehend the respondents of the 

study. The demographic data consist of the gender, age, marital status, educational 

qualification of the respondent and years of working experience. For now, the 

elementary information with respects to evaluating the influence of the respondents 

in this research contains the training, job promotion, performance feedback, 

performance recognition and financial reward on employee engagement and 

performance. 
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In the Table 4.7 the descriptive information of the respondents was shown, and this 

indicates that the substantial number of the respondents in this research are male, 

representing 194 (52.3%) while 177 (47.7%) are females’ respondents. Nevertheless, 

there is no much disparity amongst the total of males and females. This outcome is 

symbolic of the population of civil servants in Kwara state, Nigeria, which displays 

no considerable gap concerning males and females. With respects to the respondents’ 

age, Table 4.7 indicates that substantial number of the respondents are 26-35 years of 

age, representing one hundred and seventy-eight (178) (48%) of the entire 

respondents. This is followed by one hundred and twenty-four (124) (33.4%) 

respondents, who are around the ages of 36-45 years. 10.2% (38) are between the 

ages of 46-55 years while 6.2% (23) are between the ages of 18-25 years. Finally, 8 

(2.2%) respondents are between the ages of 56 years and above. This distribution 

might be a replication of the fact that young adults are more in the civil service in 

Kwara state, Nigeria than old people.  

 

Concerning the marital status of the respondents, the majority of the respondents are 

married representing Two Hundred and Ninety-Two (292) (78.7%). Followed by the 

respondents who are single with frequency of Seven-Two (72) (19.4%). The 

divorced respondents are just Four (4) (1.1%) while widow respondents are only 

Three (3) (0.8%). From the distribution, it has shown that most of the respondents are 

matured and responsible. 

 

Table 4.7 likewise illustrates that Two Hundred and Twenty-Seven (227) (61.2%) 

respondents, who happened to be the majority, have Degree as their highest level of 

educational qualification. This is followed by Seventy-Six (76) (20.5%) respondents, 
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who have Masters’ degrees.  Sixty-Eight (68) (18.3%) respondents who have 

diploma and below certificates. None of the respondents have Ph.D. degree. The 

outcomes specify that majority of the respondents have bachelor’s degree 

certificates. 

 

As far as the years of working experience of the respondents are concerned, 

considerable number of the respondents are between 1-5 years’ experience 

representing One Hundred and Eighty (180) (48.5%). This is followed by 

respondents who are between 6-10 years’ work experience representing One 

Hundred and Four (104) (28.0%). 12.1% (45) are respondents between 11-15 yeears 

work experience while the respondents between 16-20-year work experience are 

twelve (12) (3.2%). Finally, thirty (30) (8.1%) are the respondents between 21 years 

and above.  

 

Conclusively, it could be comprehended from the overhead description that the 

respondents diverse significantly in relations of their experiences, and this designates 

that the information employed in the analysis was from the respondents of varied 

demographic qualifications, and consequently inspiring generalizability of the 

outcome of the investigation. 

Table 4.7 
Descriptive Analysis of Demographic Data 
Demography Indicators Frequency Percentage  

Gender Male  

Female 

194 

177 

52.3 

47.7 

 

Age  18-25yrs 

26-35yrs 

36-45yrs 

46-55yrs 

23 

178 

124 

38 

6.2 

48.0 

33.4 

10.2 
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56yrs and 

above 

8 2.2 

Marital status Married  

Single  

Divorced  

Widow  

292 

72 

4 

3 

78.7 

19.4 

1.1 

0.8 

 

Educational 

qualification 

Diploma and 

below 

Degree 

Master  

Ph.D. 

68 

227 

76 

- 

 

18.3 

61.2 

20.5 

- 

 

Year of work 

experience 

1-5yrs 

6-10yrs 

11-15yrs 

16-20yrs 

21yrs and 

above 

180 

104 

45 

12 

30 

48.5 

28.0 

12.1 

3.2 

8.1 

 

4.7 Descriptive Analysis of the Latent Constructs 

A descriptive analysis has been piloted to review and elucidate the essential 

attributes of the data established from the perspective of the respondents on the 

respective construct of this investigation. It could be recalled that each item in the 

questionnaire administered was rated on a five-point Likert scales ranging from 1 = 

“Strongly disagree” to 5 “Strongly agree”. On the basis of five-point Likert scales, a 

descriptive statistic of measurements was performed via “means and standard 

deviations”. Descriptive statistics of measurements equally use to give an 

investigator a broad assessment about how the respondents of the study have reacted 

to the survey tool employed in the investigation (Sekaran & Bougie, 2010). Besides, 

the descriptive statistics designed to define the information and ascertain the mean 

and standard deviation of the measured variables. A detailed descriptive statistic of 

the study variables is provided in Table 4.8. 
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Table 4.8 
Descriptive Statistics for Latent Variables 
Lantent 
Constructs 

No. of Items Mean St. Deviation 

Training  5 3.5814 0.93016 
Job promotion 3 3.6928 0.90017 
Performance 
feedback 

4 4.0920 0.59704 

Performance 
recognition 

6 3.5919 0.87055 

Financial reward 3 3.6283 0.91933 
Employee 
engagement 

6 4.0731 0.73237 

Employee 
Performance 

14 4.0893 0.60014 

 

As illustrated in Table 4.8, the mean and standard deviation of the all variables of the 

study ranging from 3.5814 to 0.4020, and from 0.59704 to 0.93016 respectively. 

These total mean and standard deviation values of the entire variables are fairly 

adequate. Therefore, it could be demonstrated that the reactions of the respondents 

evidently specify a tolerable and reasonable level of relevance to the whole 

measurements concerning training, job promotion, performance feedback, 

performance recognition, financial reward, employee engagement and employee 

performance. 

4.8 Partial Least Square (PLS) Structural Equation Modeling (SEM) Approach 

Analysis and assessment of the structural model could not be meaningful except the 

measurement model has been assessed to ascertain whether the data measures or 

matches the model (Joreskog & Sorbom, 1993). In this research, therefore, 

measurement model was assessed to ascertain the level at which data 

collected/gathered suits the model before the analysis of the structural model. This 
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two-step approach in the evaluation of PLS-SEM outcomes has likewise been 

suggested by Henseler, Ringle and Snkovics (2009) as revealed in figure 4.4. 

 

Figure 4.4 A two-step Process for the assessment PLS-SEM Results 
Source: Henseler, Ringle and Sinkovics (2009)  
 

4.8.1 The Measurement Model (Outer Model) Evaluation 

Measurement model, similarly, recognised as the outer model reveals the 

associations amongst indicators and latent variables (Hair et al., 2014; Chin, 1998). 

In the current research, measurement model was assessed for reliability and validity. 

Reliability and validity are two indispensable criteria for assessing the quality of 

gauges (Kimberlin & Winterstein, 2008; Andrew, Pedersen & McEvoy, 2011). 

Therefore, the assessment of measurement model was done via Smart PLS, which it 

contained determination of individual indicator reliability, internal consistency 

reliability, convergent and discriminant validity (Henseler et al., 2009; Hair et al., 
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2014; Hair et al., 2011). The complete measurement model of this research is offered 

below in figure 4.5. 

 

Figure 4.5 Measurement Model 

4.8.1.1 Individual Indicator Reliability   

The notion of individual indicator reliability, as expressed by Hair et al.  (2010), is to 

specify the capability and suitability of items (i.e. indicators) generated/spawned for 

a specific variable in evaluating the key concept in a particular study. Going in line 

with the submission of Vinzi, Trinchera and Amato (2010) and Bohrnstedt (1970), 

Principal Component Analysis (PCA) technique is the process that must be embraced 

for measuring the key factor structure of the items comprising/constituting a specific 

variable. PCA is entrenched in Smart PLS and factor loadings were formed for the 

whole items in it. Though it could have been theoretically demonstrated in the review 
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of literature, it is basically mandatory that the whole items need to demonstrate 

highest loading values on their variables than on other variables. 

 

As illustrated in Table 4.8 underneath, the indicators displayed uppermost values on 

their particular variables as compared to their loadings on other variables. Equally, 

the indicators require acceptably and considerably high loadings, and consequently 

confirming the content validity of the variables concerning training, job promotion, 

performance feedback, performance recognition, financial reward, employee 

engagement and employee performance. Nevertheless, one (1) indicator (i.e., PF1) 

from performance feedback and one (1) indicator (i.e., EP14) from employee 

performance dropped under the threshold of 0.5 (Hair et al., 2010; 2011). Therefore, 

these two items (PF1 & EP14) were deleted. 

4.8.1.2 Construct Reliability 

Scholars (Im & Grover, 2004; Chin, 2010) have observed that reliability could be 

established at either the individual indicators level or at a particular variable level. In 

this investigation, construct reliability was established in line with composite 

reliability index (Hair, et al., 2011; Nunnally & Bernstein, 1994; Hair, et al., 2012; 

Hair, et al., 2014). An adequate construct reliability according to Hair et al. (2011), is 

determined when composite reliability index is 0.70 or greater. Then, it could be 

perceived in Table 4.8 that the indices of composite reliability of the entire latent 

constructs were between 0.876 and 0.940. This submits that appropriate construct 

reliability is accomplished since the composite reliability indices stated in this 

existing research were beyond the satisfactory limit point of 0.70. 
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4.8.1.3 Convergent Validity  

Convergent validity signifies the extent to which two or more measures of the similar 

theoretical variable evaluated by different approaches are in agreement (Papoutsakis, 

2008; Guo, Aveyard, Fielding & Sutton, 2008). The extant literature on PLS path 

modelling shows that convergent validity is determined via the average variance 

extracted (AVE) (Henseler et al., 2016; Chin, 1998; Fornell & Larcker, 1981). 

Specifically, to attain acceptable convergent validity, Fornell and Larcker (1981) 

suggested that AVE values have to be 0.50 or greater. As specified in Table 4.9, the 

AVE values ranged between 0.549 and 0.758, and the whole latent variables show 

AVE values above the suggested threshold of 0.50. Therefore, it could be sum up 

that satisfactory convergent validity has been confirmed in the current research. 

 

Table 4.9 
Internal Consistency and Convergent Validity  

Constructs  Items  Loadings  AVE CR CA 

Training TR1 
TR2 
TR3 
TR4 
TR5 

0.783 
0.863 
0.758 
0.776 
0.849 

0.651 0.903 0.867 

Job Promotion JP1 
JP2 
JP3 

0.889 
0.923 
0.795 

0.758 0.903 0.839 

Performance 
Feedback 

PF2 
PF3 
PF4 

0.973 
0.512 
0.972 

0.718 0.877 0.893 

Performance 
Recognition 

PR1  
PR2 
PR3 
PR4 
PR5 
PR6 

0.691 
0.834 
0.755 
0.870 
0.849 
0.751 

0.631 0.911 0.883 

Financial Reward FR1 
FR2 
FR3 

0.840 
0.849 
0.825 

0.702 0.876 0.789 
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Employee 
Engagement 

EE1 
EE2 
EE3 
EE4 
EE5 
EE6 

0.823 
0.893 
0.781 
0.808 
0.697 
0.880 

0.667 0.923 0.899 

 EP1 
EP2 
EP3 
EP4 
EP5 
EP6 
EP7 
EP8 
EP9 
EP10 
EP11 
EP12 
EP13 

0.863 
0.828 
0.781 
0.674 
0.676 
0.642 
0.843 
0.792 
0.619 
0.635 
0.729 
0.627 
0.768 

0.549 0.940 0.931 

4.8.1.4 Discriminant Validity  

Discriminant validity means the “degree to which one theoretical construct differs 

from another” (Papoutsakis, 2008, p.149). Existing works on PLS path modelling 

proposes numerous approaches to determine satisfactory discriminant validity, 

comprising Fornell-Larker criterion, cross loadings, and by assessment of 

Heterotrait-monotrait ratio of correlations (HTMT) criterion (Henseler, Ringle & 

Sarstedt, 2015; Hair et al., 2014; Fornell & Larker, 1981; Chin. 1998). However, the 

current research emphasise mostly on Fornell-Larker criterion and HTMT because 

they are more reliable approaches in ascertaining discriminant validity in 

administration and management research (e.g. Ho, Ahmad & Ramayah, 2016; 

Lechner & Gudmundsson, 2014; Al-Dhaafri, Al-Swidi & Yussof, 2016).  

 

The fundamental of conducting discriminant validity is to examine the 

construct/variable cogency of the outward model in which it must attest that the 
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gauges which would not be connected, are not found connected after carrying out the 

investigation. It similarly signifies that every measure is further associated to its own 

particular constructs/variables than to other constructs/variables. As postulated by, 

Fornell and Larcker (1981), and Chin (2010) that performing discriminant validity 

assessment encompasses the examination of the square roots of AVE with 

associations amid the constructs/variables of the research.  

 

As illustrated in Table 4.10 underneath, the diagonal standards, specifying the square 

root of AVE of the specific constructs/variables, are more than the other standards of 

the row and the column in which they are situated, and consequently substantiating 

the discriminant validity of the outward model. Specified this outcome and the point 

that the useable constructs/variables do offer decisions which bring about overview 

of investigation conclusions, it is reasonable to hypothesise that the consequent 

studies’ outcomes, most specifically testing of hypotheses, will be consistent and 

valid. 

  

Table 4.10 
Descriminant Validity (Fornell-Larker criterion) 
 Construct EE EP FR JP PF PR TR 

EE 0.816       

EP 0.737 0.741      

FR 0.477 0.510 0.838     

JP 0.446 0.499 0.477 0.870    

PF 0.054 0.118 0.136 -0.064 0.847   

PR 0.465 0.457 0.540 0.471 0.005 0.794  

TR 0.432 0.531 0.463 0.593 0.021 0.648 0.807 

As revealed formerly, the existing research likewise established discriminant validity 

utilising HTMT approach. Basically, the HTMT approach estimates the level of 
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correlation among constructs by comparing the highest correlation between 

constructs of the same model with a predetermined ceiling value (Henseler et al., 

2015). If the results of HTMT analysis yielded a value exceeding the predetermined 

HTMT ceiling value, it entails that discriminant validity is not achieved. According 

to Clark and Watson (1995), as well as Kline (2011) the ceiling value of HTMT to 

establish discriminant validity is 0.85 (i.e., the highest correlation among constructs 

should not exceed 0.85). However, scholars such as Gold, Malhotra, and Segars 

(2001), Teo, Srivastava, and Jiang (2008) as cited in Henseler et al. (2015) 

recommended a HTMT value not exceeding 0.90 as adequate to ascertain 

discriminant validity in a study. Therefore, from table 4.11 below it shows that 

descrinanant validity is achieved because none of the correlations among the 

constructs is up to 0.85 or 0.90 as suggested by Kline (2011) and Henseler et al. 

(2015) respectively. 

 
Table 4. 11 
Heterotrait-Monotrait Ratio of Correlations (HTMT) 
Construct  EE EP FR JP PF PR TR 

EE        

EP 0.766       

FR 0.569 0.582      

JP 0.495 0.562 0.585     

PF 0.084 0.116 0.133 0.122    

PR 0.508 0.498 0.637 0.534 0.141   

TR 0.479 0.574 0.581 0.683 0.050 0.742  
Note: the figure in bold ink (i.e., 0.781) is the HTMT ratio of this study. 

As depicted in Table 4.11, the highest correlation among the latent constructs in the 

current study was between employee engagement and employee performance with a 

HTMT ratio of 0.766 (in bold ink) which is not up to the predetermined HTMT 
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ceiling value as specified by Clark and Watson (1995), as well as Kline (2011). 

Hence, discriminant validity was confirmed in the present study. 

 

Finally, having substantiated content validity, discriminant validity and convergent 

validity of the constructs/variables of this investigation, it could formerly be 

maintained that the construct/variable validity has been verified in this research. 

4.8.2 Structural Model /Hypotheses Testing 

Structural Model, likewise recognised as the inner model displays the associations 

among the latent constructs (Hair el al., 2014; Chin, 1998). This segment gives the 

outcomes of the hypotheses test connecting to the conceptual model that has been 

illustrated in Figure 2.1. It might be reminded that the conceptual model proposes the 

impact of performance appraisal purposes on employee engagement and performance 

in the Kwara State Civil Service, Nigeria. In connection with empirical evidence, 

social exchange theory, expectancy theory as well as Ability, Motivation and 

Opportunity (AMO) theory, eleven (11) research hypotheses were framed and tested. 

 

Sketch on path modelling works, the structural model was assessed in line with five 

(5) key criteria, specifically: “algebraic sign, significance of the structural path 

coefficients, f2 values, R2 values, and assessment of PLS esmatites at the construct 

level (Q2 values)” (Suarez, Calvo-Mora & Roldan, 2016; Roldan & Sanchez-Franco, 

2012; Chin, 2010; Chin, 1998). Additionally, based on Henseler et al. (2009) and 

Hair et al. (2014) assumption, bootsrapping with 5000 reamples was utilised to create 

“Beta values, Standard errors, t-values, and p-values”. The complete outcomes of 
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structural model of this investigation are offered in Figure 4. 6 and Table 4. 11. 

 

Figure 4.6 Structural Model 

4.8.2.1 Algebraic Signs 

As revealed in Table 4.12, the beta values (algebraic signs) in the direct influence 

model, only six (6) out of eleven (11) were significant and suported. Precisely, the 

beta values direct influence model proposes that Hypotheses 2, 4, 5, 6, 10 and 11, the 

influence of exogeneous variables on endogeneous latent variables are significant. 

 
Table 4.12 
Structural model results 
Hypotheses   Path  Beta SDV T-value P Value Decision 

H1 TR -> EE 0.081 0.079 1.025 0.306 Not 

supported 

H2 JP -> EE 0.197 0.068 2.893 0.004 Supported 

H3 PF -> EE 0.031 0.059 0.530 0.596 Not 

supported 

H4 PR -> EE 0.192 0.069 2.771 0.006 Supported 

H5 FR -> EE 0.238 0.060 3.969 0.000 Supported 
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H6 TR -> EP 0.205 0.046 4.446 0.000 Supported 

H7 JP -> EP 0.096 0.052 1.850 0.064 Not 

supported 

H8 PF -> EP 0.074 0.070 1.049 0.294 Not 

supported 

H9 PR -> EP -0.048 0.056 0.870 0.384 Not 

supported 

H10 FR -> EP 0.114 0.058 1.969 0.049 Supported 

H11 EE -> EP 0.571 0.047 12.165 0.000 Supported 

Note: Endogenous Latent Variables = Employee Performance and Employee Engagement; 
Note: significant at 0.001 (2-tailed), significant at 0.005 (2-tailed), significant at 0.050 (2-
tailed), significant at 0.010 (2-tailed), significant at 0.0001 (2-tailed), significant at 0.050 (2-
tailed). 

4.8.2.2 Path Coefficients Significance for Hypotheses 

As illustrated in Table 4.12, PLS was ran to generate the path coefficients and 

bootstrapping with a number of 5000 bootstrap samples and 371 cases was also run 

to examine significance of the path coefficients (Hair et al., 2014; Hair et al., 2011; 

Hair et al., 2012; Henseler et al., 2009). The purpose of running the model with all 

variables was to establish the results of direct relationship originating from the 

research objectives of this study. 

 

The path model results yielded β-values as shown in Figure 4.6, and the path model 

significance results yielded t-values as shown in Figure 4.6 which was generated 

from bootstrapping technique further led to calculating p-values for all direct 

relationships (H1-H11), and finally became a basis for reaching to the conclusion 

about whether a hypothesis is supported or not.  

 

The result of structural model, otherwise known as inner model, was depicted in 

Table 4.12 above. Based on this result, hypothesis two (H2) which stated that job 
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promotion has significant relationship with employee engagement is supported 

(β=0.197, t=2.983, p<0.05). Equally, forth hypothesis (H4) was likewise supported 

(β=0.192, t=2.771, p<0.05) indicating there is significant relationship between 

performance recognition and employee engagement. In addition, fifth hypothesis 

(H5) is supported (β=0.238, t=3.969, p<0.01) signifying there is significant 

relationship between financial reward and employee engagement. This result 

indicates a significant relationship of job promotion, performance recognition and 

financial reward on Kwara State Civil Servant Engagement. But the hypothesis one 

(H1) which says there is significant relationship between training and Civil servants’ 

engagement not supported (β=0.081, t=1.025, p>0.05). Also, the hypothesis three 

(H3) which says there is significant relationship between performance feedback and 

Civil servants’ engagement not supported (β=0.031, t=0.530, p>0.05).  

 

Moreover, sixth hypothesis (H6) which stated that training has significant 

relationship with employee performance is supported at 0.000 level of significance 

(β=0.209, t=4.446, p<0.01). Similarly, tenth hypothesis (H10) was equally supported 

at 0.049 level of significance (β=-0.114, t=1.969, p<0.05). This result indicates a 

significant relationship of training and financial reward on Kwara State Civil Servant 

Performance. While the hypotheses seventh (H7) (β=0.096, t=1.850, p=0.064), eight 

(8) (β=0.074, t=1.049, p=0.294) and ninth (H9) (β=0.048, t=0.870, p=0.384) which 

presumed significant relationship of job promotion, performance feedback and 

performance on employee performance were not supported because the p-values are 

higher than 0.05. 
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Lastly, based on table 4.12 outcome, the eleventh hypothesis (H11) which stated that 

civil servant engagement has significant relationship with civil servant performance 

is supported at 0.024 level of significance (β=0.571, t=12.165, p<0.05). Hence, in all 

together, six (6) direct relationship hypotheses were supported while five (5) 

hypotheses not supported. 

4.8.2.3 Coefficient of Determination (R2) 

Coefficient of determination could likewise be called the R-squared (R2) which 

specifies the proportion of variance in the endogenous variable that could be 

described by the exogenous variables. Besides, R2 value specifies how appropriate 

the independent variables predict the depedent variables. R2 value, which ranges 

from zero (0) to one (1), similarly reveals how better a regression model 

fits/measures the data. Hence, R2 value nearer to one (1) specifies a good model fit. 

Although a satisfactory R2 value hinges on the study background (Hiar et al., 2010). 

Nevertheless, Falk and Miller (1992) proposes 0.10 or ten per cent (10%) as a 

minimum suitable R2 value. Table 4.13 offers the R2 standards of the main/major 

effect structural model. As revealed in Table 4.13, the coefficient of determination 

for the model was 0.622 this proposes that the six (6) sets of exogenous latent 

variables (i.e., training, job promotion, performance feedback, performance 

recognition, financial reward and employee engagement) collectively explain 62% 

(0.622) of the variance in employee performance while five (5) sets of exogenous 

latent variables (i.e., training, job promotion, performance feedback, performance 

recognition and financial reward) collectively explain 33% (0.327) of the variance in 

employee engagement . Thus, R2 values of the model were beyond Falk and Miller’s 
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(1992) satisfactory levels of R2 values. Therefore, it could be decided that the R2 

values obtained in the model were appropriate and adequate. 

 

Table 4.13 
Confficient of Determination (R2 Values)  
 Constructs  Variance explained (R2) 
EE 0.327 
EP 0.622 

4.8.2.4 Evaluation of Effect Size (f2)   

Scholars (Sullivan & Feinn, 2012; Kotrlik, Atherton, Williams & Jabor, 2011) 

perceived effect size as a measure of the strength of the relationship between two 

variables. Effect size as submitted by Chin (1998), also refers to the relative outcome 

of a given exogenous latent variable(s) (i.e. independent variables) on a particular 

endogenous latent variable (i.e. dependent variable) via alterations in the R-squared 

(Chin, 1998). It is further projected as the rise in R-squared of the latent variable to 

which the path is connected, comparative to the latent variable’s relation of 

unfamiliar variance (Chin, 1998). For example, effect size describes indices that 

measure the magnitude or extent of the effect of an exogenous latent variable on 

endogenous variable in the PLS path modelling. The main reason justifies the need 

for reporting effects size in this study is to enable researcher to better judge the 

practical significance of the study’s key findings (Kotrlik et al., 2011; Fritz, Morris 

& Richler, 2012). Hence, the method below could be employed to calculate effect 

size [f2] (Hair et al., 2013): 
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Specified what was proposed by Cohen (1988), f2 values of 0.02 is small, 0.15 is 

medium, and 0.35 stand for large effects (Hair et al., 2013). Table 4.13 described the 

exogenous variables’ outcomes on their specific endogenous variables which were 

thought to determine effect size. 

 

Table 4.14 displays that the endogenous variable (Employee Engagement) was 

explained by Training, Job Promotion, Performance Feedback, Performance 

Recognition and Financial Reward with effect size (f2) of 0.005, 0.032, 0.001, 0.028 

and 0.052 respectively and thus indicating none (training and performance feedback) 

and small (job promotion, performance recognition and financial reward) effect size 

of the respective exogenous variables. Also, Table 4.14 displays that the endogenous 

variable (Employee Performance) was explained by Training, Job Promotion, 

Performance Feedback, Performance Recognition, Financial Reward and employee 

engagement with effect size (f2) of  0.052, 0.014, 0.014, 0.003, 0.020 and 0.580 

respectively, and thus indicating small (training and financial reward), none (job 

promotion, performance feedback and performance recognition) and large (employee 

engagement) effect size of the respective exogenous variables.  

 
 
Table 4.14 
Effect Size (f2) of the Model 
Exogeneous 
Constucts 

F2(Employee 
Performance) 

Magnitude F2(Employee 
Engagement) 

Magnitude 

Training 0.052 Small 0.005 None 

Job Promotion 0.014 None 0.032 Small 

Performance 

Feedback 

0.014 None 0.001 None 

Performance 

Recognition 

0.003 None 0.028 Small 
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Financial 

Reward 

0.020 Small 0.052 Small 

Employee 

Engagement 

0.580 Large N/A N/A 

4.8.2.5 Evaluation of Predictive Relevance of the Model  

Data analysis done by PLS SEM necessitates that investigators have to depend on 

gages which would specify the predictive capabilities of the model with the 

determination of assessing the value of the model (Hair et al., 2010). Predictive 

relevance of a model could be calculated (Hair et al., 2012; Fornell & Cha, 1994) via 

cross validated redundancy measure which is characterised as Q2, a commonly found 

sample re-applied method (Stone, 1974; Geisser, 1974). 

 

Furthermore, Fornell and Cha (1994) affirmed that a model is thought to have 

predictive validity if the redundant communality is larger than zero (>0) for the entire 

endogenous constructs, if otherwise, a model is believed to have none predictive 

significance. Nevertheless, specified the view of Chin (1998), there could be 

numerous methods of Q2 subject to the kind of chosen prediction. Once the main 

latent variable total cases are utilised for forecasting data objects, a cross-validated 

communality is attained, but a cross-validated redundancy is attained once the latent 

variables which forecast the block in analysis are employed for predicting the data 

objects (Chin, 1998; Duarte & Raposo, 2010). 

 

The Table 4.15 underneath displays the cross-validated redundancy for the 

endogenous variables (Employee Engagement and Employee Performance) are 0.203 

and 0.317 respectively. These standards reveal satisfactory predictive proficiencies of 
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the model according to Fornell and Cha’s (1994) principles which required these 

values to be bigger than zero (>0). 

  
Table 4.15 
Construct Cross-Validated Redudancies 
 Constucts  SSO SSE Q² (=1-SSE/SSO) 

EE 2,226.000 1,773.486 0.203 

EP 4,823.000 3,294.900 0.317 

FR 1,113.000 1,113.000  

JP 1,113.000 1,113.000  

PF 1,113.000 1,113.000  

PR 2,226.000 2,226.000  

TR 1,855.000 1,855.000  

4.9 Summary of Hypotheses Results 

After offering the outcomes of structural model, Table 4.16 gives summary of results 

of the entire hypotheses tested. 

 
 
Table 4.16 
Summary of Hypotheses Testing 

Hypotheses  Statement  Findings 

H1 Training has significant relationship with civil servant 

engagement in Kwara State.  

Not Supported 

H2 Job promotion has significant relationship with civil 

servant engagement in Kwara State. 

Supported 

H3 There is a significant relationship between performance 

feedback and civil servant engagement in Kwara State. 

Not Supported 

H4 Performance recognition has significant relationship with 

civil servant engagement in Kwara State. 

Supported 

H5 There is a significant relationship between financial Supported 
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reward and civil servant engagement in Kwara State. 

H6 Training has significant relationship with civil servant 

performance in Kwara State. 

Supported 

H7 Job promotion has a significant relationship with civil 

servant performance in Kwara State. 

Not Supported 

H8 There is a significant relationship between performance 

feedback and civil servant performance in Kwara State. 

Not Supported 

H9 There is a significant relationship between performance 

recognition and civil servant performance in Kwara State. 

Not Supported 

H10 Financial reward has significant relationship with civil 

servant performance in Kwara State. 

Supported 

 H11 Civil servant engagement has significant relationship 

with civil servant performance in Kwara State. 

 

Supported  

4.10 Qualitative Data Analysis 

This study examines the relationship between performance appraisal purposes and 

employee engagement and performance among kwara state civil servants. However, 

following the non-significant of certain variables from the result of the quantitative 

study qualitative research was carried out to complement the outcome of the 

quantitative research. To understand why certain variables were not significant, 

seven (7) Directors/Deputy/Assistant Directors in the Ministries, Departments and 

Agencies (MDAs) were interviewed. They were selected based on their role and 

experiences in the conduct of performance appraisal in the state. Therefore, it is 

required to observe the respondent’s view of how the certain variables of 

performance appraisal purposes do not have significant effect on civil servant 

engagement and performance. 
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4.10.1 Profile of the Respondents  

An in-depth interview on the relationship between performance appraisal purposes 

and employee engagement and performance among kwara state civil servants (i.e. 

insignificant variables) gotten from Twenty-One (21) respondents in September 2018 

in Kwara State, Nigeria. However, the information solicited got to a saturated point 

after the sixth (6th) respondent. Creswell (2009) submits that an investigation of a 

specific matter would be considered to have gotten to a saturated point when 

additional communications/expressions from additional respondents fail to 

supplement the previously collected information on the matter. Thus, additional 

reviews generate a replication of what has been thought by others. For that reason, 

the expressions of Seven (7) respondents were certified for this research to prevent 

repetition of ideas. Facts about the background information of the respondents 

comprising their ministries, positions/levels and work experience presented in Table 

4.17. 

 
Table 4.17 
Respondents’ Background Information 

 
Respondents  

Ministries, 
Department 
and 
Agencies 
(MDAs)   

 
Levels 
(positions)  

 
Work 
Experience 

 
Date  

Respondent 1 

(R1) 
Agriculture Director  27 years 3 September 2018 

Respondent 2 

(R2) 
Health Deputy director 21 years 

20 September 

2018 

Respondent 3 

(R3) 
Finance  Deputy director 24 years 6 September 2018 

Respondent 4 

(R4) 

Planning and 

Economic 

Development 

Deputy director 26 years 
13 September 

2018 

Respondent 5 Office of Deputy director 23 years 31 August 2018 
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(R5) Head of 

Service 

Respondent 6 

(R6) 

Water 

Resources 
Deputy director 28 years 

18 September 

2018 

Respondent 7 

(R7) 

Local 

government 

and 

Chieftaincy 

Assistant 

director 
19 years 7 September 2018 

4.10.2 Analysis of Interview 

The respondents interviewed for this study are directors/deputy directors of 

ministries and agency of Kwara State. They were interviewed because of their 

specific knowledge on performance appraisal regarding training, promotion, 

feedback, recognition and financial reward of civil servants. Also, they were by 

themselves, a civil servant, superior and supervisor. These directors were 

acknowledged to be able to offer rich variations with substantial contributions to an 

understanding how training, job promotion, performance feedback, performance 

recognition and financial reward enhance on employee engagement and 

performance. Specifically, the respondents were asked about the purposes of 

conducting performance appraisal in general and why certain hypotheses were not 

supported (see appendix G). The records of the deliberations were audio tapes 

documented and transcribed. The transcriptions were worked on by the investigator 

to engender, establish, and deduce general themes and thoughts/questions that arise 

from the information (Creswell, 2009; Thomas, 2006). In conclusion, seven general 

question were asked and identified which are deliberated in the succeeding segment. 
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4.10.3 The purpose of performance appraisal in general 

Performance assessments are regarded as an indispensable facets of performance 

management practices and could inspire the execution of the occupational plan of an 

organisation (Schuler & Jackson, 1987; Snell, 1992) and administrative 

performance/accomplishment (Schuler, Fulkerson, & Dowling, 1991). Performance 

appraisal (PA) is generally embraced by the institute in order to measure and rank the 

performance of workforces (Getnet, Jebena & Tsegaye, 2014; Coens & Jenkins, 

2002). The interviewees who responded on the general purpose of performance 

appraisal have argued that the purpose of PA is to appraise the performance of a 

worker on the employment and recognise the aspect that is to be entrenched and 

upgraded. Respondent 1 expressed that: 

“in my opinion, the purpose of performance appraisal is simply to 
evaluate the performance of an employee on the job and then to 
identify the area that is to be improved upon by the employee” 
(personal interview with a Rspondent 1). 

 Performance appraisal, therefore, has to do with evaluating the efficiency 

and effectiveness of a civil servant. In the words of Respondent 5 testified 

that: 

“Performance appraisal in general, is to evaluate how efficient, 
effective an employee or civil servant is been able to perform his 
job effectively…. don’t forget the key word is efficiency, how 
effective, how efficient a civil servant is” (personal interview with 
Respondent 5). 

   

This is in line with the assertion of Smith and Rupp (2003) that the main purpose of 

performance appraisal is the effectiveness in gaining the information needed to 

enhance individual performance, on the principle that it would increase the total 

performance of the organisation.  
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Respondent 2 also reiterated that: 

“to my own understanding the purposes of performance appraisal 
in general is to measure the ability or the quantity or quality of the 
work done by the individual employee to the various departments of 
the ministries for the ministries or departments to achieve set 
goals” (personal interview with Respondent 2). 

 

Indeed, performance appraisal signifies the assessment of the ability, quantity and 

quality of the work done by a civil servant. This is in line with the argument of 

Bhatia and Jain (2012) where they assert that the purpose of performance appraisal is 

to measure the quantity, quality, time and cost of an employee. Thus, employee 

performance is formerly what a worker successfully achieved or otherwise. 

 

Similarly, Respondent 3 said that: 

 “organisation that engaged employees have to be appraising and 
assessing them on how they understood the job they were engaged 
for and by the time they appraised them, the organisation will 
determine who’s to be promoted and who’s to be sent for training” 
(personal interview with Respondent 3). 

 

 The respondent 4 in his perception expressed how significant performance appraisal 

is to the general workers. He narrated that: 

 “performance appraisal to the general workers is very important 
because without performance appraisal you cannot rightly decide 
especially when it comes to promoting such an officer” (personal 
interview with Respondent 4). 

 

 He explained further that: 

 “you see, if performance appraisal is done very well you will know 
those that are doing the work and those that are lazy in the work” 
(personal interview with Respondent 4).  
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Conducting performance appraisal allows employers to easily identify whether the 

employee or civil servant is courageously performing his task or not. This is in 

consonance with the assertion of Mayhew (2019) that carrying out performance 

appraisal permits organisations to identify how well an employee does his job 

responsibilities and assignments. 

 

It is instructive to note that performance appraisal generally requires active reciprocal 

actions by both employer and employee (civil service and civil servant). This has 

been emphasised by Respondent 6 where he opined that:  

“performance appraisal is something good for effective service 
delivery, but both the government and civil servants have the major 
role to play because it is expected the government to play their role 
while civil servants also expected to play their own part in order to 
meet the set target of their duties” (personal interview with 
Respondent 6). 

  

In similar way, Respondent 7 said:  

“performance appraisal is vital instrument that possess a kind of 
two-way purposes in the relationship between employer and 
employee because employer can evaluate an employee’s 
performance whereas the employee, on the other hand, can take the 
advantage of the instrument of performance appraisal to 
communicate work place challenges and/or constraints to the 
employer” (personal interview with Respondent 7). 

 

From the foregoing analysis it is vividly clear that the respondents have fully 

understood the general purpose of performance appraisal. It is indicated that 

performance appraisal is important for boosting the civil servant’s output particularly 

when both the employee and employer reciprocated their expectations. The social 

exchange theory used in this research has been clearly supportive in explaining the 

reciprocal interactive relationship between employer and employee in the civil 
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service. As the basic principles of the theory explained, the relationship must be on 

basis of exchange principle which allows for the action of one party to lead to the 

action of the other party (Orogbu et al., 2016; Cropanzano & Mictchell, 2005; Saks, 

2006; Gouldner, 1960).     

4.10.4 The Aims for conducting Performance Appraisal for Civil Servants in 
Kwara State 

Performance appraisal purposes is seen as an important way to identify employees 

strengths and weaknesses, evaluate training needs, set plans for future development, 

and provide motivation by serving as a basis for determining pay, promotions, 

rewards, recognition and career feedback (e.g., Majumder & Hossain, 

2012; Kadiresan et al., 2015; Cheng, 2014; Coens & Jenkins, 2002;  Cardy & 

Dobbins, 1994). On the perception of civil servants for conducting performance 

appraisal in the Kwara State civil service, majority of the respodents were 

undisputable on the high stand on which performance appraisal purposes are 

employed. For instance, Respondent 1 testified that:  

 “Originally the purposes of conducting performance appraisal 
in Kwara State is simply to determine an employee that is due for 
promotion, that is doing his job as it should be done and 
consequently the result has to be evaluated to the next rank to 
improve employee engagement” (personal interview with 
Respondent 1). 

 

Another respondent highlighted that: 

“is to measure the standard of each employee in the state to know 
whether the standard for each department is met at the end of the 
day or not…. The purpose of performance appraisal also to identify 
the training needs of the civil servants as well to know who is due 
for a promotion. It could likewise be used for giving feedback to the 
employee on his or her performance so that he or she will know the 
areas of his strength and weakness” (personal interview with 
Respondent 2).  
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The statement showcases the aims of conducting performance appraisal in the Kwara 

State Civil Service which include training, promotion and feedback. It is, therefore, 

serving as a medium through which the civil servant performance could be enhanced. 

Appraisal is tied to payment decisions, training, promotion, recognition, feedback 

and Communication (Coens & Jenkins, 2002; Majumder & Hossain, 

2012; Kadiresan et al., 2015). Respondent 3 attested to the fact that, the main reason 

for conducting performance appraisal is to ensure that: 

 “an officer is performing very well and civil service that engaged 
an officer have to assess him on how he comprehended the job he 
was engaged for and by the time he was appraised through APER 
(Annual Performance Evaluation Report), the civil service will 
determine whether he is promotable or need to be sent for 
training” (personal interview with Respondent 3). 

 

Interestingly, respondent 4 conceived the purpose of performance appraisal as: 

“a process used in giving reward to a civil servant. Those who are 
hardworking, if they scored high marks in the performance 
appraisal they got promoted and those that scored very low 
remained in same grade level” (personal interview with 
Respondent 4). 

 

Moreover, respondent 6 opined that the rationale for performance appraisal is to 

gauge the efficiency of the civil servant and by so doing an officer that needs to be 

trained would be identified. This is how he described it: 

 “the purposes are to evaluate the efficiency of the civil servants 
and the need to improve their conditions of work in service 
delivery. For a civil servant to be more effective, he must be trained 
to be perfect in doing the job. Therefore, training is part of the 
reasons for conducting performance appraisal because through 
performance appraisal, the director will be able to know who needs 
to be more trained for the efficiency of his work” (personal 
interview with Respondent 6). 
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 He further highlighted that: 

“Performance appraisal is used for evaluation of who will be 
promoted to the next level among the civil servants because 
promotion is meant for hard working civil servants and it is a kind 
of appreciation for the diligent performance of his task. It is also 
used for giving recognition for those civil servants that perform 
extraordinarily in his assigned duties. It is also used to provide 
feedback to the worker on how is doing his job” (personal 
interview with Respondent 6). 

 

Respondent 7 has further elaborated the reasons for conducting performance 

appraisal in Kwara State civil service by lamenting that: 

 

 “The instrument of performance appraisal for civil servants 
in Kwara State is designed for the purposes of evaluating 
employees’ suitability for assigned goals…. to identify employees 
training need ….to evaluate employee’s job satisfaction… and to 
assess workplace or work environment conduciveness among 
several other purposes” (personal interview with Respondent 7).  
 

Contrastingly, respondent 5 has a different opinion with the foregoing responses 

because he viewed the aim of performance appraisal as a way of finding out whether 

an employee is following the outlined civil service procedure. He said that:  

“The main reason for appraisal in the state civil service is to be 
able to ascertain whether the civil servant is working in line with 
the laid down procedure or not. It is being done to find out whether 
the civil servant is abiding by the civil service rules and regulations 
or not. Through this process civil servants who require further 
training on civil service rules are easily recognised” (personal 
interview with Respondent 5).  

 

The foregoing analysis has indeed indicated that the purposes of performance 

appraisal in the Kwara State civil service are enormous hence important effective 

service delivery. It has been proven that the respondents understood some purposes 

of conducting performance appraisal which includes the needs to understand those 
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officers who require additional training; promotion; recognition; feedback; financial 

rewards and job satisfaction as stated by one of the respondents (Majumder, 

2012; Kadiresan et al., 2015; Cheng, 2014; Coens & Jenkins, 2002;  Cardy & 

Dobbins, 1994).  

4.10.5 Perception of why Training and Employee Engagement (civil servant) are 
not supported in Kwara State Civil Service 

Training is one of important of purposes of performance appraisal which is to be 

deliberated in the development of engaging workforces because it aids in focusing on 

an intensive work aspect (Anitha, 2014; Ohemeng et al., 2015). Training enhances 

the accuracy of service, thus influences the performance of service and staff 

engagement (Paradise, 2008). Once the worker undertakes training and knowledge 

improvement programmes, his self-assurance developed in the aspect of training that 

inspires him to be further engaged in his occupation. In Kwara State, training, as 

previously discussed, is an important aspect of performance appraisal. And, the 

whole respondents concurred that it is an indispensable element even at the heart of 

the assessment and engagement processes. Worker engagement is significant and 

enhanced by training and occupational development (Anitha, 2014). 

 

The respondents recognized the significance of this area of the scheme. The 

respondents further acknowledged a number of reasons why training doesn’t have 

significant relationship with civil servant engagement. For instance, respondent 3 

expressed that, training provided by the Civil Service has been politicized, thus the 

right persons are not usually sent to the training. He described the situation thus: 

“Most of the civil servants have a political affiliation and relation 
to political office holders that are so powerful and can influence 
personnel that are to be sent on training because of peculiar 
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advantage they will take there. So, instead of sending civil servant 
that is discipline/job relating to the training they would rather 
prefer their relation whether he is fit or not and this is because of 
monetary benefits that will accompany the training. Therefore, 
what do you expect from such civil servant? He will not be able to 
perform” (personal interview with Respondent 3).  

 

Oyedeji (2016) was of the view that strong foundations cannot emerge from current 

day Nigerian civil service where selections of civil servants to be trained are based 

on ethnicity, religion, political affiliation and class. Lawal and Oluwatoyin (2011) 

added that inadequate training and retraining of civil servants affect the productivity 

of the civil service and consequently development of the nation. Training is not 

adequate in the civil service, even when it is carried out, it is politicised. 

 

Indeed, workers might be given relevant training, but some workers might always be 

interested in the monetary reward of the programme and refuse to attend training 

after collecting the money. In the words of respondent 6, he complained that: 

“At times the government might send some workers to be training 
without giving them any financial support or any incentive and still 
expect them to use their own money from their meagre salary to 
cater for that event” (personal interview with Respondent 6). 

 

Respondent 2 also bemoaned that, due to political influence the competent people 

that are supposed to be in a position are not appointed to be there. He narrated that 

most of the staff responsible for personnel training are incompetent to handle the 

job. His words read as follows: 

“The reason is that we don’t have competent hand especially in the 
training department and …… the kind of staff that they have are 
not capable. The reason is that in the olden days when you are sent 
for training, you will be sent to training that will have an impact on 
your job…. but nowadays training is done just for doing sake.  For 
example, if the government want to train civil servants, they may 
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rather prefer to organize just “mushroom training” (substandard) 
I called it mushroom because it does not have an effect on the job 
of the civil servant” (personal interview with Respondent 2). 

 

Lawal and Oluwatoyin (2011) suggest that appointment into positions in civil service 

must be based on competency, merit and qualification. 

 

Another reason for the insignificant relationship between training and civil servant 

engagement has been pinpointed by respondent 1, where he buttressed that the 

training is having more effect on high ranking personnel.  

 

“Training might not be significant relate to employee engagement 
mostly from lower rank of the service but does have effect definitely 
on the high ranks because an officer that sent for training has his 
job capability to enhance and therefore able to perform better but 
where a man sent on training and at the end of the training it is 
required from him to be moved to another level in another station 
and for certain consideration but he is not promoted and 
transferred, definitely such training will not have effect on such 
officer on his job engagement” (personal interview with 
Respondent 1).  

 

Similarly, respondent 4 expressed that training of personnel requires adequate 

supervision to make sure that the staff have really attend what they are sent out to do. 

He described lack of monitoring to be one of the issues that cause insignificant 

relationship between training and civil servant engagement. He said that: 

“Training supposed to influence civil servant engagement in the 
State but there is no proper monitoring. On yearly basis, the civil 
service sends people to ASCON in Badagry but found out that 
because of political stand/stance some of the beneficiaries would 
collect the money and will not go for the training, which negates 
the purpose of the training. Unless that is checked, training will not 
have significant effect on civil servant engagement” (personal 
interview with Respondent 4).  
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Respondent 5 stressed that, as far as training is concerned in Kwara State civil 

service, regular training is being organized as the need arises. But, because of 

inadequate financial resources it is not easy to train all the civil servants at the same 

time. He said that:  

“A few selected individuals among equals are trained and are 
expected to go back and relate the experience they have gathered 
to their colleagues or departments. This is because of the issue of 
funding. We are not adequately funded, but even within the little 
resources we are doing our best to make sure that civil servants 
are trained” (personal interview with Respondent 5).  

 

However, it has been observed from the interview that, training requirements are not 

recognised through the process of performance appraisal. In other words, the 

selection process of Civil Service trainings is not frequently established based on 

Performance Appraisal reports. Ohemeng et al., (2015) argue that persons consider 

only about educational certificates, not about the talents required to assist them to 

engage more; because training requirements are not established on evaluation 

information. Respondent 7 has clearly justified it thus:  

“If training is not significantly enhancing employee engagement 
in Kwara state it is probably because the training civil servants are 
made to undertake is not designed based on the output of 
performance appraisal in the first instance. That is why the 
training we undergo does not significantly have any positive or 
serious effect on the engagement” (personal interview with 
Respondent 7).  

 

So, if training of employee is undertaken based on the recommended output of a 

performance appraisal process, the training will enhance the employee engagement 

efficiency. This is in line with the proposition of Ohemeng et al. (2015) 

maintained that: 
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“Training needs should come from the appraisal system, but this 
does not help, as individuals determine their own training needs 
(Ohemeng et al., 2015, p.186)”. 

 

It is therefore, deduced from the foregoing analysis that insignificant relationship of 

training on civil servant engagement in Kwara State civil service is due to so many 

challenges. These challenging issues affects civil servant engagement because of 

inadequate funding; political influences of selection process of civil servants to be 

trained; improper supervision and monitoring of the trainees as part of the 

incompetency of the training officers. And, most of the trainings organized are said 

to be sub-standard and mushroom for monetary gains.   

4.10.6 Perception of why Performance Feedback and Civil Servant Engagement 
are not supported 

Performance appraisal assists personnel to obtain feedback on their performance 

(Denkyira, 2014). Performance feedback means superior communicating to a 

subordinate on how he is performing/engaging and proposing required changes in his 

performance, engagement, approaches, abilities or job information. Offering 

feedback in an approachable method has impact on the attainment of an assessment, 

engagement and performance. Bakker and Demerouti (2007) affirm that performance 

feedback enhances employee engagement. Thus, given frequent feedback to the 

employee on what he is doing in the work environment improve employee 

engagement. However, performance feedback and civil servant engagement are not 

significant in the current research. This informed the researcher to ask why it is so in 

the Kwara State Civil Service. 
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In establishing the reasons of the insignificance relationship of performance feedback 

on engagements of civil servants, it has been proven by respondent 2 that, the civil 

servants are not effectively monitored because the feedback mechanisms are poorly 

handled by supervisors. He also said that most of superiors do not know the 

challenges in the service. In other words, some of the superior officers lack the 

managerial competence to render regular and motivational performance feedback to 

employees. The respondent viewed that:  

“Does the superior know what he is supposed to know or if the 
superior knows what he is supposed to do then we can now talk of 
how he can check his subordinates. But, he himself does not know; 
he does not know the changes or challenges in service, how then do 
you expect him or her to do what is expected of him…… In the 
olden days a superior officer does check his subordinate’s 
submissions before going out, he would see what you have written 
and guide you. If what you have written is not properly put up. I am 
not an administrative officer, but I was trained to know the type of 
memo to write, what to put on, how to make my request. It did not 
come from heaven I was trained to know because of the type of 
superior that I worked with, but now such is grossly inadequate in 
the system” (personal interview with Respondent 2). 

 

Thus, performance feedback sometimes depends on the intellect of both individual 

officers (giver or receiver).  If the intellect of either the superior officer or 

subordinate officer is low or below averages the feedback will automatically be 

below and would not significantly enhance engagement. Contrastingly, respondent 1 

argued that the reason why performance feedback does not have association with 

civil servant engagement is probably because the feedback mechanism has not been 

used properly. He therefore reiterated that: 

“These days there is overbearing political pressure on the service 
and this is impacting negatively on the service as a result the 
feedback mechanism does not always yield good result” (personal 
interview with Respondent 1). 
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Respondent 4 stressed the need for a good relationship between superior and 

subordinate in enhancing constructive feedback. In his words:  

“There should be a good relationship between the superior and 
subordinate officers. The superior officer should tell or feed the 
subordinate worker under his watch about his engagement without 
deception” (personal interview with Respondent 4). 

 

Superiors need not to neglect feedback because it offers guidance to subordinates, 

whether positive (remain on track) or negative (guidance to the correct path). This 

may create a bond and adds value to the relationship between superiors and 

subordinates (Khan, Waqas & Muneer, 2017). Respondent 4 further maintained that 

lack of reward and punishment is another major issue that diminishes feedback in the 

civil service. He said that: 

 

“Without reward and punishment performance feedback would not 
be effective and this is what we lacked in the State Civil 
Service……to ensure engagement and performance change, 
information of performance must produce undisputable 
information and feedback that is related with expected outcomes of 
performance. The scoring scheme of the performance appraisal 
should be gauged by the factual duties assigned to a worker on his 
engagement. Therefore, the scoring scheme must be factual on who 
is hard working, lazy and not performing his work diligently. 
Rewarding and punishment should be a watch dog in the 
service” (personal interview with Respondent 4). 

 

Several institutional arrangements propose that rewards and punishments both play 

distinct role in offering incentives (Andreoni, Harbaugh & Vesterl, 2003) and these 

would make feedback to be significant to employee engagement if it is applied 

appropriately. As explained by expectancy theory, employee expect certain kind of 

reward for the efforts they bring in their day-to-day job in the organisation. When the 

anticipation is little, it would have a corresponding outcome on the individual 



 

  235 

engagement and the organisation performance. Cappelli and Tavis (2016) were of the 

assertion that rewards and punishments keep employees answerable for previous 

performance at the detriment of improving present performance and preparing 

employees for the upcoming, both of which are vital for any establishment’s long-

term survival/success. 

 

According to respondent 7 information and feedback gotten from performance 

appraisal are mostly not utilised. He narrated that:  

“Though the superior officers do conduct performance appraisal 
on the subordinates, but they are not really sure whether the 
authority in Kwara State civil service actually take cognisance of 
the feedback. This is because the information is not being 
communicated to the employees to know where they have 
performed well and where they did not” (personal interview with 
Respondent 7).  
 

In the same vain, the Respondent 3 said that: 

“the subordinate performance feedback is not followed with a 
recommendation which the superior officers are supposed to offer. 
So, it is a serious failure from the side of government who failed to 
ensure that the subordinate officers receive the result of their 
performance” (personal interview with Respondent 3). 

 

Remarkably, Respondent 5 and 6 had spoken about the failure of the government to 

perform its role. Specially, respondent 5 expressed that: 

“Even if the feedback is given to the subordinate, if the government 
did not improve the condition of employees’ service there would be 
no any significant impact on their performance (personal interview 
with Respondent 5)”.  

 

Thus, there is greater need to improve the condition of service of the employee in 

order to get a significant improvement of employee engagement (Oyedele, 2015; 

Chasaya, 2018).   
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4.10.7 Perception of why Job Promotion and Civil Servant Performance are not 
supported 

Promotion in an organisation has been observed as a practice for rewarding and 

appreciating employee’s work and input to the group (Go & Kleiner, 2001). It 

generally signifies a change of title and job. It could relate to a rise in salary, 

influence, and duty (Anastasia, 2015; Dessler, 2009; Rosen, 1986). Employees 

frequently feel happy with these inducements and encouraged to perform effectively 

in the recent occupation and further encouraged to raise their understanding or ability 

and to gear for higher levels of productivity. Therefore, promotion is the “reward,” 

and the prospect of getting commitment and loyalty to the organisation. The results 

of performance appraisal are often used to determine whether an employee has the 

potential to be promoted or not (Denkyara, 2014; Milliman et al. 2002).  

 

In explaining the reasons for the insignificance relationship between job promotion 

and civil servant performance, respondent 1 expressed that: 

“Promotion is seen in the state civil service as a mere integral 
aspect of civil servant career and promotion is frequently 
anticipated without hard work and outcomes” (personal interview 
with Respondent 1). 

 

Respondent 1 further said that: 

“the reason for promotion not significant to performance it is 
because in recent times whether a civil servant do his job or not, he 
would be promoted since promotion is seen just as an integral part 
of his career…. promotion is not like in the past that if you don’t 
work, if there is shortfall in your appraisal you will not be 
promoted, and these shortfalls are documented to let you know 
where you are lacking. But now issue of promotion is just a three 
year or four-year event, even if you do not come to office as far as 
that four or three years are completed you will be given your 
promotion and that is why promotion now does not truly have effect 
on performance” (personal interview with Respondent 1).  
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Indeed, many civil servants have not been considering performance as an integral 

part of promotion in civil service.  Ohemeng et al. (2015) declare that promotion in 

civil service is merely a three year or four-year event, whether civil servant performs 

or not, he would attain promotion. Promotion and wage rises were almost anticipated 

without results and hard work (Bawole et al., 2013; Ohemeng et al., 2015). 

Meanwhile promotion decisions and other forms of incentive were disconnected 

from performance. In this regard, Lawal and Oluwatoyin (2011) recommend that 

promotion should be established on merit, while exceptional performances with 

concrete success should entice elevation.  

Respondent 2 emphasize meagre monetary increment in promotion as a problem to 

significant performance of employees’ in the state. He thus described it in this way: 

“Promotion attracts little amount in terms of monetary reward. 
For example, a civil servant been promoted from grade level 12 to 
grade level 13 the salary increment attracts only about #1,000 to 
#1,500 which is very ridiculous in this present economy” (personal 
interview with Respondent 2). 

 

The conception has been emphasised by Taylor (1911) who termed money as the 

utmost significant reward to inspire employees to attain greater performance. In the 

same vein, the respondent 3 said the reason why promotion rarely has a significant 

effect on the performance of an officer in Kwara State civil service is that: 

“There is hardly any difference between what he was earning 
before compared to his new status. The difference is just #300, 
#500, #1000 which might not encourage the employees to put 
interest in their services. Some civil servants do not recognise this 
salary increment in their promotion as anything that can boast 
their morale to increase performance (personal interview with 
Respondent 3)”. 

 

Respondent 6 concurred with the foregoing submission where he remarked that: 
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“Workers used to feel that even if they work from morning till 
night, the increment of promotion in their salary is nothing to write 
home about. The impact is negligible in terms of monetary 
value…. So, this could discourage civil servants in putting in their 
best (personal interview with Respondent 6)”.  

 

In this wise, salary increment should be considered as a viable means through which 

promotion could significantly influence civil servant performance. Because lack of 

substantial salary increments after promotion automatically affect civil servant 

performance. On the issue of promotion without financial backing, respondent 3 also 

has narrated that: 

“The so-called promotion is given to civil servants, but sometimes 
the financial backing might not be implemented…. they give 
notional promotion. Which means that you can just be promoted to 
another level but without financial backing. What do you think will 
happen to that officer that is promoted without given what is due 
for him? So, promotion does not have an impact on the civil 
servants’ salary” (personal interview with Respondent 3).  

 

He also spoke that promotion is not usually given as at when due. In his statement: 

“…. they delayed promotion too, they delayed other people’s 
promotion such that even some people have retired by the time they 
called them back for promotion. Sincerely speaking, it happened to 
so many civil servants in this state” (personal interview with 
Respondent 3).  

 

In the same way, the respondent 7 remarked that:  

“Job promotion in the first instance may not be effective on the 
performance of civil servant, because the government does not give 
serious thought on it. Most of the times civil servants do not get 
promotion as at when due and arrears are not paid…. Ordinarily 
promotion should have a positive influence on civil servant 
performance because job promotion is not taken seriously by the 
authority, that is why it did not have significant impact on 
employee performance in Kwara state” (personal interview with 
Respondent 7).  
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This has indicated that the civil servants do not consider promotion to be joyful in 

terms of expectations of salary increment. To this effect respondent 4 expressed that: 

“Promotion ought to be celebrated but not here in Kwara State.  
Promotion in yester- years used to reflect in your pay. But the kind 
of promotion we experience nowadays, usually come with no cash 
backing and in most cases, arrears were not paid. I remembered 
years back, I do collect arrears on my promotion. Promotion now 
is just done, and they will notify you that you are being promoted 
but without money for that level you are being promoted to. So, 
there is no effective way of enjoying the promotion hence 
insignificant performance ensue” (personal interview with 
Respondent 4).  

 

However, in the opinion of respondent 5 the government of nowadays experience 

financial challenges which might likely be one of the causes of lack of implementing 

promotion’s monetary increments to civil servants. This is how he lamented it:  

“Because of the global recession the government of the day 
sometimes is handicapped by the financial pressures. So, letters of 
promotions are released, and the financial backing of such 
promotion is lacking. Though, this kind of action discouraged most 
of the civil servants and it does not enhance civil servants’ 
performance because they know that the financial reward that is 
due to those promoted are not being paid basically because of the 
global recession thus produce negative impact on the civil service” 
(personal interview with Respondent 5).  

 

It is, consequently, inferred from the abovementioned analysis that insignificant 

influence of job promotion on civil servant performance in Kwara State civil service 

is caused by numerous factors. These factors include giving promotion without hard 

work and outcomes, salary increment in promotion attract little incentives, delay in 

promotion, non-payment of promotion arrears and promotion without financial 

backing. These factors, therefore, have become responsible for the insignificant 

influence of job promotion on civil servant performance in Kwara State civil service.  
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4.10.8 Perception of why Performance Feedback and Civil Servant Performance 
are not supported  

Performance appraisal acts as a way for an organisation to assess and offers feedback 

on workers job performance to improve on his deficiencies as required.  Feedback 

device acts as a method of ascertaining worker’s faults and faintness (Brown, Hyatt 

& Benson, 2010; Roberson & Stewart, 2006; Schraeder, Becton & Portis, 2007). 

Accordingly, to enhance the performance of a worker, it is imperative to first 

recognize his area of development and faintness via feedback and support which 

guarantees the worker’s participation, development and obligation to increase her or 

his performance (Macey et al., 2009). It is therefore argued that feedback improves 

employee performance (Akinbowale, Jinabhai & Lourens, 2013a).  

  

Numerous challenges regarding the performance feedback on employee performance 

were identified by the respondents. For instance, when asked: why performance 

feedback do not significantly influence civil servant performance?  

Respondents 3 replied that:  

“at times some bosses do not bother to communicate to their 
subordinate with respect to his duties and performance…so 
performance feedback is not properly and frequently given to the 
subordinate…this boils down on the attitude of superiors” 
(personal interview with Respondent 3). 

 

Superior officers do not frequently discuss with subordinates about their 

performance. Denkyira (2014) asserted that most of the supervisor did not use to 

provide helpful feedback to his subordinate and superior rarely communicates with 

his subordinate frequently about his performance. Lack of communication in the 

workforce is a major contributing factor to job performance that in turn affects 

employee productivity (Saeed & Shahbaz, 2011). This is usually a result of a 
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managerial staff that is isolated and does not know how to relate to their employees 

on a personal or professional level (Branham, 2005). Bad communication in terms of 

feedback leaves employees feeling disconnected from the organisation; hence affects 

negatively the level of job performance. And this is detrimental to the well-being of 

the organisation because when employees feel neglected, they will tend to perform at 

a lower level which in turn affects the quality of service provided to the public 

(Gregory et al., 2009). It is also argued that getting effective feedback and 

performance in certain organisation hinges generally on the attitude and role of 

superiors (directors) in the evaluation procedure (Ohemeng et al. 2015). The whole 

workforce has a need to understand how better it is doing (Lee, 2005). A useful 

performance evaluation scheme guarantees that performance feedback is offered on a 

constant base; day-to-day, weekly, and monthly observations from a worker’s 

superior or supervisor.  

 

Similarly, respondent 4 expressed that:  

“the negligence in terms of supervision on the part of the 
supervisor is there and because the civil servants know that any 
appraisal or information collected on them attracts no punishment 
or reward, so everybody developed lackadaisical (I don’t care) 
attitude” (personal interview with Respondent 4). 

 

The supervising staff play a crucial role in the effective performance of an employee 

in an organisation. But, most of these supervisors seems to neglect communicating 

their subordinates regarding their performance. On this note, Napier and Latham 

(1986) and Nielsen (2014) averred that, feedback as one of the key aspects of 

performance appraisal and managerial priority is frequently ignored by superiors in 

an organization. 
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Respondent 4 also gave an instance that:  

“the Head of Service, which is the head of administration 
in Kwara mandated the civil servants to report to work as earlier 
as 8:00 am and take roaster, every Friday they collect register but 
for a period of a year now there is no result whether punishment or 
reward…. I did not know whether they used that as one of the 
indices for given best civil servant but automatically when there is 
appraisal there should be punishment or reward” (personal 
interview with Respondent 4). 

 

To the respondent 1, the feedback mechanism has not been utilised appropriately. He 

expressed that: 

“these days there is overbearing political pressure on the service 
and it is impacting negatively on the service as a result and that is 
why the feedback mechanism does not always yield good result 
now” (personal interview with Respondent 1). 

 

He also spoke that, “in a setting where assessment is perceived as an essential evil, 

the seriousness of performance feedback turns out to be critical to the attainment of 

an appraisal system”. In his statements: 

“Naturally, superior might shun evaluation procedures that yield 
negative feedback, because negative feedback might give staffs with 
unhealthy moods that could destructively affect their performance, 
so numerous superiors feel unwilling to embark on performance 
evaluation pending substantial force is exercised on them to do so” 
(personal interview with Respondent 1). 

 

The respondent 2 in his words: 

“feedback cannot be significant and impact on civil servant 
performance because in a situation where the superior officer does 
not know or have interest for the job, as a result of improper 
motivation such as ending of year bonus, regular on job training, 
low pay and the likes” (personal interview with Respondent 2). 
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Ohemeng et al. (2015) express that numerous superiors do not comprehend their 

functions in the general evaluation system. Denkyara, (2014) emphasises the 

significance of superior training as an indispensable attainment factor for 

performance evaluation. Locher and Teel (1988) declare that numerous organisations 

do not train their supervisors. Superiors need to be sufficiently trained on effective 

execution of the performance assessment system. A weakness of numerous 

programmes of performance evaluation is that superiors are not effectively trained 

for the assessment of performance task and offer slight 

expressive/significant feedback to subordinates. Since they shorten detailed ideas for 

assessing the performance of subordinates, and they have not widened the 

required feedback skills, their assessments of performance frequently become 

meaningless and non-directive. 

 

Similarly, according to Respondent 3; 

“poor condition of service, such as in-conducive working 
environment, sometimes account for the non-significance of 
performance feedback on civil servant performance” (personal 
interview with Respondent 3). 

 

In furtherance, the Respondent 6 thought that,  

“if after evaluation when the condition of workers is not improving 
which are the factors of productivity, workers’ productivity will be 
reduced and people will not be happy to put their best irrespective 
of the feedback given to them, if their condition is not improved. So, 
they will fill discouraged that the government refused to do their 
part, they will also be fatigue in doing their own part” (personal 
interview with Respondent 6). 

 

The respondent 7 said, in his expressions; 
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“we do conduct performance appraisal but I’m not really sure 
whether the authority concerned is committed in utilising the 
feedback as normally contained on the performance appraisal…. 
the government did not give serious attention to feedback given on 
the civil servants” (personal interview with Respondent 7). 

 

However, respondent 5 said Performance appraisal aids workforces to get feedback 

on their performance. He spoke further that:  

“a superior should tell his subordinate how he is undertaking and 
proposing required changes in his performance, approaches, 
abilities or job knowledge. Though monitoring of performance and 
feedback is very poor and outcomes from the assessments are not 
prudently utilised” (personal interview with Respondent 5). 

It could be stressed and concluded that ineffective communication between superiors 

and subordinates is the greatest challenge affecting the association between 

performance feedback and employee performance in Kwara State. It is argued that 

both superiors and the subordinates need to build a certain harmonious bond that 

would boosts productive feedback and the recognition of evaluation outcomes 

(Gomez-Mejia, 1990). All the respondents agreed that if the employee got regular 

feedback about his performance on the jobs, it could enhance his performance. 

4.10.9 Perception of why performance recognition and civil servant 
performance are not supported  

Employees’ performance is achieved when people feel worthwhile, 

valuable/recognised, and that they matter. Kepner (2009) and Agba (2010) found that 

employee’s recognition in terms of monetary and non-monetary incentive is critical 

in staff efficiency. Dhameja (2009), and Urbancová and Linhartová (2011) found that 

recognition for high performers also serves as a challenge for low performing 

employees to pull up the efforts toward the desired performance. Showing 

appreciation to employees by acknowledging excellent performance is likely to 
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enhance employee inspiration and citizenship behaviours. Instantly rewarding and 

recognising a good job would improve morale and inspiration of workers, which in 

turn would contribute to increased performance (Hooi, 2012). The recognition of the 

subordinate’s work execution by the superior improves their job contentment level 

(Yen & McKinney, 1992). 

 

However, Denkyara (2014) in his study found that workforces are not rewarded 

appropriately for outstanding and good performance as a basis of encouragement and 

that are not inspires with the recognition, they get for undertaking a good job in their 

establishment. Majority of the respondents believed that the reasons why recognition 

is insignificant related to employee performance in civil service is as a result of the 

politicisation of the civil service where hardworking employees are not recognised. 

For instance, Respondent 1 spoke that:  

“the reason why recognition has no significant impact on 
performance is over politicisation of civil service. there is what we 
call over pollicisation of civil service….in most cases it is whom 
you know it is not what you do….it is not how well do you cover 
your schedule especially at the higher ranks, it involves whom you 
know rather than what you do so that the way performance 
recognition is neglected and it is also causing setback to the 
service” (personal interview with Respondent 1). 

 

In the same vein, respondent 2 expressed that “performance recognition has been 

politicised, glory has been given to their political associate’s relations or loyalist”. 

Respondent 6 complained that, wrong officers were chosen, and hard-working staffs 

are partially abandoned. He thought thus:  

“in this case wrong officers at times were chosen. Officers that are 
really working hard were partially neglected for people they know 
and for other political reason. This could discourage officers who 
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are working hard, and they will feel discourage” (personal 
interview with Respondent 2). 

 

To the views of Respondent 3. He said: 

“when an officer performed wonderfully he should be given a 
recognition even if it is not promotion, even if it is not training 
there are so many other things superior can use to encourage a 
well performing officer in order to make him put more efforts.....at 
times, superior might find it difficult to say thank you very much to 
an officer or to even give him a kind of recognition for a job well 
done…. if recognition is not there you are not encouraging such 
officer” (personal interview with Respondent 3).  

 

In the same way, the Respondent 4 expressed that “some boss would never commend 

their subordinate for the job well done except to complain about the wrongs”. 

Activities such as offering recognition to outstanding performance reasonably than 

being critical of the lowly performance, recognising subordinates’ notions and 

linking a person’s occupation to division objectives were all germane to significant 

outcome measures (Ohemeng et. al., 2015). 

 

The Respondent 4 also remarked that: 

“the selection for the award to a civil servant in recognition of 
performance is believed to be biased and these would hinder the 
willingness of subordinates to take up responsibility and put more 
effort” (personal interview with Respondent 4). 

 

Respondent 5 said that performance recognition must have effect on the performance 

of civil servant. In his statements: 

“performance recognition is very-very significant if the record sent 
by superior regarding the performance appraisal of a civil servant 
is correct… but if performance recognition is based on personal 
relationships or political affiliation of loyalism one will not get an 
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effective and accurate report” (personal interview with Respondent 
5). 

 

To the respondent 7, monitoring of performance and feedback is very lowly and 

outcomes from the assessments are not thoughtfully applied. He said: 

“in the service where the authority did not bother much on 
performance feedback and there is no way performance 
recognition would have a significant impact on civil servant 
performance….it is when performance feedback is taken seriously 
that is when performance recognition will be significant to 
performance in service and are such there is no way, if not, it will 
affect the performance of civil servant” (personal interview with 
Respondent 7). 

 

The above comments represented the views of respondents in the face to face in-

depth interview session of the study. The interview was conducted to explore why 

certain variables are not significant to employee engagement and performance in the 

state. Respondents gave insights concerning the way civil service/state government 

handle performance appraisal without some levels of seriousness. Invariably, it has 

been observed from interview conducted that insignificant relationships among the 

variables are due to politics, manipulation of the evaluation system and negligent 

supervisors. However, special focus and effort is required to conform strictly to 

processes and procedures specified in the performance appraisal rule, since what is 

practiced does not seem to be followed, civil service need to set up a monitoring 

system to ensure that due process is followed by both directors and subordinates. 

Authorities should ensure that measures are put in place such that effective 

performance reviews are adhered to all the time.  

 

In addition, directors must also try as much as possible to clarify and give feedback 

about subordinates’ performance so they can know the aspects of strength and 
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weakness in order to improve their engagement and performance. Feedback and 

communication between directors and subordinates need to be improved drastically. 

This will ensure that individual employees understand how they are assessed and feel 

that the process is fair and objective. Also, it is very crucial that appraisal reports are 

not used judiciously. Performance appraisal reports must be used for evaluative (i.e. 

salary administration, promotion decisions, recognition of individual performance 

etc.) and developmental (i.e. individual training requirements, performance 

feedback). 

 

It is important at this point to note that directors, who conduct appraisals should 

inculcate the idea of inspiring employees to focus more on their career development 

for effective performance.  Besides, supervisors must be adequately trained on the 

effective implementation of the PA scheme. Since numerous weakness of 

performance appraisal programmes was as a result of inadequacy training of 

supervisors for performance appraisal task and provide little meaningful feedback to 

subordinates. Therefore, thorough training, as well as periodic updating and 

retraining, of all individuals in the civil service who conduct evaluations, it has 

become necessary to vastly improve the performance appraisal, employee 

engagement and performance for employees to put-in their best in the assigned tasks. 

4.11 Summary of the Chapter 

The chapter explained both empirical and exploratory studies of information from 

questionnaires and in-depth interviews. Firstly, this section offered the basis for 

utilising PLS path modelling to analyse the hypothetical model in the existing 

research. For the sake of charity, empirical outcomes are offered to employ graphs 
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and tables. The section commenced by giving the outcomes of the preliminary data 

screening/vetting and introductory evaluations before offering the results of the PLS 

path examination. Precisely, the outcomes of the PLS path examination was offered 

according to the valuation of measurement and structural models. It might be 

remembered that the drive of this investigation was to research on the relationship of 

performance appraisal purposes on employee engagement and performance in Kwara 

State civil service, Nigeria. Following the structural model valuation, the path 

coefficients established a significant relationship between: (1) job promotion and 

employee engagement; (2) performance recognition and employee engagement; (3) 

financial reward and employee engagement; (4) Training and Employee 

Performance; (5) financial reward and employee performance; and (6) employee 

engagement on employee performance.  

 

In conclusion, the outcomes of the investigative comprehensive interview were 

examined centred on expressive words and narrative studies. The outcomes proved 

the assumptions that the perceptions of training and feedback do not impact on civil 

servant engagement, and promotion, feedback and recognition do not impact on civil 

servant performance in Kwara State. Precisely, the themes of insignificance 

relationships of training and performance feedback on engagement, and 

insignificance relationships of promotion, feedback and recognition on performance 

occurred from the quantitative outcomes. 

 

The qualitative findings of this research have required to bring to bear the 

performance appraisal purposes and identify the reasons for the insignificant 

relationships of certain variables of performance appraisal purposes on employee 
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engagement and performance within the Kwara State Civil Service. The findings of 

the investigation have shown that the training needs of civil servants are not properly 

taken care of, engagements of civil servants are not effectively monitored and the 

matter of feedback is poorly handled by supervisors, outcomes from the evaluations 

are not judiciously utilised, promotions are not given as at when due and it attracts 

little amount in terms of monetary reward, performance is not linked to rewards and 

sanctions. As a result, civil servants cannot be sufficiently inspired to put in their 

best. All these factors have worked against significant relationship of certain 

variables of performance appraisal purposes on civil servant engagement and 

performance in the Kwara State Civil Service.  

 

In general, the outcomes in the qualitative part of this investigation has 

complemented those from the quantitative; therefore, underpinning the latter. The 

subsequent section discourses the outcomes offered in this segment with emphasis to 

recognised findings in earlier literature. It similarly discourses the theoretical, 

practical and methodological contributions of the outcomes to practitioners and 

researchers in the discipline of performance appraisal.  
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CHAPTER FIVE  

DISCUSSION AND CONCLUSION 

5.1 Introduction  

This research empirically assessed a structural model of the relationship of 

performance appraisal purposes on employee engagement and performance. 

Additional investigations via an in-depth interview of qualitative study validated and 

complimented the statistical outcomes. Therefore, respondents’ perceptions of the 

relationships of training, job promotion, performance feedback, performance 

recognition and financial reward on engagement and performance were the basis of 

information for assessing the projected model and hypotheses in this research. The 

central emphasis of this research was to probe the connections between purposes of 

performance appraisal, engagement and employee in determining performance 

effectiveness. 

 

However, this section offers comprehensive deliberations of the results of the 

findings and then connects these findings to previous investigation and theories. The 

segment commences with recap of the findings of the research. The recap of the 

findings of the research is formerly supported by discussions of the investigation 

outcomes, which has been structured according to the objectives. Subsequent, the 

segment probes into the theoretical, practical, and methodological contributions of 

the research. The segment likewise discourses the limitations of this research and 
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proposes likely guidelines for upcoming researchers. In conclusion, the segment 

offerings the conclusions of this investigation.  

5.2 Recapitulations of the Study Findings 

Due to the distinguished vital issues linking to theoretical, practical, contextual and 

methodological aspects of performance appraisal purposes-employee engagement 

and performance research, this study was considered to assess the influence of 

performance appraisal purposes (PAP) on employee engagement and performance in 

Kwara State Civil Service, Nigeria. Specifically, the study highlights the influence of 

training, job promotion, performance feedback, performance recognition and 

financial reward on civil servant engagement and performance links. A PAP-based 

hypothetical framework was projected to clarify influential part of strategic PAP in 

augmenting optimum engagement and performance of Civil Servants in Kwara State, 

Nigeria. Thus, the presence of these mechanisms in the civil service would enhance 

civil servants’ engagement and better performance in the civil service. 

 

Based on the main objective of this study, a total of four specific objectives were put 

forward and eleven (11) hypotheses that formulated were also tested. The first 

specific objective of this study was to examine the influence of performance 

appraisal purposes (training, promotion, feedback, recognition and financial reward) 

on civil servant engagement in Kwara State Civil Service. From this objective, five 

(5) hypotheses were formulated. The results of the PLS path modelling of the first 

hypothesis does not support the hypothesised relationship between training and civil 

servant engagement (see table 4.12). The second hypothesis support the hypothesised 

relationship of job promotion on civil servant engagement (see table 4.12). The third 
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hypothesis does not support the hypothesised relationship between performance 

feedback and civil servant engagement (see table 4.12). The fourth and fifth 

hypotheses support hypothsised relationships of performance recognition and 

financial reward on civil servant engagement (see table 4.12).  

 

In the interest of achieving the second research objective, this study tested 

hypothesised structural model to investigate the relationships of performance 

appraisal purposes (training, promotion, feedback, recognition and financial reward) 

on civil servant performance. Five hypotheses were formulated from this objective. 

Based on the results of PLS path modelling, the sixth hypothesis of this study 

reported that training had a significant relationship with civil servant performance 

(see table 4.12). While seventh, eighth and ninth hypotheses do not support the 

hypothsised relationships of job promotion, performance feedback and performance 

recognition on civil servant performance (see table 4.12). The tenth hypothesis 

support the hypothesised relationship of financial reward on civil servant 

performance (see table 4.12). 

 

Moreover, to achieve the third research objective, this study tested a hypothesised 

structural model to examine whether civil servant engagement have significant 

relationship with civil servant performance. Based on the results of PLS path 

modelling, this study established that civil servant engagement has significant 

relationship with civil servant performance (see table 4.12). 

 

To summarise, the outcomes of the hypotheses indicate that out of Eleven (11) 

proposed hypotheses, six (6) hypotheses were supported while the remaining Five (5) 
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hypotheses were not supported. However, as a result of the unsupported Five (5) 

hypotheses, the qualitative study was utilised/drawn to ascertain why those variables 

were not significant. 

5.3 Discussion of the Study Findings  

This segment offered discussion about the outcomes in aspect of the direct 

connections flanking on the association between performance appraisal purposes and 

employee engagement and performance. Table 5.1 below captioned the study 

objectives with hypothesised relationships. 

 

Table 5.1 
Research Objectives and their corresponding hypotheses  
S/N Objectives Hypotheses 
1 To examine the direct 

relationships between 
performance appraisal purposes 
(training, job promotion, 
performance feedback, 
performance recognition and 
financial reward) and civil 
servant engagement in Kwara 
State Civil Service. 

1. Training has significant relationship with civil 
servant engagement in Kwara State. 

2. Job promotion has significant relationship with 
civil servant engagement in Kwara State. 

3. There is a significant relationship between 
performance feedback on civil servant 
engagement in kwara state. 

4. Performance recognition has significant 
relationship with civil servant engagement in 
kwara state 

5. There is a significant relationship between 
financial reward and civil servant engagement in 
Kwara State. 

2 To investigate the direct 
relationships between 
performance appraisal purposes 
(training, job promotion, 
performance feedback, 
performance recognition and 
financial reward) and civil 
servant performance in Kwara 
State Civil Service. 
 

6. Training has significant relationship with civil 
servant performance in Kwara State. 

7. Job promotion has significant relationship with 
civil servant performance in Kwara State. 

8. There is significant relationship between 
performance feedback and civil servant 
performance in kwara state. 

9. Performance recognition has significant 
relationship with civil servant performance in 
kwara state. 

10. Financial reward has significant relationship with 
civil servant performance in Kwara State 

3 To examine the direct 
relationship between civil 
servant engagement and civil 
servant performance in Kwara 
State Civil Service. 
 
 

11. Civil servant engagement has significant 
relationship with civil servant performance in 
Kwara State. 
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The subsequent segment offered direct paths as follows: 

5.3.1 Performance appraisal purposes and civil servant Engagement 

relationships 

The study objective one states: “To examine the direct relationships between 

performance appraisal purposes (training, job promotion, performance feedback, 

performance recognition and financial reward) and civil servant engagement in 

Kwara State Civil Service”. To accomplish this objective, five (5) hypotheses were 

formulated.  

5.3.1.1 Training and Civil Servant Engagement relationship 

Hypothesis one (H1) says: Training has significant relationship with civil servant 

engagement in Kwara State. The hypothesis was verified utilising “Variance-Based 

SEM” (i.e. PLS-SEM). The result of the study indicates non-significant relationship 

between training and civil servant engagement. This result is consistent with few 

existing studies including Rashid, Asad and Ashraf, (2011), Manuel, (2014), Ahmad 

and Bakar (2003) and Shore and Barksdale (1998). This shows that training is not a 

predictor of employee engagement in Kwara State civil service.  

 

This result does not support the suggestions in the existing theory (SET) and 

empirical findings that indicates that training played a key role in shaping 

engagement (Paradise, 2008). This could be possibly attributed to the contextual 

factors such as political interference (politicisation of service). Specifically, selection 

of civil servants for training is extremely political. Especially when the training 

designs come with certain monetary benefits and even when the training package 

takes place outside the State. It was revealed from interview conducted that most of 
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the civil servants have a political affiliation and relation to political office holders 

that are so powerful and can influence personnel that are to be sent on training 

because of peculiar advantage they will take there. So, instead of sending civil 

servant that is discipline/job relating to the training they would rather prefer their 

relation whether he is fit or not and this is because of monetary benefits that will 

accompany the training. It is on this note that Oyedeji (2016) was of the view that 

strong foundations cannot emerge from current day Nigerian civil service where 

selections of civil servants to be trained are based on tribal circumstances, connection 

with the superior/director, religion, apparent political relationship and class. 

 

It was also noted that, due to political influence the competent people that are 

supposed to be in a position are not appointed to be there. Most of the staff 

responsible for personnel training are incompetent to handle the job. And this 

brought about substandard training which has no impact on the job of the civil 

servant. Although, officer sent on training has job capability to enhance and able to 

perform better but where an officer sent on training and at the end of the training it is 

required from him to be moved to another level in another station and for certain 

consideration but not, definitely such training will not have effect on such officer on 

his job engagement. 

 

Lack of proper monitoring was expressed to be one of the issues that negate the 

significant influence of training on civil servant engagement. Thus, training of 

personnel is not adequately supervised and monitored by superiors. On yearly basis, 

the civil service sends civil servants to ASCON in Badagry but found out that 

because of political stand/stance some of the beneficiaries would collect the money 
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and will not go for the training, which negates the purpose of the training. Unless that 

is checked, training will not have significant influence on civil servant engagement. 

Training of personnel requires adequate supervision to make sure that the staff have 

really attend what they are sent out to do. In addition, there is inadequate financial 

resources which made it difficult for civil service to train all the civil servants at the 

same time.   

 

Moreover, it has been further observed from the interview conducted that, training 

requirements are not recognised through the process of performance appraisal. Thus, 

the selection process of civil service trainings is not frequently established based on 

performance appraisal reports. “Training needs should come from the appraisal 

system, but this does not help, as individuals determine their own training needs” 

(Ohemeng et al., 2015, p.186). So, if training of employee is undertaken based on the 

recommended output of a performance appraisal process, the training will enhance or 

influence the employee engagement efficiency. 

 

To recap, this research has succeeded on corroborating a possible influencing role of 

training on employee engagement. Nevertheless, the substantial collaboration 

influence of training on employee engagement has not been founded based on the 

investigation outcomes and reasonable justifications.  

5.3.1.2 Job Promotion and Civil Servant Engagement relationship   

The hypothesis two (H2) created from the objective number one reads: Job 

promotion has significant relationship with civil servant engagement in Kwara State. 

Hypothesis two (H2) was supported as the outcome specify significant relationship 
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between job promotion and civil servant engagement (β=0.197, t=2.983, p<0.05). 

The outcome implies that job promotion is a strong and influential predictor of civil 

servant engagement.  This outcome corroborates a considerable number of existing 

studies. Among the studies that this finding consistent and supports include Khan and 

Iqbal (2013), Jung and Yoon (2015), Gathungu, Iravo and Namusonge (2015), Kehoe 

and Wright (2013), Mohda, Shaha and Zailan (2016), Taufek, Zulkifle and Sharif 

(2016), Srivastava and Bansal (2016), and Anitha (2014).  

 

The outcome of the present study offers support to numerous HRM-based researches 

as revealed above. The effect of the outcome is multifaceted, since what signify 

employee engagement are many. Employee engagement is described as positive, 

pleasing, work related state of mind that is characterized by vigour, dedication and 

absorption. It exists when workers are involved with, loyal to and enthusiastic about 

their job. The promotion of employees would change the mind set of employees to be 

more positively engaged at work. This implies that those employees who are 

properly inspired in terms of promotion would have higher engagement levels in 

their job than those who are not. For example, promotion prospect serves as an 

instrument for enhancing commitment and the sense of belonging to the organization 

thereby prompting employees to be attached to the organization over a long period 

without recourse to leave for other jobs. A current research discovers the significant 

relationship of promotion prospect on worker obligation in the organization and 

occupation progression opportunity in the organization engage the worker to be 

extremely loyal and committed to the organization. 
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Furthermore, in the strategic HRM literature, it is held that the benefit of any 

organization is the opportunity for internal promotion of workers. Through the 

opportunity given to employees, they can improve themselves to be more efficient 

and effective and more engaged with the organization and job (Mohda, Shaha & 

Zailan, 2016).  It does not only inspire employees to perform well but encourages 

employees into giving more attention to career and personal development.  

 

The find is also validated by the Social Exchange Theory (SET) which states that the 

job promotion has become one of the important factors that will heavily affect how 

civil servants will engage in their work. Therefore, promotion is an essential element 

to civil servant engagement that encourages an employee to attain more and/or focus 

more on work and individual growth. 

5.3.1.3 Performance Feedback and Civil Servant Engagement relationship 

The hypothesis three (H3) considered from the objective one (1) specifies influence 

of performance feedback on civil servant engagement in kwara state civil service, but 

the hypothesis is not supported as the result obtained from data analysis indicate non-

significant relationship between performance feedback and civil servant engagement. 

This implies that performance feedback not significantly related with civil servant 

engagement in Kwara State civil service. This result is not corroborating with the 

studies such as Bakker and Bal (2010), Selvarasu and Sastry (2014), Aguinis, 

Gottfredson and Joo (2011), Saks (2006), and Gomez-Mejia (1990).  

 

Therefore, the outcome of the current research is not consistent with the 

proposition/assumption in theory (SET) and empirical study that performance 
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feedback could enhance employee engagement. Probable reason for this could be 

that civil servants’ engagement at work is not efficiently monitored by civil service 

and the matter of feedback is poorly handled by supervisors. This is because most of 

the superior officers lack the managerial competence to render regular and 

motivational performance feedback to employees. Thus, performance feedback 

sometimes depends on the intellect of both individual officers (giver or receiver).  If 

the intellect of either the superior officer or subordinate officer is low or below 

averages the feedback will automatically be below and would not significantly 

impact employee engagement. 

 

Furthermore, it was found from the interview conducted that the feedback 

mechanism has not been used properly. This was due to the overbearing political 

pressure on the service and this is impacting negatively on the service as a result the 

feedback mechanism does not always yield good result. Superiors need not to neglect 

feedback because it offers guidance to subordinates, whether positive (remain on 

track) or negative (guidance to the correct path). This may create a bond and adds 

value to the relationship between superiors and subordinates (Khan, Waqas & 

Muneer, 2017). 

 

Lack of reward and punishment is another major issue that diminishes feedback in 

the civil service. Without reward and punishment performance feedback would not 

be effective and this is what is lacked in the Kwara State Civil Service. Several 

institutional arrangements propose that rewards and punishments both play distinct 

role in offering incentives (Andreoni, Harbaugh & Vesterl, 2003) and these would 

make feedback to be significant to employee engagement if it is applied 
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appropriately. A respondent expressed that to ensure proper engagement and 

performance of civil servants, information of performance must produce feedback 

that is related with expected outcomes of performance. Rewarding and punishment 

should be a watch dog in the service. 

 

Also, information and feedback gotten from performance appraisal are mostly not 

utilised. The subordinate performance feedback is not followed with a 

recommendation which the superior officers are supposed to offer. Though the 

superior officers do conduct performance appraisal on the subordinates, but the 

authority in Kwara State civil service not actually take cognisance of the feedback. A 

respondent revealed that government has failed to perform its role that even if the 

feedback is given to the subordinate, when the government refused to improve the 

condition of employees’ service there would be no any significant impact on their 

performance. There is greater need to improve the condition of service of the 

employee in order to get a significant improvement of employee engagement and 

performance (Oyedele, 2015; Chasaya, 2018).  

 

Extant study argued that performance feedback as one of the purposes of 

performance appraisal has significant relationship with the employee engagement 

(Gomez-Mejia, 1990; Selvarasu & Sastry 2014; Bakker & Bal, 2010). Bakker and 

Demerouti (2008) affirm that feedback promotes engagement because it fosters 

learning, which increases job competence and the likelihood of being successful in 

achieving one‘s work goals. Providing supportive feedback allows employees to 

know that superiors care about their performance and success, which increases their 

levels of engagement (Marciano, 2010). Furthermore, Performance feedback has 
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significant potential to benefit employees in terms of individual and team 

performance. It is essential for civil servant effectiveness and that a lack of feedback 

can lead to anxiety, inaccurate self-evaluations, and a diversion of effort toward 

feedback gathering activities. Moreover, effective performance feedback has the 

potential to enhance employee engagement, motivation, and job satisfaction 

(Aguinis, Gottfredson & Joo, 2011). 

 

Therefore, this research has been successful in corroborating a potential role of 

performance feedback on employee performance. Nevertheless, the significant 

relationship of performance feedback on civil servant engagement has not been 

established in the current study and plausible explanations as to why the relationship 

is not significant have been proffered.  

5.3.1.4 Performance Recognition and Civil Servant Engagement relationship 

The hypothesis four (H4) considered from the objective one (1) hypothesizes 

relationship between performance recognition and civil servant engagement in kwara 

state. Hypothesis four (H4) was supported as the outcome specify significant 

relationship of performance recognition with civil servant engagement (β=0.197, 

t=2.983, p<0.05). This denotes that organisation that recognises job well done of its 

employee inspires the employee to be more engaged and committed. The results also 

provided empirical support to the SET which articulates that exchange rule generally 

based on reciprocity or repayment principle, where the action of one party leads to 

the response or action of another party (Saks, 2006; Gouldner, 1960).  Furthermore, 

this finding is consistent with the findings of Kaufman, Chapman and Allen (2013), 

Saks and Rotman (2006), Kahn (1990), Mutunga (2009), Macleod and Clarke 
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(2009), Scott, McMullen, Royal and Stark, (2010), Markos and Sridevi (2010), and 

Zaitouni (2013).  

  

Based on empirical and theoretical evidence, it could be summed up that 

performance recognition is an important inspiration and reward approach to enhance 

employee engagement. This could be in various forms which include greeting, 

approval, appreciation, financial reward, high-touch pats on the back, handwritten 

notes, team lunches, on-the-spot awards and certifications, presentation of gifts, 

among other ways of acknowledging employees’ efforts at work. It is believed that 

one of the central drives of evaluating employee’s performance sometimes, is to form 

a basis for honours or recognition for outstanding involvement to the attainment of 

organizational objectives (Atakpa, Ocheni & Nwankwo, 2013). This, of course will 

enhance the moral of such employee. Even individual’s employee that did not have 

such acknowledgement will be struggling by the aspiration to have them. Therefore, 

employees who are paid more and recognised for their work effects, tend to be more 

engaged in their work. Congratulating employees for a job well done or for 

contributing to the business goals will serve as positive reinforcement and engage 

workers (Seijts & Crim, 2006). Recognition not only reinforces good performance, 

but makes employees feel that their time, efforts, and ingenuity were worth it, which 

engages them further. Social exchange theory indicated that when employees get 

more recognition and praise, they tend to reciprocate and exert more effort into their 

job. 

 

Civil servants usually expect supervisors or directors to recognise their valuable 

offerings and contributions. These would embrace civil service offering civil servants 
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formal rewards and recognition packages for their supports and distribution of 

thoughts such as show gratitude to them for job well accomplished or offering a 

fiscal incentive for executing innovative thoughts. Based on the performance 

recognition, civil servants always improve their work engagement from period to 

period. This would eventually stimulate good conducts linked to engagement of the 

civil servants as well as enhancing their interactions with superiors. Recognition is 

therefore imperative as it enhances workers’ energy, time and obligation levels thus 

improving employee engagement. 

5.3.1.5 Financial Reward and Civil Servant Engagement relationship 

The hypothesis five (H5) framed from the objective one (1) says that financial 

reward has significant relationship with civil servant engagement in Kwara State. 

Financial reward was reported to have a significant effect on the civil servant 

engagement (β=0.238, t=3.969, p<0.01). This implies that organisation that 

implements acceptable standards of salary for their employees can achieve a high 

level of employee engagement. Therefore, good salaries would engage workforce to 

make effective efforts towards their job and consider themselves capable to handle 

job demands. Furthermore, this finding was consistence with the previous studies in 

the literature of financial reward (pay) and engagement such as Saks and Rotman 

(2006), Anitha (2014), Scott et al. (2010) Mutunga (2009), Rashid, Asad and Ashraf, 

(2011). Financial reward as entails that payment is one of key issues considered by 

workforces (Rashid, Asad and Ashraf, 2011).  

 

 Numerous organisation theories (social exchange, expectancy & AMO) have 

specified that when workforces acquire good pay, acknowledgment and praise, they 
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tend/seem to exercise additional strength into their occupation. Organisation with 

good financial reward enhances employee engagement at work. It is suggested that 

organisation should maintain good wages for employees (Khan & Iqbal, 2013). If 

civil service does not consider good wages as an important factor for civil servants, it 

would adversely affect the job engagement of civil servant. Wage rate that is below 

than market rate leads to workers dissatisfaction. The low salary of workers has 

psychological, economic and social implications on their attitudes towards work in a 

workplace, and psychologically, low salary can cause lateness to work, loafing at 

work absenteeism, and buck-passing among workers etc.  Therefore, civil service 

should adopt appropriate methods and systems that ensure for handsome financial 

reward of civil servants. Pay serves as one of predictors that influence employee 

engagement. 

5.3.2 Performance Appraisal Purposes and Civil Servant Performance 
relationships 

The study objective two states: “To investigate the direct relationships between 

performance appraisal purposes (training, job promotion, performance feedback, 

performance recognition and financial reward) and civil servant performance in 

Kwara State Civil Service”. To accomplish this objective, five (5) hypotheses were 

framed from the objective. 

5.3.2.1 Training and Civil Servant Performance influence 

The hypothesis six (H6) which happened to be the first hypothesis from the objective 

2 specifies that the training has significant relationship with civil servant 

performance in Kwara State. The hypothesis was tested with the aid of a variance-

based SEM software (i.e. PLS-SEM). Hypothesis six (H6) was supported as the 
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outcome specify significant relationship of training on civil servant performance 

(β=0.209, t=4.446, p<0.01).  

 

This research outcomes corroborate with the previous research on relationship 

between training and employee performance which include Onyango and Wanyoike 

(2014), Dabale, Jagero, and Nyauchi (2014), Ameen and Baharom (2019b), Sudhakar 

and Basariya (2017), Issahaku, Ahmed and Bewa-Erinibe (2014), Hafeez and Akbar 

(2015), Falola, Osibanjo and Ojo (2014), Ameen, Ifatimehin and Alabi (2014), 

Akinbowale, Jinabhai and Lourens (2013a), Khan (2012), Khan, Khan & Khan 

(2011), Al-Hawary et al. (2013), Dearden, Reed and van Reenen, (2006), Ballot, 

Fakhfakh and Taymaz (2006), Conti (2005), Campbell and Kuncel (2001), and 

Wright and Boswell (2002). Continuous training and development take personnel to 

a satisfactory stage of performance and retaining them occupied, really has an 

important relationship to job satisfaction, morale and optimism thus enhanced 

performance (Abdullah et al., 2012; Sudhakar & Basariya 2017; Thwala et al., 2012; 

Chee, Kamal & Gangaram, 2007). The only way to arrive at this is through having a 

dedicated training program that plays a central role to nurture and strengthen these 

competencies (Sherman et al., 1998). It is acknowledged that training forms the 

backbone of strategy implementation of any organisation. Training not only ensures 

competencies but also develops employees to be able to meet organizations’ goals 

and objectives which implies satisfactory performance. 

 

Furthermore, the results imply that worker training plays an indispensable part in 

enhancing performance as well as boosting efficiency in the organisation. Appraisal 

system is a process for defining/establishing training and development requirements 
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of personnel. Giving enough training to staff based on performance appraisal 

program, will go a long way to enhancing performance of employee. Therefore, 

workers that are well inspired with the basic and suitable training requirements, 

would improve innovation rapidly on the work and this would lead to competitive 

positioning. An effective training program assists workers to enhance their skills, 

attitude and knowledge while giving positive behavioral changes and rising their 

significance to the establishment. With these developing and positive outcomes, the 

establishment is basically offering the worker the keys required for upcoming 

success. 

5.3.2.2 Job Promotion and Civil Servant Performance relationship 

The hypothesis seven (H7) from the objective two reads: Job promotion has 

significant relationship with civil servant performance in Kwara State. The 

hypothesis was tested via variance-based SEM (i.e. PLS-SEM). Existing 

investigation has argued that job promotion has significant relationship with 

employee performance (Femi, 2013; Tessema & Soeter, 2006; Wang et al. 2012; 

Peter, 2014; Ameen, Abdulkareem & Bello, 2016; Kosteas, 2011; Zago, 2019; 

Mustapha & Zakaria, 2013; Naveed, Usman & Bushra, 2011). In the theory and 

empirical evidence, promotional prospect is a target most employees desire because 

in most cases employees’ performance is linked to the extent to which they trust that 

their efforts might be rewarded through promotion (Vroom, 1964).  

  

However, the outcome of the current research was not consistent with findings of the 

above-mentioned studies who reported that job promotion significantly enhances 

performance of employee. The insignificant outcome of job promotion on civil 
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servant performance might be due to the insinuation that promotion is seen in the 

state civil service as mere routine aspect of civil servant career that is frequently 

anticipated without hard work and outcomes. Unlike in the past, nowadays 

promotion is not often based on hard work, or results of appraisal exercises because 

promotion has been reduced to a mere event that takes place after three or four years. 

For instance, a civil servant can abscond from their duty post for several months yet 

at the end of three or four years he would be promoted. Thus, this adduce the reason 

why job promotion could not have significant effect on performance. 

 

Moreover, at times civil servants don’t get promoted as at when due and when 

promoted, it takes a relative long time to effect the implementation arrears of which 

are not paid. Even the so-called promotion attracts little monetary reward such that 

there is insignificant difference between the old take-home package and the new 

package. In other words, the salary increment for promotion from one level to 

another level attracts little amount of money which is very ridiculous in this present 

economy. Although the literature suggests that promotion as a component of 

performance appraisal is a significant predictor of employees’ performance. 

However, in Kwara State, promotion had no significant relationship on employees’ 

performance perhaps due to insignificant salary increment when promotion is 

implemented. In this wise, salary increment should be considered as a viable means 

through which promotion could significantly enhance civil servant performance. 

Because lack of substantial salary increments after promotion automatically affect 

civil servant performance. 
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Besides, implementation of promotion could be responsible for the insignificant 

relationship of promotion on employees’ performance. The respondents revealed that 

some civil servants were promoted for up to a year without implementation. This is 

in consonance with the findings of Peter (2014) that employees who were promoted 

had waited for 1-2 years before they could get their promotion implemented. Truly, 

this is a problem that requires to be tackled so that the job promotion practice could 

exert significant effect on civil servants’ performance in the Kwara State civil 

service.  

5.3.2.3 Performance Feedback and Civil Servant Performance relationship 

Feedback is a powerful instrument in performance enhancement and that feedback 

can also be used to improve satisfaction among supervisors and employees who use 

the appraisal system. In the literature, it has been argued that the quality of 

interaction and communication between the supervisor and the subordinate during 

the appraisals will enhance the process. Previous research such as Gomez-Mejia, 

(1990), Akinbowale, Jinabhai and Lourens (2013b), Byron (2007), Farooq and Khan 

(2011), Earley et al. (1990) have argued that clarity about expectations and the 

provision of performance feedback increase employees’ satisfaction and performance 

levels. Furthermore, to enhance the performance of a worker, it is imperative to first 

and foremost recognise the worker’s area of strength and shortcoming via feedback 

and support which guarantees the worker’s participation, development and obligation 

to increase her or his performance (Macey et al., 2009). 

 

In the current study, hypothesis eight (H8) which was drawn from research objective 

two states that there is significant relationship between performance feedback and 
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civil servant performance in Kwara State. However, it was found that performance 

feedback is not a significant predictor of employee performance. This implies that 

the information provided by superior officers with respect to the volume or quality of 

workers’ performance is not enough to inspire civil servant to put in more efforts for 

better performance. This finding contradicts previous empirical results such as 

Akinbowale, Jinabhai and Lourens (2013a), Kopelman (1986), Dahling, O'Malley & 

Chau (2015 Farooq and Khan (2011) and APSC (2012). 

 

This non-significant relationship of performance feedback on employee performance 

might have been that at times supervisors do not properly and frequently give 

performance feedback to the subordinates. Lack of communication in the workforce 

is a major contributing factor to job dissatisfaction that in turn affects employee 

productivity (Saeed & Shahbaz 2011). This is usually a result of managerial staff that 

is isolated and does not know how to relate to their employees on a personal or 

professional level. Bad communication in terms of feedback leaves employees 

feeling disconnected from the organization; hence negatively affects the level of job 

satisfaction and performance. And this is detrimental to the wellbeing of the 

organization because when an employee feels neglected, they will tend to perform at 

a lower level that in turn affects the quality of service provided to the public 

(Gregory et al., 2009). Getting effective feedback and performance in certain 

organisation hinges generally on the attitude and role of superiors (directors) in the 

evaluation procedure (Ohemeng et al. 2015). The whole workforce has a need to 

understand how better it is doing (Lee, 2005) 
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Besides, negligence in terms of supervision on the part of supervisor and because the 

civil servants know that any appraisal or information collected on them attracts no 

punishment or reward, so everybody developed lackadaisical attitude. The 

supervising staff play a crucial role in the effective performance of an employee in 

an organisation. But, most of these supervisors seems to neglect communicating their 

subordinates regarding their performance. Performance feedback as one of the key 

aspects of performance appraisal and managerial priority is frequently ignored by 

superiors in the civil service (Napier & Latham, 1986; Nielsen, 2014). 

 

Moreover, it was revealed that the superiors do not know or have interest for the job. 

This was as a result of improper incentive such as end of the year bonus, regular on-

job-training, low pay and the likes. Superiors need to be inspired and sufficiently 

trained on effective execution of the performance assessment system. A weakness of 

numerous programmes of performance evaluation is that superiors are not effectively 

trained for the assessment of performance task and offer slight expressive/significant 

feedback to subordinates. Since they shorten detailed ideals for assessing 

performance of subordinates, and they have not widened the required feedback skills, 

their assessments of performance frequently become meaningless and non-directive. 

 

Similarly, poor condition of service, such as in-conducive working environment, 

sometimes account for the non-significance relationship of performance feedback on 

civil servant performance. It was revealed that when the condition of workers is not 

improving which are the factors of productivity, workers’ productivity will be 

reduced, and civil servants will not be happy to put their best irrespective of the 
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feedback given to them. So, they will fill discouraged that the government refused to 

do their part, they will also be fatigue in doing their own part. 

 

In addition, monitoring of performance and feedback is very poor and outcomes from 

the assessments are not prudently utilised. It could be stressed and concluded 

that ineffective communication between superiors and subordinates is the greatest 

challenge affecting the performance. Both superiors and the subordinates need to 

build a certain harmonious bond that boosts productive feedback and the recognition 

of evaluation outcomes. 

5.3.2.4 Performance Recognition and Civil Servant Performance relationship 

Performance recognition is a vital to employee’s performance and indeed enhance 

employee output in the organization.  Rising employee fulfilment via recognition 

must be employed as a device for preserving proficient employees and shield out less 

effective.  Employee’s recognition in terms of monetary and nonmonetary incentives 

is critical in staff efficiency. Recognition for high performers also serves as a 

challenge for low performers for employees to pull up the efforts toward the desired 

performance (Dhameja, 2009; Urbancová & Linhartová, 2011). Extant study has 

argued that performance recognition has significant relationship with employee 

performance (Mollel, Mulongo & Razia, 2017; Kepner, 2009; Agba, 2010). 

 

Therefore, hypothesis nine (H9) which was formulated from objective two states that 

performance recognition has significant relationship with civil servant performance in Kwara 

State. However, in the current research outcomes it was revealed that performance 

recognition is not a significant predictor of employee performance. This non-

significant relationship of performance recognition on employee performance might 
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have been as a result of over politicization of the civil service where hardworking 

employees are not recognized. The selection for the award to civil servants in 

recognition of performance is seemed to be biased and this hindering the willingness 

of civil servants to take up responsibility and put more effort. In most cases it is 

whom civil servant know it is not what he does. It is not how well civil servant cover 

his schedule especially at the higher ranks. So, the way performance recognition is 

neglected in the State, it causes setback to the service. Thus, performance recognition 

is based on personal relationships or political affiliation or loyalism. 

 

Also, it has been revealed that some bosses don’t usually commend their subordinate 

for a job well done except to complain about wrong doings. Behaviours such as 

giving recognition to excellent performance rather than being critical of poor 

performance and acknowledging subordinates’ ideas were all relevant to important 

outcome measures. The recognition of the subordinates work execution by the 

superior improves their job contentment and performance levels (Yen & McKinney, 

1992). To encourage such desired behaviours, it is imperative that superiors convey 

appreciation through personal memos, a word of thanks, or even a nod and a 

smile. Besides, the non-challenge attitude of government toward performance 

appraisals and rewards to employees has a great influence on civil servants’ 

performance.  

 

Another reason for the insignificant relationship of performance recognition on civil 

servant performance was the monitoring of performance and feedback is very lowly 

and outcomes from the assessments are not thoughtfully applied. It was lamented that 

in the service where the authority did not bother much on performance feedback and 
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there is no way performance recognition would have a significant effect on civil 

servant performance. It is when performance feedback is taken seriously by civil 

service/government that is when performance recognition will be significant to 

performance in service and are such there is no way, if not, it will affect the 

performance of civil servant. 

5.3.2.5 Financial Reward (Pay) and Civil Servant Performance relationship 

The hypothesis ten (H10) which happened to be the fifty hypotheses from the 

objective two (2) stipulates that financial reward has significant relationship with 

civil servant performance in Kwara State. Hypothesis ten (H10) was supported as the 

outcome specify significant relationship of financial reward on civil servant 

performance (β=-0.114, t=1.969, p<0.05). Based on the empirical evidence, 

financial reward is a key driver of employee inspiration, selection, and 

performance (Kampkotter 2015; Lazear, 2000; Prendergast, 1999; Milkovich & 

Newman, 1996). It is therefore a major consideration in an organization because it 

provides employees with a tangible reward for their services as well as source of 

recognition and livelihood (Thwala et al., 2012; Abdullah et al., 2012; Howard, 

1993). The theory of expectancy asserts that giving higher salary could occasionally 

inspire and increase works’ efficiency. 

 

Thus, the present study was consistent with studies including Gardner, Van Dyne and 

Pierce (2004), Ting (1997), Erbasi and Arat (2012), Shahzad et al. (2008), Randy and 

Richard, 2002), Steijn (2002), Mathur and Gupta (2012), Tessema and Soeters, 

(2006), Arnolds and Venter (2007), Gneezy and Rustichini (2000). Pay practices 

have important impact on the performance level of workers (Mathur and Gupta, 
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2012). The remunerations that employees receive from their organizations 

influence the effort, skill, creativity and productivity that they are willing to give 

in return (Wright & Davis, 2003). It is a known fact that employees desire a 

compensation system that they perceived as being fair and commensurate with their 

skills, experiences and knowledge (Shahzad et al., 2008). The performance of any 

civil servant would depend to some degree on how he or she is paid. The rise in pay 

and increasing of incentive has led to many consequences such as inspiration of civil 

servants at all levels, increased production, service delivery, increased commitment 

to public service, increased work efforts, rising levels in performance, good fiscal 

management, and drastic fall in deviant behavior including time theft and corruption. 

5.3.3 Civil Servant engagement and Civil Servant Performance relationship 

Hypothesis eleven (H11) was drawn from the third research objective and it 

stipulates that Civil servant engagement has significant relationship with civil servant 

performance in Kwara State. As was predicted, Hypothesis eleven (H11) was 

supported as the outcome specify significant relationship of civil servant engagement 

on civil servant performance (β=0.571, t=12.165, p<0.05). The result implies that 

worker engagement plays an indispensable part in enhancing worker performance as 

well as boosting efficiency in the organisation. This research outcome corroborates 

with the previous researches on relationship between employee engagement and 

employee performance which include Dalal et al., (2012), Anitha, (2014), Muduli et 

at., (2016), Ahmed and Dajani (2015), Rich, Lepine and Crawford (2010), Christian, 

Garza and Slaughter (2011), Christian et al. (2011), and Leiter and Bakker (2010).  
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Theoretically, numerous theories and models have been established in the literature 

that offer a framework for how to enhance employee performance. The literatures 

indicate that employee engagement is closely linked with employee and 

organizational performance outcomes. Establishments with engaged personnel have 

higher employee commitment as a result of increased performance, productivity, 

profitability, growth and customer/citizen satisfaction. Employee positive 

engagement is a win-win approach because employees know how to identify 

organizational success and become successful in their contribution. Based on the job 

engagement, civil servants constantly enhance their work performance from period to 

period. Many scholars conclude, that engagement is an important factor for 

employee’s positive contribution towards organizational success and works as a 

facilitator to improve employee’s attitude, performance and objective to develop way 

of performance (Andrew & Sofian, 2012, p.507). In general, when workforce is 

engaging with their jobs, they invest their efforts in the form of hands, heart, head 

and emotionally occurrence in performing organizational work (Khan & Iqbal, 

2013). Therefore, a significant way to improve performance of employee is to 

focus on fostering employee engagement. 

5.4 Contribution of the Research 

Having examined various issues comprising theoretical, practical, contextual and 

methodological issues all over the sections of this research, this investigation has 

given certain vital contributions to the body of knowledge and certain imperative 

suggestions for policymakers and stakeholders. Subsequent segments discourse 

the contributions and suggestions of this study. 
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5.4.1 Theoretical Contributions 

Drawing upon social exchange theory, expectancy theory, AMO model, and some 

empirical findings, this research has effected meaningful theoretical contributions to 

the performance appraisal purposes research field. The findings of the current study 

accentuate the suppositions of social exchange theory, expectancy theory, and AMO 

model. 

 

Besides, it could be recalled that social exchange theory posits that an organisation 

can enhance employee engagement by offering regular training, promoting as at 

when due, giving regular feedback, recognition for job well done and offering good 

financial reward (pay). Also, expectancy theory postulates that a worker’s high 

performance depends on high stimulus, control of the required knowledge, talents 

and capabilities, suitable role and appreciative of that role which could be employed 

to study the prospect and effect of an effective performance appraisal scheme. 

Expectancy theory implies that the correlation between effort and performance 

largely depends upon one or more performance appraisal purposes variables and that 

favourable performance will result in a desirable reward. Besides, built on the model 

of Ability Motivation-Opportunity (AMO), performance of an employee could be 

accelerated via three indispensable mechanisms which are ability, motivation and 

opportunity. Therefore, AMO enhancing performance appraisal purposes inspired 

and encouraged worker with improved KSAs which consequently enhance higher 

performance of organisation (Appelbaum & Kamal, 2000; Boxall & Macky, 2009; 

Browning, 2006; Gyensare & Asare, 2012; Wood & Wall, 2007).  
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Based on the above discussion this study contributes in integrating Social Exchange 

Theory (SET), Expectancy Theory (ET), and Ability, Motivation and Opportunity 

(AMO) Model on how performance appraisal purposes enhance employee 

engagement and performance. More so, it contributes to the limited research on 

Performance Appraisal regarding Civil Service i.e. developed Civil Service-Based 

Performance Appraisal for civil servants.  

 

To conclude, the findings of this research have offered empirical evidence for the 

relationship between performance appraisal purposes and Civil Servant engagement 

and performance in Kwara State Civil Service, and therefore spreads the 

knowledgebase in the performance appraisal research field.  

5.4.2 Practical Contributions 

This research gives certain guides for the stakeholders, superiors/director in public 

organisations, government and policy makers which will be of aids to continue and 

enriched employees’ engagement and performance. It is significant, as previously 

maintained that progress of nations of the universe depends on employees, and it 

plays an indispensable part in the improvement of economic and organisation 

growth. 

 

Besides, from a practical point of view, the results of this research provided 

important insights on how performance appraisal purposes (training, job promotion, 

performance feedback, performance recognition and financial reward) could enhance 

the overall engagement and performance of civil servants in Kwara State Civil 

Service.  Subsequently, the results of this study would serve as a blueprint for the 



 

  279 

policy makers and practitioners in formulating vital policies that could assist and 

help in improving the overall engagement and performance of civil servants. The 

findings suggested that: 

  

Special emphasis is necessary specifically on the factors of job promotion, 

performance recognition and financial reward (pay) as this research revealed that 

they have significant relationships with employee engagement. Also, this research 

indicated that factors such as training, financial reward (pay) and engagement have 

significant relationship with employee performance. Organisations should emphasise 

on offering regular training, job promotion, feedback, recognition and financial 

reward (pay). By so doing, this would enhance employee engagement and 

performance. Hence, the employees would in turn substantially appreciate the effort 

of the civil service in terms of the performance appraisal purposes (PAP) variables 

being addressed. 

 

Furthermore, the findings of the study indicated that job promotion was a significant 

predictor of employee engagement. This has practical implications for civil servants 

in Kwara State. In particular, the finding indicates that inspite of the positive 

influence of promotion on employee job engagement in the civil service, the 

management of promotion simply taken an ordinary assessment from workforce. 

This infers that additional effort, requires to be prepared by management on the 

analytical parts of promotion administration. Thus, these parts include safeguarding 

that promotion is grounded on capability, appropriate involvement and length 

of service (Nabi, Islam, Dip & Hossain, 2017). Promotion as one of the purposes of 

performance appraisal, should be given as at when due and increases in promotion 
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incentive should be meaningful and arrears should be paid (Ameen, Abdulkareen & 

Lawal, 2016; Gathungu, Iravo & Namusonge, 2015). 

 

On the one hand, consistence with prior research, the present study reported that 

performance recognisation had a significant relationship with employee engagement. 

This finding has practical implications for civil servants in Kwara State because it 

suggests that in order to achieve higher engagement superiors/director or government 

should work out both financial and non-financial benefits for employees who show 

more engagement in their jobs. One best way to fostering performance there should 

be a clear link between performance and incentives given to the employees 

(Kompaso & Sridevi, 2010). 

 

In addition, the findings confirm the significant relationship of financial reward with 

civil servant engagement in Kwara State Civil Service. This implies the need to 

encourage the civil servants by offering good salary that is of the market value. 

Specifically, organisation should embark on payment review within the organisation, 

then employ findings to evaluate its payment levels (Mutunga, 2009). Thus, 

employee’s engagement is directly connected with good wages. 

Moreover, the findings also indicate that training was a predictor of employee 

performance. The findings have practical implications for civil servants in Kwara 

State. In particular, the findings indicate that giving employees regular and suitable 

training as suggested by performance appraisal assist workforces update themselves 

in enhancing their skills and knowledge. Usually it is agreed that when workforces 

understand to know further about their occupation, their self-assurance rises there by 

being talented to labour without a lot of supervision from their immediate 
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superiors/directors which in shot shapes their self-ability and performance. One 

approach of nurturing worker capability is by devoting in employee training to 

enhance their knowledge abilities. 

 

Also, the findings further indicate financial reward was a key driver of employee 

inspiration, selection, and performance (Kampkotter, 2015; Lazear, 2000; 

Prendergast, 1999; Milkovich & Newman, 1996). The findings have practical 

implications for civil servants in Kwara State. The study indicate that pay has an 

important role in implementation strategies in which a high level of pays relative to 

that of competitors can ensure that the organisation attract and retains high quality 

employee and by tying pay to performance, the organisation can elicit specific 

activities and level of performance from employee (Noe et al., 2007). 

 

Similarly, the findings further indicate that civil servant engagement has significant 

with civil servant performance. Thus, given that the organisations nowadays confront 

tasks that need devotion to enriching performance appraisal and management, it is 

imperative that for civil service to improve the civil servant performance, there is 

need to concentrate on fostering civil servant engagement (Buchner, 2007). 

Therefore, worker engagement is one of the main factors that raises the levels of 

worker performance, as was revealed in broad as one of desires to be developed to 

offer a modern and supportive work atmosphere leading to effectiveness and 

performance (Anitha, 2014). 

 

However, the finding also indicates that training and performance feedback have 

insignificant relationships with civil servant engagement. The findings have practical 
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implications for civil servants in Kwara State. Specifically, the findings indicate that 

strong foundations cannot emerge from current day civil service where selections of 

civil servants to be trained are based on ethnicity, religion, political affiliation and 

class (Oyedeji, 2016). Inadequate training and retraining of civil servants affect the 

productivity of the civil service and consequently development of the nation. Also, 

the result display that there is lack of communication between the superior and 

subordinate officers. Superiors need not to neglect feedback because it offers 

guidance to subordinates, whether positive (remain on track) or negative (guidance to 

the correct path). This may create a bond and adds value to the relationship between 

superiors and subordinates to enhance engagement and performance. Feedback and 

communication between directors and subordinates need to be improved drastically.   

 

Moreover, job promotion, performance feedback and performance recognition have 

insignificant relationships with employee performance. The findings have practical 

implications for civil servants in Kwara State. The finding indicate that Promotion 

and wage rises were almost anticipated without results and hard work (Bawole et al., 

2013; Ohemeng et al., 2015). Thus, promotion decisions and other forms of incentive 

were disconnected from performance. Therefore, promotion should be established on 

merit, while exceptional performances with concrete success should entice elevation. 

Also, the study found that workforces are not well recognized and rewarded 

appropriately for outstanding performance. Thus, the way performance recognition is 

neglected causing a lot of setback to the service. Civil service should provide 

activities such as offering recognition to outstanding performance is germane to 

encourage employees to increase their performance.  More importantly, Special 
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emphasis should be given to the above insignificant variables by the civil service in 

order to improve engagement and performance of civil servants. 

 

Given the current situation in kwara state, Nigeria, civil service is not effective and 

efficient anymore, this study has underscored that employee engagement and 

performance is the next expectation through which the civil service will be revived. 

Ability of civil service to do this depends on the sustained and enhanced engagement and 

performance which can be accomplished through SET-enhancing PAP (training, job 

promotion, performance feedback, performance recognition and financial reward). 

5.4.3 Methodological Contributions  

This research has several methodological contributions, which embrace the 

application of the mixed-method technique. Quantitatively, the research examined 

construct validity of seven measures (i.e., training, job promotion, performance 

feedback, performance recognition, financial reward, employee engagement and 

performance) from methodological perspective. These instruments were adopted and 

adapted from well reputable surveys and have been thought as extensively utilised 

instruments of the training, promotion, performance feedback, performance 

recognition, financial reward, employee engagement and employee performance. 

Besides, this research moved one step ahead in evaluating the robustness of the 

Kwara civil servant version of training, job promotion, performance feedback, 

performance recognition, financial reward, employee engagement and performance 

in terms of construct validity to establish usability of the instrument in the Kwara 

civil service. 
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Additionally, the employment of the PLS-SEM technique to analyze the model 

hypothesized in this study provides the opportunity of assessing the convergent 

validity, discriminant validity and nomological validity. These analyses do not just 

reveal the psychometric properties of the understudied variables, but also reveal the 

associations between the exogenous variables (training, job promotion, performance 

feedback, performance recognition and financial reward) and the endogenous 

variables (civil servant engagement and performance). 

 

Moreover, the added qualitative technique to the study gives the investigator the 

opportunity to search the views of directors (senior civil servants) in the ministries, 

in order to provide specific answers to certain variables of performance appraisal 

purposes that was insignificant to civil servant engagement and performance. 

Detailed information and answers were provided to the questions. 

Finally, this study advanced the methodological approach commonly employed by 

previous performance appraisal researchers. It is common among previous studies to 

determine documentation, development, administrative (pay and promotions), and 

subordinate expression through evaluations of appraisal contents (Ikramullah, Shah, 

Khan, Hassan, & Zaman, 2012; Milliman et al., 2002; Jawahar & Williams 1997; 

Latham & Wexley, 1977). These studies commonly discussed purposes of 

performance appraisal without retating it to how it impacted the employee 

engagement and performance. However, this study contributes to the realm of 

performance appraisal by specifying constructs for measuring employee engagement 

and performance and developing valid scales which can be adopted by future 

researchers to measure performance appraisal purposes. 
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5.5 Limitations of the Study 

Even though this investigation has attained the whole of its stated objectives as usual 

with numerous other scientific studies, this investigation is not without definite 

restrictions. The subsequent segment deliberates the limitations of the research as 

follows: 

 

Primarily, the restriction of this research is its study plan/design being a cross-

sectional process utilising survey design. Utilising the cross-sectional survey 

methodology, the outcomes of this investigation are established on primary data. 

Therefore, the research simply depends on the perceptions and views of respondents 

in measuring performance appraisal purposes, employee engagement and 

performance.   

Furthermore, the current research searches the validity of the performance appraisal 

purposes variables in the context of Kwara State from the perspectives of civil 

servants by conducting semi-structured interviews among senior officers (directors). 

Nevertheless, the investigators could not separate and compare the thoughts of the 

respondents. 

 

Moreover, there could be limitation in generalising the outcomes of the study 

because, it focused mainly on civil servants in the ministries, departments and 

agencies, particularly those civil servants in Kwara State, Nigeria.  In addition, the 

model of performance appraisal purposes validated for civil servants in this study 

only accommodates the training, job promotion, performance feedback, performance 

recognition and financial reward. Thus, the model reflects the civil servants’ mindset 

in the civil service only and not parastatals and private sectors.  
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 Finally, the current research testified that the structural model elucidated sixty-two 

per cent (62%) of the overall variance in employee performance. This infers that 

there remain certain constructs that might meaningfully describe the variance in 

employee performance, but not encompassed in the study model. However, the 

remaining thirty-eight per cent (38%) of the variance in employee performance might 

be described by additional factors. Therefore, this signifies a methodological 

restriction of the current investigation. 

5.6 Recommendations for Future Study 

Based on the restrictions itemised overhead, this segment offers imperative 

suggestions for upcoming researchers. Primarily, upcoming researchers are 

suggested to utilise secondary information, which permits them to survey the 

antecedent relationships of performance appraisal purposes on employee engagement 

and performance utilising secondary data. 

 

Furthermore, upcoming researchers are encouraged to emphasis on the disparity 

between the involvement of directors (supervisors) and civil servants (subordinate 

staffs) concerning their roles in increasing and improving performance appraisal 

purposes, employee engagement and performance.  

 

Moreover, further studies could consider encompassing employees in other sector or 

state to generalise the findings. In addition, future studies might need to consider 

validating the performance appraisal purposes model for private and commercial 

sectors.   
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Finally, future research is thus required to include more variables that might yield 

addition variance in employee performance. 

5.7 Conclusion  

Based on critical issues linking to theoretical, contextual, methodological and 

practical aspects of Performance Appraisal Purposes-Employee Engagement and 

performance research, this research was designed to assess the relationships of 

Performance Appraisal Purposes on Employee Engagement and performance. 

Specifically highlighting the relationships of training, job promotion, performance 

feedback, performance recognition and financial reward on employee engagement 

and Performance. Based on social exchange theory, expectancy theory, AMO model, 

and broad literature survey, a theoretical framework was established to explicate 

influential role of strategic performance appraisal purposes in enhancing optimal 

engagement and performance of civil servants in Kwara State civil service. Eleven 

(11) hypotheses were formulated and tested using structural model of PLS-SEM. 

 

The current research demonstrated that performance appraisal purposes variables are 

important aspect of human resource that have greater effect on employee engagement 

and performance. The outcomes of the tested hypotheses specify that out of eleven 

(11) suggested hypotheses, six (6) hypotheses were supported while the remaining 

five (5) hypotheses were not supported. The findings denote positive relationships of 

performance appraisal purposes such as promotion, performance recognition and 

financial reward (pay) on the engagement of the civil servants working in Kwara 

State, civil service. The results also reveal that performance appraisal purposes such 

as training and financial reward (pay) have significant relationship with the 
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performance of the civil servants working in Kwara State, civil service. Lastly, the 

result reveal engagement has significant influence on employee performance. Thus, 

these direct relationships have offered some momentous contributions to the body of 

knowledge and some important implications for stakeholders and policymakers. 
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APPENDICES 

Appendix A 

Content Validity Form 

 

CONTENT VALIDITY FORM 
Dear Sir/Ma, 

We seek your kind help to provide feedback on the items included in the questionnaire of the 
study entitled; Performance Appraisal Purposes in Kwara State Civil Service, Nigeria: 
Analysis of Employee Engagement and Performance. The objective of this research in 
broad terms is to examine the Relationship between Performance Appraisal Purposes and 
Employee Engagement and Performance among the Kwara State civil servants, in Nigeria. 
Below are the specific research objectives: 

i. To examine the relationships between performance appraisal purposes (training, 
promotion, feedback, recognition and financial reward) and civil servant 
engagement in Kwara State Civil Service, Nigeria. 

ii. To investigate relationships between performance appraisal purposes (training, 
promotion, feedback, recognition and financial reward) and civil servant 
performance in Kwara State Civil Service, Nigeria. 

iii. To examine the relationship between civil servant engagement and civil servant 
performance in Kwara State Civil Service, Nigeria. 
 

Kindly rate the items of the questionnaire base on their representativeness and clarity. Also, 
we would appreciate if you could put some remarks in the comment sections provided in the 
attached questionnaire. 
If you require further information about this research, please contact: 
Researcher: 
Lateef Ameen 
School of Government, 
UUM, Sintok, Kedah, Malaysia. 
Email: abdlateef4ever@gmail.com 
Supervisor: 
Dr. Mohd Nazri Baharom. 
School of Government, 
UUM, Sintok, Kedah, Malaysia. 
 
Name: 

Designation: 

Institution: 

Experience in performance appraisal studies/research Area:…………… years 

Highest Academic Degree:       
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TRAINING 

Kindly evaluate the following items based on their representativeness and their 

clarity of the concept of Training to the civil servants. The items will be distributed 

to the respondents to rate their agreement or disagreement on their training using a 

Likert-type scale. Finally, comment boxes are provided after the survey for your 

overall comments and specific comments on any of the items. 

Please use the following scale to rate the items below. 

1 = item is not relevant, 2 = somewhat relevant, 3 = quite relevant, 4 = highly 

relevant. 

 
S/N             

TRAINING 

Relevance 

1 I can use knowledge and behaviours learned 

in training designed based on performance 

evaluation at work 

1 2 3 4 

2 Performance-based training helps me 

develop the skills I need for the successful 

accomplishment of my duties. 

1 2 3 4 

3 The civil service invests in my development 

and education promoting my personal and 

professional growth in broad manner  

1 2 3 4 

4 In the Kwara State civil service, training is 

designed to enhance my professional growth. 

1 2 3 4 

5 Training designed based on performance 

appraisal stimulates learning and application 

of knowledge. 

1 2 3 4 

6 In the civil service training needs are 

identified through performance appraisal 

periodically.  

1 2 3 4 

 

Comment on items 

(please specify the 

items): 
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Overall comments 

of the entire 

measure: 

 

 

 

 

 

JOB PROMOTION 

Kindly evaluate the following items based on their representativeness and their 

clarity of the concept of Job Promotion to the civil servants. The items will be 

distributed to the respondents to rate their agreement or disagreement on their 

Promotion using a Likert-type scale. Finally, comment boxes are provided after the 

survey for your overall comments and specific comments on any of the items. 

Please use the following scale to rate the items below. 

1 = item is not relevant, 2 = somewhat relevant, 3 = quite relevant, 4 = highly 

relevant. 

 

S/N             

JOB PROMOTION 

Relevance 

1 I think every civil servant in the civil service 

is judged using the same promotion 

standards. 

1 2 3 4 

2 Job promotion improves my commitment as 

well performance to work.  

1 2 3 4 

3 I can question promotion decisions through a 

formal communication channel in the civil 

service  

1 2 3 4 

4 I think civil service will follow the stated 

promotion standards to make promotion 

decisions. 

1 2 3 4 

5 Civil service where I work reveals all 

information related to job promotions to us. 

1 2 3 4 
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Comment on items 

(please specify the 

items): 

 

Overall comments 

of the entire 

measure: 

 

 

 

 

 

PERFORMANCE FEEDBACK 

Kindly evaluate the following items based on their representativeness and their 

clarity of the concept of Appraisal Feedback to the civil servants. The items will be 

distributed to the respondents to rate their agreement or disagreement on their 

Feedback using a Likert-type scale. Finally, comment boxes are provided after the 

survey for your overall comments and specific comments on any of the items. 

Please use the following scale to rate the items below. 

1 = item is not relevant, 2 = somewhat relevant, 3 = quite relevant, 4 = highly 

relevant. 

 

S/N             

PERFORMANCE FEEDBACK 

 

Relevance 

1 Doing the tasks required by my job as a civil 

servant provides chances for me to figure out 

how well I am doing. 

1 2 3 4 

2 My directors and co-workers almost always 

gave me feedback about how well I am 

doing. 

1 2 3 4 

3 After I finish my job, I will know whether I 

performed well. 

1 2 3 4 

4 My directors often let me know whether I am 

performing the job well. 

1 2 3 4 
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5 I am always told whether I am doing a good 

job. 

1 2 3 4 

6 My director often commented about the 

quality of my work. 

1 2 3 4 

 

 

Comment on items 

(please specify the 

items): 

 

Overall comments 

of the entire 

measure: 

 

 

 

 

PERFORMANCE RECOGNITION 

Kindly evaluate the following items based on their representativeness and their 

clarity of the concept of Performance Recognition to the civil servants. The items 

will be distributed to the respondents to rate their agreement or disagreement on their 

Performance Recognition using a Likert-type scale. Finally, comment boxes are 

provided after the survey for your overall comments and specific comments on any 

of the items. 

 

Please use the following scale to rate the items below. 

1 = item is not relevant, 2 = somewhat relevant, 3 = quite relevant, 4 = highly 

relevant. 

 

S/N             

PERFORMANCE RECOGNITION 

Relevance 

1 I feel really appreciated if my performance 
is acknowledged. 

1 2 3 4 

2 I feel that the performance appraisal in civil 

service value my effort and give recognition 

to me fairly. 

1 2 3 4 
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3 I will appreciate non-monetary form of 

recognition such as merit award for job well 

done. 

1 2 3 4 

4 I personally feel that my efforts and 

performances are being recognized and 

rewarded adequately. 

1 2 3 4 

5 I agree that being recognized and appreciated 

will boost my performance. 

1 2 3 4 

6 When I do a good job, I receive the 

recognition over it from my director.        

1 2 3 4 

 

 

Comment on items 

(please specify the 

items): 

 

Overall comments 

of the entire 

measure: 

 

 

 

 

 

FINANCIAL REWARD 

Kindly evaluate the following items based on their representativeness and their 

clarity of the concept of Financial Reward (Pay) to the civil servants. The items will 

be distributed to the respondents to rate their agreement or disagreement on their Pay 

using a Likert-type scale. Finally, comment boxes are provided after the survey for 

your overall comments and specific comments on any of the items. 

Please use the following scale to rate the items below. 

1 = item is not relevant, 2 = somewhat relevant, 3 = quite relevant, 4 = highly 

relevant. 
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S/N             

FINANCIAL REWARD 

Relevance 

1 The pay I get in civil service is related to my 

performance. 

1 2 3 4 

2 I think civil service offers me a better salary 

as well as salary increment after being 

promoted when compared with other 

organizations. 

1 2 3 4 

3 I think civil service is able to use objective 

job information when making salary 

decisions.   

1 2 3 4 

4 I have an opportunity to express my opinions 

about salary decision to the management in 

the civil service. 

1 2 3 4 

5 Civil service will consider civil servants’ 

opinions when making salary decisions. 

1 2 3 4 

 

Comment on items 

(please specify the 

items): 

 

Overall comments 

of the entire 

measure: 

 

 

 

 

 

EMPLOYEE ENGAGEMENT 

Kindly evaluate the following items based on their representativeness and their 

clarity of the concept of Engagement to the civil servants. The items will be 

distributed to the respondents to rate their agreement or disagreement on their 

Engagement using a Likert-type scale. Finally, comment boxes are provided after the 

survey for your overall comments and specific comments on any of the items. 

Please use the following scale to rate the items below. 
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1 = item is not relevant, 2 = somewhat relevant, 3 = quite relevant, 4 = highly 

relevant. 

 

S/N             

EMPLOYEE ENGAGEMENT 

 

Relevance 

1 I am willing to really push myself to reach 

challenging work goals. 

1 2 3 4 

2 I am prepared to fully devote myself to 

performing my job duties. 

1 2 3 4 

3 I get excited thinking about new ways to do 

my job more effectively. 

1 2 3 4 

4 I am enthusiastic about providing a high 

quality service.   

1 2 3 4 

5 I am always willing to “go the extra mile” in 

order to do my job well. 

1 2 3 4 

6 Trying to constantly improve my job 

performance is very important to me. 

1 2 3 4 

7 My job is a source of personal pride. 1 2 3 4 

8 I am determined to be complete and 

thorough in all my job duties. 

1 2 3 4 

9 I am ready to put my heart and soul into my 

work. 

1 2 3 4 

 

 

Comment on items 

(please specify the 

items): 

 

Overall comments 

of the entire 

measure: 
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EMPLOYEE PERFORMANCE 

Kindly evaluate the following items based on their representativeness and their 

clarity of the concept of Employee Performance to the civil servants. The items will 

be distributed to the respondents to rate their agreement or disagreement on their 

Performance using a Likert-type scale. Finally, comment boxes are provided after the 

survey for your overall comments and specific comments on any of the items. 

Please use the following scale to rate the items below. 

1 = item is not relevant, 2 = somewhat relevant, 3 = quite relevant, 4 = highly 

relevant. 

 

S/N             

EMPLOYEE PERFORMANCE 

 

Relevance 

1 The civil service rates the quality of my 

work in the past twelve months very good. 

1 2 3 4 

2 Compared to last year, the level of my 

performance in the past twelve months has 

improved. 

1 2 3 4 

3 The quality of my work is often above what 

it should have been in the past twelve 

months. 

1 2 3 4 

4 The civil service rate the quality of my work 

in the past twelve months adequate. 

1 2 3 4 

5 Compared to last year, the quantity of my 

work in the last twelve months is much 

better. 

1 2 3 4 

6 The quantity of my work is never less than 

what it should have been in the past twelve 

months.     

1 2 3 4 

7 I plan my work so that is always done on 

time. 

1 2 3 4 

8 I worked towards the end result of my work. 1 2 3 4 

9 I kept in mind the results that I had to 1 2 3 4 
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achieve in my work. 

10 I often set priorities when doing my work. 1 2 3 4 

11 I was able to separate main issues from side 

issues at work 

1 2 3 4 

12 I was able to perform my work well with 

minimal time and effort. 

1 2 3 4 

13 It took me shorter time to complete my work 

tasks than intended. 

1 2 3 4 

14 I was able to meet my appointment with 

other always. 

1 2 3 4 

15 I was able to fulfil my responsibilities. 1 2 3 4 

16 Collaboration with others enhance my work. 1 2 3 4 

17 Others understand me when I explain their 

job for them. 

1 2 3 4 

18 I do understand when others explain my job 

for me 

1 2 3 4 

19 My communication with others led to the 

desired result. 

1 2 3 4 

20 I came up with creative ideas at work. 1 2 3 4 

21 I took the initiative when there was a 

problem to be solved. 

1 2 3 4 

22 I took the initiative when something had to 

be organized. 

1 2 3 4 

23 I started new tasks myself, when my old 

ones were finished. 

1 2 3 4 

24 I asked for help when needed. 1 2 3 4 

25 I have been praised for my work. 1 2 3 4 

26 I tried to learn from the feedback I got from 

others on my work. 

1 2 3 4 

27 I took on challenging work tasks 1 2 3 4 

28 I think civil service were satisfied with my 

work 

1 2 3 4 

29 I took into account the wishes of the civil 1 2 3 4 
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service in my work 

 

 

Comment on items 

(please specify the 

items): 

 

Overall comments 

of the entire 

measure: 
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Appendix B 

Results of Content Validity Index (CVI) 

Item-Level and Scale-Level CVIs for Training 

 Experts  

Items 1 2 3 4 5 6 7 Item-Level CVI 

TR1 3 3 4 3 3 4 2 6/7=0.85 

TR2 3 4 4 3 3 4 4 7/7=1.00 

TR3 3 4 4 4 3 4 3 7/7=1.00 

TR4 4 4 4 3 3 4 3 7/7=1.00 

TR5 4 4 4 4 3 4 3 7/7=1.00 

TR6 3 4 4 2 3 4 3 6/7=0.85 

Proportion 

Relevant:   

1 1 1 0.83 1 1 0.83 S-CVI/Ave =  

6.66/7 = 0.95 

 

Item-Level and Scale-Level CVIs for Job Promotion 

 Experts  

Items 1 2 3 4 5 6 7 Item-Level CVI 

JP1 4 4 3 3 3 3 3 7/7=1.00 

JP2 4 4 2 3 3 4 4 6/7=0.85 

JP3 4 4 2 3 3 4 4 6/7=0.85 

JP4 4 4 3 4 3 4 3 7/7=1.00 

JP5 4 4 2 4 3 4 3 6/7=0.85 

Proportion 

Relevant:   

1 1 0.4 1 1 1 1 S-CVI/Ave =  

6.4/7 = 0.91 
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Item-Level and Scale-Level CVIs for Performance Feedback 

 Experts  

Items 1 2 3 4 5 6 7 Item-Level CVI 

PF1 4 4 3 3 4 4 3 7/7=1.00 

PF2 4 4 3 3 4 4 4 7/7=1.00 

PF3 4 4 2 3 4 4 4 6/7=0.85 

PF4 4 4 2 3 4 4 4 6/7=0.85 

PF5 4 4 2 4 4 4 4 6/7=0.85 

PF6 4 4 2 3 4 4 4 6/7=0.85 

Proportion 

Relevant:   

1 1 0.33 1 1 1 1 S-CVI/Ave =  

6.33/7 = 0.90 

 

Item-Level and Scale-Level CVIs for Performance Recognition 

 Experts  

Items 1 2 3 4 5 6 7 Item-Level CVI 

PR1 4 4 2 4 3 4 4 6/7=0.85 

PR2 4 4 3 3 3 3 4 7/7=1.00 

PR3 4 4 2 2 3 4 4 5/7=0.71 

PR4 4 4 3 3 3 4 4 7/7=1.00 

PR5 4 4 3 4 3 4 4 7/7=1.00 

PR6 4 4 2 3 4 4 4 6/7=0.85 

Proportion 

Relevant:   

1 1 0.5 0.83 1 1 1 S-CVI/Ave =  

6.33/7 = 0.90 
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Item-Level and Scale-Level CVIs for Financial Reward 

 Experts  

Items 1 2 3 4 5 6 7 Item-Level CVI 

FR1 4 4 3 4 3 3 4 7/7=1.00 

FR2 4 4 3 4 3 4 4 7/7=1.00 

FR3 4 4 2 3 3 4 4 6/7=0.85 

FR4 4 4 2 3 3 4 3 7/7=1.00 

FR5 4 4 2 4 3 4 4 7/7=1.00 

Proportion 

Relevant:   

1 1 0.4 1 1 1 1 S-CVI/Ave =  

6.4/7 = 0.91 

 

Item-Level and Scale-Level CVIs for Employee Engagement 

Experts 

Items  1 2 3 4 5 6 7 Item-Level CVI 

EE1 4 4 3 4 3 4 3 7/7=1.00 

EE2 4 4 3 4 4 4 3 7/7=1.00 

EE3 4 4 3 4 3 4 3 7/7=1.00 

EE4 4 4 3 4 3 4 3 7/7=1.00 

EE5 4 4 3 4 4 4 2 6/7=0.85 

EE6 4 4 3 4 4 4 3 7/7=1.00 

EE7 4 4 2 4 4 4 1 5/7=0.71 

EE8 4 3 4 4 4 3 4 7/7=1.00 

EE9 4 4 4 4 4 3 4 7/7=1.00 

Proportion 

Relevant: 

1 1 0.88 1 1 1 0.77 S-CVI/Ave= 

6.65/7=0.95 
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Item-Level and Scale-Level CVIs for Employee Performance 

Experts 

Items  1 2 3 4 5 6 7 Item-Level CVI 

EP1 4 4 3 4 3 4 3 7/7=1.00 

EP2 4 4 2 4 4 4 3 6/7=0.85 

EP3 4 4 1 4 4 3 4 6/7=0.85 

EP4 4 4 2 4 4 3 4 6/7=0.85 

EP5 4 4 2 4 4 4 4 6/7=0.85 

EP6 4 4 3 3 4 3 4 7/7=1.00 

EP7 4 4 2 4 4 4 4 6/7=0.85 

EP8 4 4 2 4 4 4 4 6/7=0.85 

EP9 4 4 2 4 4 4 4 6/7=0.85 

EP10 4 2 1 3 4 4 3 5/7=0.71 

EP11 4 3 2 3 4 4 3 6/7=0.85 

EP12 4 4 4 3 4 4 4 7/7=1.00 

EP13 4 4 2 3 4 3 4 6/7=0.85 

EP14 4 4 3 3 4 3 4 7/7=1.00 

EP15 4 3 3 3 4 4 4 7/7=1.00 

EP16 4 4 2 3 4 3 4 6/7=0.85 

EP17 4 4 3 3 4 3 4 7/7=1.00 

EP18 4 4 3 3 4 4 4 7/7=1.00 

EP19 4 4 3 3 4 4 4 7/7=1.00 

EP20 4 4 3 3 4 4 4 7/7=1.00 

EP21 4 4 3 3 4 4 4 7/7=1.00 

EP22 4 4 3 4 4 4 4 7/7=1.00 

 EP23 4 4 2 4 4 4 4 6/7=0.85 

EP24 4 4 1 4 4 4 4 6/7=0.85 

EP25 4 4 2 4 4 4 4 6/7=0.85 

EP26 4 4 2 4 4 4 4 6/7=0.85 

EP27 4 4 2 4 4 4 4 6/7=0.85 

EP28 4 4 2 4 4 3 4 6/7=0.85 

EP29 4 4 2 4 4 4 4 6/7=0.85 

Proportion 

Relevant: 

1 0.96 0.37 1 1 1 1 SCVI/Ave= 

6.33/7=0.90 



  364 

Appendix C 

 Pilot Study Questionnaire 

 

           COLLEGE OF LAW, GOVERNMENT AND INTERNATIONAL 
STUDIES 

UNIVERSITI UTARA MALAYSIA 
 

ACADEMIC RESEARCH QUESTIONNAIRE 

 

Dear Sir/Madam, 

I am a postgraduate student from School of Government, College of Law, 
Government and International Studies, Universiti Utara Malaysia (UUM), and 
currently conducting a survey to examine the relationships of Performance Appraisal 
Practices/Purposes on Employee Engagement and Performance in Kwara State Civil 
Service, Nigeria as part of the Ph.D. requirement.  

 

This questionnaire is solely for the academic purpose.  All information provided shall 
be treated with utmost confidentiality with the researcher and the Supervisor, Dr. 
Mohd Nazri Baharom. I undertake to report the result in such a way that anonymity 
of the respondent is preserved. 

 

Thank you very much for your participation. 

 

 

Sincerely, 

 
LATEEF AMEEN. 
Tel No: +60166427239; +2348038584796   
E-mail: abdlateef4ever@gmail.com 

 

 

 

 

 

mailto:abdlateef4ever@gmail.com
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INFORMATION 

The questionnaire comprises two parts.  Part I represents the demographic 

information while Part II (Sections A-G) consists of questions on Performance 

Appraisal practices/purposes such as Training, Job Promotion, Appraisal Feedback, 

Appraisal Recognition and Financial reward. 

 

 

PART I: DEMOGRAPHIC INFORMATION 

 

1. Gender:  (i) Male (    )   (ii) Female (     ) 

2. Age:   (i) 18 - 25yrs (     )  (ii) 26 – 35yrs (     ) 

                (iii) 36 – 45yrs (     )  (iv) 46 – 55yrs (     ) 

                (v) 56 yrs and above (    ) 

3. Marital Status:  (i) Married (    )          (ii) Single (    ) 

                 (iii) Divorced (    )      (iv) Widow (    ) 

4. Educational Qualification:   (i) Diploma and below (   )       (ii) Degree (    ) 

               (iii) Masters (    )   (iv) Doctoral degree (    ) 

                                                         

5. Year of work experience:        (i) 1 - 5 yrs (    )     (ii) 6 – 10 yrs (    )      

(iii) 11-15 yrs (    )         (iv) 16-20 yrs. (    )  

(v) 21yrs and above (    ) 
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PART II (SECTIONS A – G) 

 

SECTION A: TRAINING 

 

GUIDELINES: In section A, please rate your level of agreement with the following 

statements as all questions have the same options 1 = Strongly Disagree (SD); 2 = 

Disagree (D); 3 = Neither Disagree nor Agree (N), 4 = Agree (A); 5 = Strongly 

Agree (SA): 

 
S/N             

STATEMENTS 

SD  

(1) 

D 

(2) 

N 

(3) 

A 

(4) 

SA 

(5) 

1 I can use knowledge and behaviours learned in 

training designed based on performance evaluation 

at work 

1 2 3 4 5 

2 Performance-based training helps me develop the 

skills I need for the successful accomplishment of 

my duties. 

1 2 3 4 5 

3 The Kwara State civil service invests in my 

personal development in broad manner  

1 2 3 4 5 

4 The Kwara State civil service invests in my 

professional growth in broad manner 

1 2 3 4 5 

5 In the Kwara State civil service, training is 

designed to enhance my professional growth. 

1 2 3 4 5 

6 Training designed based on performance appraisal 

report stimulates learning and application of 

knowledge. 

1 2 3 4 5 

7 In the Kwara State civil service, training needs are 

identified through performance appraisal 

periodically.  

1 2 3 4 5 

 
 

SECTION B: JOB PROMOTION 

 

GUIDELINES: In section B, please rate your level of agreement with the following 

statements as all questions have the same options 1 = Strongly Disagree (SD); 2 = 

Disagree (D); 3 = Neither Disagree nor Agree (N), 4 = Agree (A); 5 = Strongly 

Agree (SA): 
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S/N  

STATEMENTS 

SD  

(1) 

D 

(2) 

N 

(3) 

A 

(4) 

SA 

(5) 

1 I think every civil servant in Kwara State is 
judged using the same promotion standards. 

1 2 3 4 5 

2 Job promotion improves my commitment as well 
performance to work.  

1 2 3 4 5 

3 I can question promotion decisions through a 
formal communication channel in the Kwara 
State civil service  

1 2 3 4 5 

4 I think Kwara State civil service follow the 
stated promotion standards to make promotion 
decisions. 

1 2 3 4 5 

5 Promotion exercise in Kwara State civil service is 

transparent and unbiased. 

1 2 3 4 5 

 
 
 

SECTION C: PERFORMANCE FEEDBACK 

 

GUIDELINES: In section C, please rate your level of agreement with the following 

statements as all questions have the same options 1 = Strongly Disagree (SD); 2 = 

Disagree (D); 3 = Neither Disagree nor Agree (N), 4 = Agree (A); 5 = Strongly 

Agree (SA): 

 
S/N  

STATEMENTS 

SD  

(1) 

D 

(2) 

N 

(3) 

A 

(4) 

SA 

(5) 

1 Doing the tasks required by my job as a civil 
servant provides chances for me to figure out 
how well I am doing. 

1 2 3 4 5 

2 My Director almost always gave me feedback 
about how well I am doing. 

1 2 3 4 5 

3 After I finish my job, I will know whether I 
performed well. 

1 2 3 4 5 

4 My Director often let me know whether I am 
performing the job well or not.  

1 2 3 4 5 

5 I am always told whether I am doing a good 
job. 

1 2 3 4 5 

6 My Director often comment about the quality of 
my work. 

1 2 3 4 5 
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SECTION D: PERFORMANCE RECOGNITION 

 

GUIDELINES: In section D, please rate your level of agreement with the following 

statements as all questions have the same options 1 = Strongly Disagree (SD); 2 = 

Disagree (D); 3 = Neither Disagree nor Agree (N), 4 = Agree (A); 5 = Strongly 

Agree (SA): 

 
S/N  

STATEMENTS 

SD  

(1) 

D 

(2) 

N 

(3) 

A 

(4) 

SA 

(5) 

1 I feel really appreciated if my performance is 
acknowledged. 

1 2 3 4 5 

2 I feel that the performance appraisal scheme in 
the Kwara State civil service values my efforts. 

1 2 3 4 5 

3 I feel that the performance appraisal scheme in 
the Kwara State civil service gives recognition 
to me fairly. 

1 2 3 4 5 

4 I will appreciate non-monetary form of recognition 

such as merit award for job well done.  

1 2 3 4 5 

5 I personally feel that my efforts are being 
recognized adequately. 

1 2 3 4 5 

6 I personally feel that my performances are being 
recognized adequately. 

     

7 I agree that being appreciated will boost my 
performance. 

1 2 3 4 5 

8 When I do a good job, I receive commendation from 

my Director.        
1 2 3 4 5 

 
 

SECTION E: FINANCIAL REWARD 

 

GUIDELINES: In section E, please rate your level of agreement with the following 

statements as all questions have the same options 1 = Strongly Disagree (SD); 2 = 

Disagree (D); 3 = Neither Disagree nor Agree (N), 4 = Agree (A); 5 = Strongly 

Agree (SA): 

 
S/N  

STATEMENTS 

SD  

(1) 

D 

(2) 

N 

(3) 

A 

(4) 

SA 

(5) 

1 The pay I receive in Kwara State civil service is 

related to my performance.  

1 2 3 4 5 

2 I think civil service offers me a better salary as well 1 2 3 4 5 
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as salary increment after being promoted when 

compared with other organizations. 

3 I think Kwara State civil service is able to use 

objective job information when making salary 

decisions.   

1 2 3 4 5 

4 I have an opportunity to express my opinions about 

salary decision to the management in the Kwara 

State civil service. 

1 2 3 4 5 

5 Kwara State civil service will consider civil 

servants’ opinions when making salary decisions. 

1 2 3 4 5 

 

 

SECTION F: EMPLOYEE ENGAGEMENT 
 

GUIDELINES: In section F, please rate your level of agreement with the following 

statements as all questions have the same options 1 = Strongly Disagree (SD); 2 = 

Disagree (D); 3 = Neither Disagree nor Agree (N), 4 = Agree (A); 5 = Strongly 

Agree (SA): 
 

S/N  

STATEMENTS 

SD  

(1) 

D 

(2) 

N 

(3) 

A 

(4) 

SA 

(5) 

1 I am willing to really push myself to reach 

challenging work goals. 

1 2 3 4 5 

2 I am prepared to fully devote myself to performing 

my job duties. 

1 2 3 4 5 

3 I get excited thinking about new ways to do my job 

more effectively.                      

1 2 3 4 5 

4 I am enthusiastic about providing a high quality 

service.   

1 2 3 4 5 

5 I am always willing to “go the extra mile” in order 

to do my job well. 

1 2 3 4 5 

6 Trying to constantly improve my job performance 

is very important to me.  

1 2 3 4 5 

7 My job is a source of personal pride. 1 2 3 4 5 

8 I am determined to be thorough in all my job 

duties.  

1 2 3 4 5 

9 I am ready to put my full ability into my work. 1 2 3 4 5 
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SECTION G: EMPLOYEE PERFORMANCE 
 

GUIDELINES: In section G, please rate your level of agreement with the following 

statements as all questions have the same options 1 = Strongly Disagree (SD); 2 = 

Disagree (D); 3 = Neither Disagree nor Agree (N), 4 = Agree (A); 5 = Strongly 

Agree (SA): 
 

S/N  

STATEMENTS 

SD  

(1) 

D 

(2) 

N 

(3) 

A 

(4) 

SA 

(5) 

1 The civil service rates the quality of my work in the 

past twelve months very well.  

1 2 3 4 5 

2 Compared to last year, the level of my performance 

in the past twelve months has improved. 

1 2 3 4 5 

3 The quality of my work is of above what it should 

have been in the past twelve months. 

1 2 3 4 5 

4 The civil service rate the quality of my work in the 

past twelve months as adequate. 

1 2 3 4 5 

5 Compared to last year, the quantity of my work in 

the last twelve months is much better. 

1 2 3 4 5 

6 The quantity of my work is never less than what it 

should have been in the past twelve months.     

1 2 3 4 5 

7 I plan my work so that it is always done on time. 1 2 3 4 5 

8 I worked towards the end-result of my work. 1 2 3 4 5 

9 I kept in mind the results that I had to achieve in 

my work. 

1 2 3 4 5 

10 I often set priorities when doing my work. 1 2 3 4 5 

11 I was able to separate main issues from side issues 

at work  

1 2 3 4 5 

12 I was able to perform my work well with minimal 

effort. 

1 2 3 4 5 

13 It took me shorter time to complete my work tasks 

than intended.  

1 2 3 4 5 

14 I was able to meet my appointment with other 

always. 

1 2 3 4 5 

15 I was able to fulfill my responsibilities. 1 2 3 4 5 

16 Collaboration with others enhances my work. 1 2 3 4 5 

17 Others understand me when I explain their job to 

them. 

1 2 3 4 5 

18 I do understand when others explain my job to me 1 2 3 4 5 
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19 My communication with others led to the desired 

result. 

1 2 3 4 5 

20 I came up with creative ideas at work. 1 2 3 4 5 

21 I took the initiative when there was a problem to be 

solved. 

1 2 3 4 5 

22 I took the initiative when something had to be 

organized. 

1 2 3 4 5 

23 I started new tasks myself, when my old ones were 

finished. 

1 2 3 4 5 

24 I asked for help when needed. 1 2 3 4 5 

25 I have been praised for my work. 1 2 3 4 5 

26 I tried to learn from the feedback I got from others 

on my work. 

1 2 3 4 5 

27 I took on challenging work tasks 1 2 3 4 5 

28 I think civil service is satisfied with my work 1 2 3 4 5 

29 I took into account the wishes of the civil service in 

my work 

1 2 3 4 5 

 

 

Thank you for your participation in answering this questionnaire.   

Lateef Ameen. 
Tel No: +60166427239; +2348038584796   
E-mail: abdlateef4ever@gmail.com 
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Appendix D 

Survey Introduction Letter 
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Appendix E 

Final Survey Questionnaire 

                            
      COLLEGE OF LAW, GOVERNMENT AND INTERNATIONAL 

STUDIES 
UNIVERSITI UTARA MALAYSIA 

 

ACADEMIC RESEARCH QUESTIONNAIRE 

 

 

Dear Sir/Madam, 

 

I am a postgraduate student from School of Government, College of Law, 

Government and International Studies, Universiti Utara Malaysia (UUM), and 

currently conducting a survey to examine the Relationships of Performance 

Appraisal Practices/Purposes on Employee Engagement and Performance in Kwara 

State Civil Service, Nigeria as part of the Ph.D. requirement.  

 

This questionnaire is solely for the academic purpose.  All information provided shall 

be treated with utmost confidentiality with the researcher and the Supervisor, Dr. 

Mohd Nazri Baharom. I undertake to report the result in such a way that anonymity 

of the respondent is preserved. 

 

Thank you very much for your participation. 

 

Sincerely, 

LATEEF AMEEN. 
Tel No: +60166427239; +2348038584796   
E-mail: abdlateef4ever@gmail.com 
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INFORMATION 

The questionnaire comprises two parts.  Part I represents the demographic information while 

Part II (Sections A-G) consists of questions on Performance Appraisal practices/purposes 

such as Training, Job Promotion, Appraisal Feedback, Appraisal Recognition and Financial 

reward. 

 

 

PART I: DEMOGRAPHIC INFORMATION 

 

1. Gender:  (i) Male (    )   (ii) Female (     ) 

2. Age:   (i) 18 - 25yrs (     )  (ii) 26 – 35yrs (     ) 

                (iii) 36 – 45yrs (     )  (iv) 46 – 55yrs (     ) 

                (v) 56 yrs and above (    ) 

3. Marital Status:  (i) Married (    )          (ii) Single (    ) 

                 (iii) Divorced (    )      (iv) Widow (    ) 

4. Educational Qualification:   (i) Diploma and below (   )       (ii) Degree (    ) 

               (iii) Masters (    )   (iv) Doctoral degree (    ) 

                                                         

5. Year of work experience:        (i) 1 - 5 yrs (    )     (ii) 6 – 10 yrs (    )      

(iii) 11-15 yrs (    )         (iv) 16-20 yrs. (    )  

(v) 21yrs and above (    ) 
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PART II (SECTIONS A – G) 

SECTION A: TRAINING 

GUIDELINES: In section A, please rate your level of agreement with the following 

statements as all questions have the same options 1 = Strongly Disagree (SD); 2 = 

Disagree (D); 3 = Neither Disagree nor Agree (N), 4 = Agree (A); 5 = Strongly 

Agree (SA): 

 
S/N             

STATEMENTS 

SD  

(1) 

D 

(2) 

N 

(3) 

A 

(4) 

SA 

(5) 

1 The Kwara State civil service invests in my 

personal development in broad manner  

1 2 3 4 5 

2 The Kwara State civil service invests in my 

professional growth in broad manner 

1 2 3 4 5 

3 In the Kwara State civil service, training is 

designed to enhance my professional growth. 

1 2 3 4 5 

4 Training designed based on performance appraisal 

report stimulates learning and application of 

knowledge. 

1 2 3 4 5 

5 In the Kwara State civil service, training needs are 

identified through performance appraisal 

periodically.  

1 2 3 4 5 

 
 

SECTION B: JOB PROMOTION 

 

GUIDELINES: In section B, please rate your level of agreement with the following 

statements as all questions have the same options 1 = Strongly Disagree (SD); 2 = 

Disagree (D); 3 = Neither Disagree nor Agree (N), 4 = Agree (A); 5 = Strongly 

Agree (SA): 
S/N  

STATEMENTS 

SD  

(1) 

D 

(2) 

N 

(3) 

A 

(4) 

SA 

(5) 

1 I can question promotion decisions through a 
formal communication channel in the Kwara 
State civil service  

1 2 3 4 5 

2 I think Kwara State civil service follow the 
stated promotion standards to make promotion 
decisions. 

1 2 3 4 5 

3 Promotion exercise in Kwara State civil service is 

transparent and unbiased. 

1 2 3 4 5 
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SECTION C: PERFORMANCE FEEDBACK 

 

GUIDELINES: In section C, please rate your level of agreement with the following 

statements as all questions have the same options 1 = Strongly Disagree (SD); 2 = 

Disagree (D); 3 = Neither Disagree nor Agree (N), 4 = Agree (A); 5 = Strongly 

Agree (SA): 

 
S/N  

STATEMENTS 

SD  

(1) 

D 

(2) 

N 

(3) 

A 

(4) 

SA 

(5) 

1 Doing the tasks required by my job as a civil 
servant provides chances for me to figure out 
how well I am doing. 

1 2 3 4 5 

2 My Director almost always gave me feedback 
about how well I am doing. 

1 2 3 4 5 

3 My Director often let me know whether I am 
performing the job well or not.  

1 2 3 4 5 

4 My Director often comment about the quality of 
my work. 

1 2 3 4 5 

 

SECTION D: PERFORMANCE RECOGNITION 

 

GUIDELINES: In section D, please rate your level of agreement with the following 

statements as all questions have the same options 1 = Strongly Disagree (SD); 2 = 

Disagree (D); 3 = Neither Disagree nor Agree (N), 4 = Agree (A); 5 = Strongly 

Agree (SA): 
S/N  

STATEMENTS 

SD  

(1) 

D 

(2) 

N 

(3) 

A 

(4) 

SA 

(5) 

1 I feel that the performance appraisal scheme in 
the Kwara State civil service values my efforts. 

1 2 3 4 5 

2 I feel that the performance appraisal scheme in 
the Kwara State civil service gives recognition 
to me fairly. 

1 2 3 4 5 

3 I will appreciate non-monetary form of recognition 

such as merit award for job well done.  

1 2 3 4 5 

4 I personally feel that my performances are being 
recognized adequately. 

     

5 I agree that being appreciated will boost my 
performance. 

1 2 3 4 5 

6 When I do a good job, I receive commendation from 

my Director.        
1 2 3 4 5 
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SECTION E: FINANCIAL REWARD 

 

GUIDELINES: In section E, please rate your level of agreement with the following 

statements as all questions have the same options 1 = Strongly Disagree (SD); 2 = 

Disagree (D); 3 = Neither Disagree nor Agree (N), 4 = Agree (A); 5 = Strongly 

Agree (SA): 

 
S/N  

STATEMENTS 

SD  

(1) 

D 

(2) 

N 

(3) 

A 

(4) 

SA 

(5) 

1 The pay I receive in Kwara State civil service is 

related to my performance.  

1 2 3 4 5 

2 I think civil service offers me a better salary as well 

as salary increment after being promoted when 

compared with other organizations. 

1 2 3 4 5 

3 I think Kwara State civil service is able to use 

objective job information when making salary 

decisions.   

1 2 3 4 5 

 

SECTION F: EMPLOYEE ENGAGEMENT 
 

GUIDELINES: In section F, please rate your level of agreement with the following 

statements as all questions have the same options 1 = Strongly Disagree (SD); 2 = 

Disagree (D); 3 = Neither Disagree nor Agree (N), 4 = Agree (A); 5 = Strongly 

Agree (SA): 
S/N  

STATEMENTS 

SD  

(1) 

D 

(2) 

N 

(3) 

A 

(4) 

SA 

(5) 

1 I am willing to really push myself to reach 

challenging work goals. 

1 2 3 4 5 

2 I am prepared to fully devote myself to performing 

my job duties. 

1 2 3 4 5 

3 I get excited thinking about new ways to do my job 

more effectively.                      

1 2 3 4 5 

4 I am enthusiastic about providing a high quality 

service.   

1 2 3 4 5 

5 I am always willing to “go the extra mile” in order 

to do my job well. 

1 2 3 4 5 

6 I am ready to put my full ability into my work. 1 2 3 4 5 
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SECTION G: EMPLOYEE PERFORMANCE 
 

GUIDELINES: In section G, please rate your level of agreement with the following 

statements as all questions have the same options 1 = Strongly Disagree (SD); 2 = 

Disagree (D); 3 = Neither Disagree nor Agree (N), 4 = Agree (A); 5 = Strongly 

Agree (SA): 
 

S/N  

STATEMENTS 

SD  

(1) 

D 

(2) 

N 

(3) 

A 

(4) 

SA 

(5) 

1 The civil service rates the quality of my work in the 

past twelve months very well.  

1 2 3 4 5 

2 I was able to separate main issues from side issues 

at work  

1 2 3 4 5 

3 Collaboration with others enhances my work. 1 2 3 4 5 

4 My communication with others led to the desired 

result. 

1 2 3 4 5 

5 I came up with creative ideas at work. 1 2 3 4 5 

6 I took the initiative when there was a problem to be 

solved. 

1 2 3 4 5 

7 I took the initiative when something had to be 

organized. 

1 2 3 4 5 

8 I started new tasks myself, when my old ones were 

finished. 

1 2 3 4 5 

9 I asked for help when needed. 1 2 3 4 5 

10 I have been praised for my work. 1 2 3 4 5 

11 I tried to learn from the feedback I got from others 

on my work. 

1 2 3 4 5 

12 I took on challenging work tasks 1 2 3 4 5 

13 I think civil service is satisfied with my work 1 2 3 4 5 

14 I took into account the wishes of the civil service in 

my work 

1 2 3 4 5 

 

 

Thank you for your participation in answering this questionnaire.   

Lateef Ameen. 
Tel No: +60166427239; +2348038584796   
E-mail: abdlateef4ever@gmail.com 

 



 

  379 

Appendix F 

KMO and Barlett’s Test Results 

KMO and Bartlett's Test for Performance Appraisal Purposes 
Kaiser-Meyer-Olkin Measure of Sampling 
Adequacy. 

.542 

Bartlett's Test of 
Sphericity 

Approx. Chi-Square 679.822 
Df 190 
Sig. .000 

 

 

KMO and Bartlett's Test for Employee Engagement 

Kaiser-Meyer-Olkin Measure of Sampling 
Adequacy. 

.698 

Bartlett's Test of 
Sphericity 

Approx. Chi-Square 65.168 
Df 15 
Sig. .000 

 

 

KMO and Bartlett's Test for Employee performance 
Kaiser-Meyer-Olkin Measure of Sampling 
Adequacy. 

.862 

Bartlett's Test of 
Sphericity 

Approx. Chi-Square 989.024 
Df 91 
Sig. .000 
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Appendix G 

Interview Guide for Qualitative Study 

1. How would you describe the purposes of performance appraisal in general? 

2. What are the purposes for conducting performance appraisal for civil servants in 

kwara state? 

3. It has been observed from the result obtained from the questionnaire distributed 

earlier to the civil servants that Training is not significantly related with employee 

engagement (civil servant). Why do you think this is so in Kwara State Civil 

Service? 

4. It is further noted from the result that performance feedback does not have 

significant relationship with employee engagement (civil servant). Why? 

5. It is also observed from the result obtained that there is no significant relationship 

between job promotion and civil servant’s performance, would you pleases tell me 

why this happened in Kwara State Civil Service? 

6. Besides, the result further indicates that there is no significant relationship between 

performance feedback and employee performance. What do you think could have 

caused this? 

7. Moreover, it is observed too that performance recognition does not have a significant 

relationship with civil servant employee performance (civil servants). Why? 
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