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Executive Summary  

One of the surest and structured ways to understand employee long-term engagement or attrition rate 

is to conduct an employee onboarding survey. The survey measures the experience and expectations 

of recruits in an attempt to identify the areas that need improvement in the recruitment and 

onboarding process. Phase one focused on the career goals and expectations of Cohorts, their 

impressions about work (strengths and weaknesses) and organizational logistics and support for 

Cohorts. The survey used quantitative approach in its design where a Likert scale was used as a rating 

scale to measure opinions about career goals and expectations, impressions about work and 

organizational logistics. A total of 423 Cohort completed the first phase of the survey from across 16 

regions of in the Civil Service.  

Findings showed a significant percentage of the Cohort (85%) agree their current job matches their 

career goals while 5% of Cohort said their current position is not in line with their career goals. The 

study found that 21% of the cohort population are uncertain in maintaining their current jobs within 

the Civil Service while 11% said they want to change their current job in the next two years. Top 

among the reasons for a change in job in the Service is inadequate wage, poor conditions of service 

apart from wage (e.g. allowances, leave etc.), lack of Office space/working environment, Contribution 

to National Development, Training and development opportunities and Opportunity for career 

development. 

The findings suggest that 77% of the Cohort Population agree that they are efficient within their 

Organizations. Findings further suggest 78.32% of the Cohort population also agreed that they 

generate ideas/solutions for their organizations. The survey showed that when it comes to voicing out 

opinions, 51% of the Cohort Population agreethat they dare to voice out their opinions while 76.11% 

indicated that they feel obligated to voice out opinions. 80.19% of the Cohort population indicated 

that they are taken serious in their respective place of work 

In the allocation of working space, 69.79% of Cohort agree to being allocated workspace while 63.48% 

agree they were allocated a workstation. On the allocation of desktop or laptop, a little over half of 

the Cohort population (51.56%) disagreed on the allocation of desktop/laptops while 40.54% of the 

cohort population agreed to being allocated a laptop. Findings from the survey showed 71.09% 

officers agree they have been assigned job schedule while 11.57% of staff are indifferent of being 

assigned job schedule. 
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The key challenges identified by Cohorts that impedes their work are the lack of office space or 

overcrowding within the workplace which serve as a major health threat to Staff of the Service in era 

of a ravaging Covid-19 pandemic. Another challenge highlighted by Cohorts is the lack of digital 

infrastructure to facilitate the delivery of daily task especially within the Departments. Non-availability 

of desktops, laptops, internet connectivity makes it almost impossible for Cohorts to work on their 

assigned task. 

Finally, Cohorts from decentralized departments are of the view their organizations lack the requisite 

logistics with poor infrastructure to function effectively. The poor and unattractive working conditions 

such as dilapidated office furniture, office building, lack of water and electricity affect work input and 

team moral of Cohorts at the various regional offices of the Departments. 
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1.0. Introduction  

The Ghana Civil Service is the main administrative and bureaucratic machinery of the state, mandated 

to assist the Government in the formulation and implementation of Government policies for the 

development of the country. It achieves this mainly through the prudent management of its human 

resources. 

The Office of the Head of the Civil Service (OHCS) is a Central Management Agency responsible for 

ensuring that the Ghana Civil Service is adequately staffed, well equipped and functional towards the 

achievement of government goals.  

The efficiency and effectiveness of any workplace (whether private or public) largely depends on the 

quality of its workforce. Recruiting competent employees with the right attitude and skills mix are few 

of the goals of every organization towards the attainment of its objectives. It is therefore important 

for organizations to assess the attitudes, expectations and integration of recruited staff to ascertain 

their career objectives in line with the organizational goals. 

 

1.1. Background 

One of the surest and structured ways to understand employee long-term engagement or attrition rate 

is to conduct an employee onboarding survey. Onboarding is the process of introducing a newly hired 

employee into an organization. It is an important part of helping employees understand their new 

position and job requirements as well as integrate seamlessly with the rest of the company. There are 

many activities that go into the onboarding process, from the job offer to team training. An 

onboarding survey is a tool that will measure the experience and expectations of recruits in an attempt 

to identify the areas that need improvement in the recruitment and onboarding process. This exercise 

is being be undertaken using Officers undergoing probation in the Civil Service.  

Although there are many activities that go into the onboarding process, the study has segmented these 

activities into phases, this report covers phase one of the Onboarding process. 

Phase one of the onboarding survey began from the first week to three months of familiarization 

with colleagues, training on the job and getting a sense of the organizational culture. Specifically, phase 

one focused on the career goals and expectations of the cohort, their impressions about work 

(strengths and weaknesses) and organizational logistics and support for the Cohort.   
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1.2. Objectives  

Generally, the survey was intended to ascertain the effectiveness of the onboarding processes for 

recruits in the Civil Service. The specific objectives of Phase one of onboarding survey were to: 

• Ascertain expectations of recruits within their Organizations 

• Establish employee’s experiences within their Organizations  

 

1.3. Methodology 

The survey was more quantitative in its design to describe single variables (percentages) and also assess 

the statistical relationships between variables. The Likert scale was used as a rating scale to measure 

opinions about the questions that pertain to their career goals and expectations, impressions about 

work and organizational logistics and support for cohort in the structure of the questionnaire. 

The survey was launched online via google forms and broadcasted via text messages to all the Cohort 

population. A total of 423 Cohort completed the first phase of the survey from across 16 regions of 

in the Civil Service.   

The survey design was more quantitative in nature.  The data was analyzed using excel pivot charts as 

a graphical representation of the data presentation in percentages of opinions/perceptions from 

respondents. Qualitative data were analyzed thematically. 

 

2.0. Presentation of Findings  

Analysis and findings is presented from the aggregation of data received from Cohorts in the first 

phase of the Survey. The structure of the section provides in-depth analysis on demography of 

cohorts, career goals and expectations, their impressions about work and organizational 

logistics and support. 

 

2.1. Demographics 

According to Vogt and Johnson, (2011), demography is a field of study that examines the quantifiable 

statistics of a particular population. For the purpose of providing description to the Cohort 

population, demographic data analyzed for the Cohort population were sex, Ministry/extra ministerial 

and Department distribution, regional distribution, age distribution and educational qualification. 
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2.1.1. Sex Distribution 

A total of 423 Officers 

completed the first phase of 

the cohort study. The gender 

distribution revealed a 6% 

increase in male population 

over the female population 

with 53% of cohort being 

male and 47% being female.  

 

 

2.1.2. Distribution by Ministry/ Extra-Ministerial and Department Organisation  

The data revealed that 50% 

of Cohorts worked in 

Ministries, 44% worked in 

Departments and 6% worked 

in Extra-ministerial 

organisations. These 

numbers are justifiable 

because 29 organisations 

constituted the Ministries, 23 

organisations constituted the Departments and 2 Organisation constituted Extra-Ministerial 

Organisations. It further reveals that the staff strength of the Civil Service is largely populated within 

the Ministries and Departments.  

 

2.1.3. Regional Distribution of Cohorts  

The regional distribution of Cohorts shows 71.63% of cohort are placed within the Greater Accra 

Region. Ashanti Region has 5.9% of the Cohort distribution with 3.55%, 2.84% and 2.60% each of 

cohort distribution in the Eastern, Northern and Volta regions respectively.  The eleven other regions 

have an average of 13% of the Cohort distribution.  

Female
47%Male

53%

Sex Distribution

Department
44%

Extra-
Ministerial

6%

Ministry
50%
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It is clear that a significant 

number of cohort find 

themselves working in the 

Greater Accra Region and 

this could be attributed to 

the centralization of the 

Ministerial and Extra-

Ministerial organisations 

within the region. Further 

to this, response rate was 

higher within the Ministries and Departments in the Greater Accra Region contributing to the skewed 

distribution of responses across the various regions.  

 

Age Distribution of Cohort  

 

The age distribution reveals that 44% of Cohorts are within the age bracket of 26-30. The data further 

shows 29% of cohorts fall within the age bracket of 31-35 years while 13% of cohorts are within the 

age bracket of 20-25. A disaggregation of cohort age by gender reveals, a 12% and 6% male dominance 

within the 26-30 and 31-35 age brackets respectively. However, the data reveals a female dominance 

of 2% are within the age bracket of 20-25.   

The data reflects a Civil Service with a youthful workforce (millennials) at the entry level. This group 

of officers have a strong craving for new experiences. It is important for management to explore areas 

where capacities can be developed especially in technologies that promotes smart work. 

 

20-25
13%

26-30
44%

31-35
29%

36-40
9%

41-45
4%

45 and 
above

1%

20-25 26-30 31-35 36-40 41-45
45 and
above

Female 7.33% 19.15% 13.71% 4.73% 1.65% 0.24%

Male 5.20% 24.82% 15.60% 4.02% 2.60% 0.95%

0.95%
5.91%

1.42%0.71%2.13%3.55%

71.63%

1.18%2.84%0.71%0.47%1.18%2.13%2.60%2.13%0.47%
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2.1.4. Educational Qualification  

Data on educational qualification reveals that 96.69% of cohorts have Bachelor’s Degree, out of which 

13.71% cohorts have attained a Master’s Degree. 2.37% of Cohorts indicated they have WASSCE 

certificate and a percent have 

HND/Diploma as their highest 

education qualification. However, 

candidates with qualification 

below degree do not qualify as the 

cohort population.  

The recruitment of Officers at the 

entry level with a 

Masters/Professional degree provides the Service with an already equipped workforce who come with 

the needed technical and professional expertise to perform effectively and efficiently. However, it will 

be relevant for the OHCS to undertake professional skill gap to understand the skill needs of Ministries 

and Departments as well as potentials for placement and development. The revision of the framework 

for developing Schemes of Service should be prioritized to meet exigencies of the new of entrants 

into the Civil Service.  

Additionally, it is relevant for the Cohort population to define their career goals and expectations 

which are clearly aligned to the organizational goals. This will help supervisors come up with effective 

action plans and job schedule.   

 

2.1.5. Career Goals and Expectations  

This section provides analysis of current job of cohort matching career goals and cohort change of 

job in the next two years. 

 

 

 

 

 

38.77%

7.80%

0.24% 0.00%

44.21%

5.91%
2.13% 0.95%

Bachelors Masters WASSCE HND/Diploma

Female

Male
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a) Job Placement and Career Goals  

85% of Cohort indicated that their current job 

matches their career goals. 15% indicated that 

their current position is not in line with their 

career goals. It is important for managers to assess 

the performance and interest of Cohort in their 

current positions. This will inform OHCS on the 

suitability of Cohort with their current job going 

into the future and reassigning them to relevant areas that best fit their career goals within the Service. 

It would be relevant for OHCS to assess potential candidate’s career goals as a criterion in the 

recruitment process.   

 

b) Consideration for change of jobs in the next two years  

When Cohorts were asked if they wanted 

a change of job in the next two years, 68% 

(out of which 56% and 9% of Cohorts 

with Bachelors and Master’s Degree 

respectively) indicated that they would not 

like a change of their current job. 11%(9% 

and 2%of Cohorts with Bachelor’s and 

Master’s Degree respectively) indicated 

they would want to change their current 

job in the next two years while 21% were 

uncertain on the subject.  

Significantly, 21% are uncertain in maintaining their current jobs within the Civil Service.  

It should be a matter of concern for OHCS to understand the reasons behind some Cohorts not 

interested in maintaining their current positions in their various Ministries and Departments. 

The reasons for the change of jobs were attributed to inadequate wage, poor conditions of service 

apart from wage (e.g. allowances, leave etc.), lack of Office space/working environment, Contribution 

No
15%

Yes
85%

No
68%

Don’t know
21%

Yes
11%
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to National Development, Training and development opportunities and lack of opportunity for career 

development.  

It is important for OHCS pay critical attention to the aforementioned issues and address them 

systematically. 

 

2.2. Impressions about Work  

The first few weeks of an employee’s experience creates a good or bad impression about job 

satisfaction on the position and the organization. It is the organization’s chance to make its first 

impression and to make it count for the Cohort experience. Within the first few weeks of Cohorts 

engagement, these impressions were formed on the following thematic areas.  

 

a) Efficiency at work  

76% of the Cohort 

Population Agreed that they 

are efficient within their 

Organisations. Though the 

perception of efficiency 

among Cohort is positive, 

24% of the cohort population 

were indifferent or disagree on their efficiency within their respective organisations. It will be 

important to understand causal factors of cohort’s perceptions of inefficiency within their 

organisations. 

 

b) Identification of problems and generation of Solutions  

59.52%

18.80%
12.29%

4.82% 4.58%

Strongly
Agree

Slightly
Agree

Neutral Slightly
Disagree

Strongly
Disagree

32.11%

27.94% 27.45%

7.60%
4.90%

Strongly
Agree

Neutral Slightly
Agree

Slightly
Disagree

Strongly
Disagree

59.86%

16.35% 14.18%

6.01% 3.61%

Strongly Agree Slightly Agree Neutral Slightly
Disagree

Strongly
Disagree
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While 59.56% of the Cohort Population agreed to the identifying problems within their directorates, 

78.32% of Cohort population also agreed that they generate ideas/solutions for their organizations. 

Also, 27.94% of the Cohort population were not certain in identifying problems within their 

directorates while 12.29% of the cohort population were indifferent in generating ideas/solutions in 

their respective organizations. 

The first step of solving a problem is identifying and accurately defining it. It is relevant for Cohorts 

to identify administrative and structural bottlenecks that affect productivity and performance within 

their Organizations.  It is encouraging to note that a significant percentage of the cohort population 

(78.32%) indicate they are able to generate ideas and solutions within their respective Ministries and 

Departments. 

 

c) Improving Directorates working procedure  

On suggestions to improve directorate 

working procedure, 77.54% of the 

Cohort population agree they provide 

suggestions to improve directorates 

working procedure while 14.98% were 

indifferent. 7.49% of the Cohort 

population disagree to providing 

suggestion to improve directorates working procedure. 

It is however encouraging to know a significant percentage of the Cohort population are interested in 

contributing to decision making on work procedures in their directorates. 

 

2.3. Sharing opinions and contributing to decision making  

Many employees have opinions about their workplace but are unable to voice them at various levels 

in conformity with laid down structures or for fear of reprisal. This tendency prevents valuable 

information from decision makers. Voicing opinions in a professional manner can boost the profile 

of an employee and improve the morale of an organisation. The study measured the perceptions of 

Cohorts with regards to their ability to dare and voice opinions in their respective Ministries and 

Departments. 

53.14%

24.40%

14.98%

5.07% 2.42%

Strongly
Agree

Slightly Agree Neutral Slightly
Disagree

Strongly
Disagree
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a) Daring and obligations to voice opinion 

  

51% of the cohort population agree that they dare to voice their opinions while76.11% also agree that 

they feel obligated to voice opinions. It is also revealing that 23% of the cohort population disagree 

on daring to voice their opinions. 8.37% of Cohorts also disagree that they have an obligation to voice 

opinions within their organizations.  

The findings reveal that even though Cohorts have a sense of duty to comment on issues that pertain 

to work, they don’t have courage or boldness to do so. This could be attributed to factors such as 

adheranceto the Civil Service bureaucracy, intimidating work environment, fear between manager and 

entry level employees, lack of confidence from the Cohort population or interplay of all these factors. 

A comparison of perceptions of daring and obligation to voice opinions should be at par to enable 

thriving work environment eliminate fear among employees. 

b) Can offer Constructive Suggestions to improve Directorate/ Personal 

Obligations to produce constructive criticism  

 

Findings from the study indicates that 77.31% of the Cohort population agreed to providing 

constructive suggestions to improve their directorates while 82.25% of Cohort had personal 

obligations to produce constructive criticism at their workplace. Relatively, a slightly higher percentage 

29.75%
26.00%

21.25%

13.00%
10.00%

Slightly
Agree

Neutral Strongly
Agree

Strongly
Disagree

Slightly
Disagree

47.78%

28.33%

15.52%

4.43% 3.94%

Strongly
Agree

Slightly
Agree

Neutral Slightly
Disagree

Strongly
Disagree

52.68%

24.63%

16.10%

3.90% 2.68%

Strongly
Agree

Slightly
Agree

Neutral Slightly
Disagree

Strongly
Disagree

58.75%

23.50%

12.71%

3.84%

1.20%

Strongly Agree

Slightly Agree

Neutral
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(16.10%) of cohort population were indifferent about providing constructive suggestions to improve 

their directorate compared to 12.71% of Cohort population who were indifferent about their personal 

obligations to produce constructive criticism.  

The data reveals that a larger population of Cohort are willing to provide constructive criticisms and 

suggestions to improve service delivery and working conditions within their various Ministries and 

Departments and this should be encouraged by management and supervisors of the various 

institutions.  

 

c) Free Expression of Thoughts/ Expressing of Feelings  

 

On the free expression of thoughts, 76.77% of the cohort population agree to free expression of 

thoughts while another 75.72% agree to expressing their feelings at the workplace is an indication of 

a work environment which allows dissenting opinions for its staff.  

A positive work environment for staff to express their thoughts constructively is a panacea for 

organization growth and development and this should be encouraged by management.  

 

 

 

 

 

51.92%

23.80%

13.94%

7.45%

2.88%

Strongly Agree

Slightly Agree

Neutral

Slightly Disagree

Strongly Disagree

56.48%

20.29%

12.96%

6.36%
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d) Cohort helpful in their Directorate/ Cohort trusted around  

A large percentage of the Cohort population (76.21%) agree they are helpful within their Directorates 

while another 88.7% agree they are trusted at their workplace.  

The general impression about Cohorts being helpful and trusted within their organization is positive 

towards organizational growth and interpersonal relationships. 

 

e) Conducive atmosphere for expressing opinions at the MDs  

Findings show 80.19% of the 

Cohort population are taken 

serious in their respective place of 

work while 14.32% are indifferent 

about being taken serious in their 

respective organizations. However, 

5.49% of the Cohort population 

disagree or not sure they are taken 

serious in their various place of work. 

Additionally, 30.98% of cohort were 

indifferent about people picking up on 

them on different opinions in their unit.  

50.49% of the Cohort population agree 

(Strongly and slightly) that nobody in their 

unit will pick on them if they have different 

opinion. However, 18.54% of the Cohort 

58.47%

21.72%

14.32%

3.34% 2.15%

Strongly Agree Slightly Agree Neutral Slightly
Disagree

Strongly
Disagree

52.91%

23.30%

17.48%

3.40%

2.91%
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Strongly Disagree

Slightly Disagree
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16.83%

7.21%
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1.44%
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Agree
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30.98%

28.78%
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6.83%

Neutral

Strongly Agree

Slightly Agree

Slightly Disagree
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population disagree (Strongly and slightly) that nobody in their unit will pick up on them if the express 

different opinions. 

This supposes an indifferent atmosphere for new recruits to express their thoughts to improve work 

processes. New recruits contribute meaningfully with new ideas to improve work processes from their 

external experiences. Managers need to leverage on the need for new ideas to improve the system and 

achieve efficient results.  

 

f) Allocation of Working Space/ Allocation of Work Station by my 

Organization 

 

 

 

 

 

 

 

In the allocation of working space, 69.79% of Cohort agree (strongly and slightly) to being allocated 

working space in their respective organizations while 63.48% said they were allocated a workstation. 

However, 21.58% and 27.93% of Cohort disagree (Strongly and slightly) to being allocated with office 

and workstation respectively.  

This finding reinforces the reoccurring challenge of lack of working space and office for some officers 

within the Ghana Civil Service. This may serve as a further disincentive for newly recruited officers 

who may be disinterested in working in the long term for the Service.   
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g) Allocation of Digital Infrastructure  

 

On the allocation of desktop or laptop, a little over half of the Cohort population (51.56%) disagreed 

(strongly/slightly) on the allocation of desktop/laptops while 40.54% of the cohort population agreed 

to being allocated a laptop. It is also worthy to note that 50.12% of the Cohort population agreed to 

having internet access in their respective organizations. 

In an era of digital transformation where Public administration is shifting towards the electronic 

platforms, it will be difficult for staff in the Civil Service to continue to be efficient without adequate 

digital infrastructure such as laptops/desktops and uninterrupted internet supply. 

 

h) Placement on Smart Workplace  

The introduction of the smart workplace 

is to streamline government business in a 

more secured environment. This is to 

improve performance and efficiency of 

Civil Service Staff in the delivery of 

services. Findings from the data reveal 

that 55.22% of Cohort agree they have been placed on the smart workplace, while 17.81% of the 

Cohort are not sure of their placement on the smart workplace. However, 26.97% of the Cohort 

disagree they have been placed on smart workplace. 

To improve efficiency at the workplace and enhance full operationalization of the government policy 

of the smart workplace, Ministries and Departments need to be encouraged place all staff on the smart 
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workplace. This will ensure the maximum utilization of the smart workplace hence improve employee 

performance as well as work place productivity.  

 

i) Assigning Job Schedule  

Assigning new officers’ job schedules 

helps managers streamline the task to be 

performed effectively and efficiently. 

71.09% Officers agree they have been 

assigned job schedule while 11.57% of 

staff are indifferent of being assigned 

job schedule. On the contrary 17.35% of 

Cohort disagree of being assigned job 

schedule in their respective 

organizations.  

A job schedule of a staff is a crucial aspect of the appraisal process which needs to be defined, 

therefore having 28.92% of Cohort population who either disagree or neutral of being assigned a job 

schedule is a worrying phenomenon.  

Management need to entreat the various HR Officers in the Ministries and Departments to ensure 

that all officers are assigned their various schedules and their performance appraised within defined 

periods. The schedules should clearly indicate the targets and direct supervisors who would be 

responsible for mentoring and guiding the new officers to achieve their set targets.  
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9.40%
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3.0. Summary of comments from Cohorts in the first few months 

Cohorts were provided the opportunity to comment on the few months of work in their respective 

Ministries and Departments on best practices, challenges and recommendations of how to improve 

areas of work. 

The responses received from Cohorts were themed and analyzed to reflect a collective response of 

Cohorts on best practices, challenges and recommendations. 

 

3.1. Good reviews from Ministries and Departments   

Cohort expressed satisfaction in the friendly and cordial working environment exhibited by Staff, 

creating a receptive environment for work and building of long-term work relationship. 

 

3.2. Challenges Expressed by Cohort  

From the study, the challenges expressed by Cohorts are as follows:  

• One major challenge raised by Cohorts is the limited availability of Office space at the 

Ministries and Departments. Many Officers have raised concerns on lack of office space or 

overcrowding within the workplace. These phenomena serve as a major health threat to Staff 

of the Service in era of a ravaging Covid-19 pandemic. 

• Another challenge highlighted by Cohorts is the lack of digital infrastructure to facilitate 

the delivery of daily task especially within the Departments. Non-availability of desktops, 

laptops, internet connectivity makes it almost impossible for Cohorts to work on their assigned 

task. This is a major disincentive towards improving productivity and performance in the 

Service and further making it less attractive for other potential candidates.  

• Cohorts further raised concerns about poor interpersonal relationship among some officers 

which affects effective team work and productivity in organizations. They indicate that 

personal issues unresolved results in unhealthy and tensed relationships among colleagues and 

this usually affects communication and team work among officers within a directorate. 

• Cohorts from the decentralized Departments across the regions are of the view their 

organisations lack the requisite logistics with poor infrastructure to function effectively. 

The poor and unattractive working conditions such as dilapidated office furniture, office 
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building, lack of water and electricity affect work input and team moral of Cohorts at the 

various regional offices of the Departments. 

 

4.0. Recommendations 

Based on the findings from the first phase of the onboarding cohort study the following is recommend 

for management consideration; 

• The recruitment of Officers at the entry level with a Masters/Professional Degree provides 

the Service with an already equipped workforce with the needed technical and professional 

expertise for the job. However, it will be relevant for the OHCS to undertake professional skill 

gap evaluation at the Masters and Professional level to understand the skill needs of officers 

that informs their job satisfaction or change of jobs. 

• It will be relevant for Managers within the various MDs to assess the performance and interest 

of Cohort in their current positions. This will inform the organization and OHCS on the 

suitability of Cohorts on their current roles and consider reassigning them to relevant areas 

that best fit their career objectives, qualification and experience. 

• It would be relevant for OHCS to assess potential candidates career goals as a criterion in the 

recruitment process. Additionally, directors and supervisors need to assess the performance 

and interest of Cohort in their current positions to inform their career planning and 

development in collaboration with the OHCS.  

• Reasons ascribed to Cohorts wanting to change jobs are inadequate wage, Conditions of 

service apart from wage (e.g. allowances, leave etc.), Office space/working environment, 

Contribution to National Development, Training and development opportunities, 

Opportunity for career development are key among the many reason to change their current 

jobs.It is important for OHCS to pay critical attention to the aforementioned issues and 

address them systematically to reduce the incidence of attrition in the Civil Service.  

• Aside the annual orientation for new recruits by the OHCS, Ministries and Departments are 

required to further strengthen the existing orientation of new employees on their 

organizational structures, policies and programmes to facilitate their integration to contribute 

to a more effective and productive workforce. 
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• At the departmental level, it is important for parent ministries to support in rehabilitating 

Office buildings and furnish offices with needed logistics and digital infrastructure 

(desktop/laptops, internet connectivity and smart work space) to enhance and improve the 

working environment of Staff.  

 

5.0. Conclusion 

The first phase of the graduate On-boarding survey provides useful information on Cohorts 

expectations and experiences for human capacity development and the realignment of organizational 

working procedures that is conducive for its staff. There is also the need for the Human Resource 

Management Directorate of MDs to regularly engage newly recruited officers especially during their 

probation to measure their expectations in line with their experiences to create a thriving working 

environment for the integration of newly recruited officers. 

The second phase of the Graduate Onboarding Cohort study will focus on training on the job, and 

getting a sense of the organizational culture. 
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Appendix 1: QUESTIONNAIRE FOR 2020 GRADUATE RECRUITMENT COHORT 

STUDY-PHASE ONE  

INTRODUCTION  

The Office of the Head of the Civil Service is conducting a 2020 Graduate Cohort Study to gather responses of recruited 

Officers on their on-boarding experience in the Civil Service. This Survey is being conducted to ascertain the effectiveness 

of the on-boarding (Probation) experience for the 2020 recruits in the Service. The survey is being undertaken in the 

strictest confidence and will be completely anonymous.  

Your decision to participate in this study will in no way affect your confirmation in the Civil Service. You are kindly 

requested to complete this survey to enable OHCS and your organisation improve the management of staff for effective 

service delivery. 

MODULE_DEMOGRAPHY 

Sex   a: Male  b) Female 

Place of Work:  Ministry            Extra Ministerial    Department:. 

Name of Ministry/Department……………. 

Name of Directorate /Unit (if Ministry)………………….. 

Department…………………………………… 

Region of Posting……………………………………… 

Grade of Officer……………………………………………….. 

Age of Officer? (Select in range) a) 20-30   b) 31-40   c) 41-45    d) 46 

and above  

Highest Academic/Professional Qualification:  

Masters                   Bachelors   Professional        Please Specify: ……………………… 
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Phase One 

Pre-start is to ask about recruit’s goals and expectations. This will provide useful insight to personalize the onboarding 

experience or better still, to sensitively manage their expectations if they are unrealistic. 

Kindly indicate how your current position fits into your career goals and expectations within the Service.  

Phase One: Career Goals and Expectations 

Q1 Do you consider your 

current job to best 

match your career 

goals?  

 

Select 

one 

response 

only. 

01 = Yes → Q2 

02 = No → Q3 

900 = Don’t know;  998 = Refused to answer 

Q2 Which of the 

following reasons 

make you think that it 

is the best match to 

your career goals? Is it 

because of the… 

 

 

 

01 = Wage; 02 = Conditions of service apart from wage 

(e.g. allowances, leave etc) 03 = Organisational Culture; 

04 = Office space/working environment; 05 = 

Contribution to National Development; 06 = Role 

matches skill set; 07 = Training and development 

opportunities; 08 = Opportunity for career development; 

09 = Variety of responsibility; 10 = Opportunity to make 

an impact; 11 = Other (specify); 900 = Don’t know; 998 

= Refused to answer. 

Q3 In the next two years, 

would you want to 

change your job? 

 

 01 = Yes → Q4 

02 = No 

900 = Don’t know;  998 = Refuse to answer 

Q4 Which of the 

following issues are 

reasons you want to 

change jobs?  Is it 

because of the… 

 

 01 = Wage; 02 = Conditions of service apart from wage 

(e.g. allowances, leave etc) 03 = Organisational Culture; 

04 = Office space/working environment; 05 = 

Contribution to National Development; 06 = Role 

matches skill set; 07 = Training and development 

opportunities; 08 = Opportunity for career development; 

09 = Variety of responsibility; 10 = Opportunity to make 

an impact; 11 = Other (specify); 900 = Don’t know; 998 

= Refused to answer. 
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Phase Two 

A. Impressions about work.  

This will be a good time to look into the recruits’ first impressions about work. This will help gather the strengths and 

weakness of the institutions with their first work experience within the Service. 

These are a number of statements to you relating to culture within your division and organisation; 

indicate, on a scale of 1 to 5, the extent to which you agree with these statements. 1 is strongly 

disagree and 5 is strongly agree. 

If the statement does not apply to your role or your division, please state that it is not applicable. 

01 = Strongly Disagree;  02 = Slightly Disagree;  03 = Neutral – Neither agree nor 

Disagree,  04 = Slightly Agree; 

05 = Strongly Agree;  06 = Not Applicable;  900 = Don’t know;    998 = Refused 

to answer 

No. Statement  Rank 

(a) I am efficient around here.  

(b) I am able to point out problems when they appear in the Directorate / Unit, even 

if that would hamper relationships with other colleagues. 

 

(c) I would feel an obligation to take time from my personal schedule to generate 

ideas/solutions for the organization if it is needed. 

 

(d) I'm worried that expressing true thoughts in my workplace would do harm to 

myself. 

 

(e) I raise suggestions to improve the Directorate’s/Unit's working procedure.  

(f) I owe it to the organization to do what I can to come up with brilliant ideas, to 

ensure that our clients re well served and satisfied. 

 

(g) I dare to voice out opinions on things that might affect efficiency in the work unit, 

even if that would embarrass others. 

 

(h) In my work unit, I can freely express my thoughts.  

(i) I have an obligation to the organization to voice my own opinions.  

(j) I make constructive suggestions to improve the Directorate’s/Unit's operation  

(k) I proactively develop and make suggestions for issues that may influence the 

Directorate/Unit. 

 

(l) I proactively suggest new projects, which are beneficial to the work unit.  

(m) I am helpful around here.  

(n) I proactively voice constructive suggestions that help the unit reach its goals.  
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(o) There is faith in me around here.  

(p) I proactively report coordination problems in the workplace to the management.  

(q) In my work unit, expressing your true feelings is welcomed.  

(r) I am valuable around here.  

(s) I feel a personal obligation to produce constructive suggestions to help the 

organization achieve its goals. 

 

(t) I am trusted around here.  

(u) In my work unit, I can express my true feelings regarding my job.  

(v) I am taken seriously around here.  

(w) I advise other colleagues against undesirable behaviours that would hamper job 

performance. 

 

(x) I speak up honesty with problems that might cause serious loss to the work unit, 

even when /though dissenting opinions exist. 

 

(y) Nobody in my unit will pick on me even if I have different opinions.  

(z) I owe it to the organization to do whatever I can to come up with ideas/solutions 

to achieve its goal. 

 

 

 

 

 

B. Organizational logistics and support  

This will be a good time to check if institutions have delivered all the organizational logistics and 

support new hires need to succeed 

These are a number of statements to you relating to organisational Logistics and support needed to 

succeed within your organisation, indicate, on a scale of 1 to 5, the extent to which you agree with 

these statements. 1 is strongly disagree and 5 is strongly agree. 

If the statement does not apply to your role or your Directorate/Unit please state that it is not 

applicable. 

01 = Strongly Disagree;  02 = Slightly Disagree;  03 = Neutral – Neither agree or 

Disagree,  04 = Slightly Agree;  

05 = Strongly Agree;  06 = Not Applicable;  900 = Don’t know;    998 = Refused 

to answer 
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No. Statement  Rank 

a)  I have been allocated working Office by my organisation  

b)  I have been allocated a work station (seat and desk) by my organisation   

c)  I have been assigned a desktop/laptop by my organisation  

d)  I have access to internet connectivity at the office  

e)  I have access to my organisation’s systems log-ins and passwords   

f)  I have been oriented about the profile of my organisation   

g)  I have been oriented about the organisational structure   

h)  I have been placed on the smart workplace by my organisation  

i)  I have been assigned with my job schedule by my Directorate/Unit/Division   

j)  I have been oriented on my Organisational policies  and programmes/ annual 

action plan  

 

 


