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Abstract

The job performance of an employee is of utmost importance for the development of human
capital in any organization. This study investigated the influence of training method and geward
systems on the job performance of administrative staff of private polytechnics in Ibaéqg 0
State. Three questions were answered while three hypotheses were also tested t ieve the
objectives of the study. The study adopted a descriptive survey research desj ng total
enumeration, the study sample consists of all the one hundred and sixty-two (; i i

staff in private polytechnics in Ibadan, adopted four-likert scale instrumen performance,
reward, and training method were developed to gather information for the\study. The result
showed that the level of job performance is high (2.88), training pro are high (2.50), while
financial (2.31) and non-financial rewards (1.89) are low. The re \s@so showed a significant
relative and combined influence of training method and reward s on the job performance
of administrative staff of private polytechnics in Ibadan, Oyo =14.219; Adj. R?=0.081,
P 0.05). On the basis of the findings, it was concluded ¢ level of job performance of
administrative staff in private polytechnics in Ibadan i ﬁ; entorship is the highest type of
training method accessible to employees at private cehnics in Ibadan, followed by "Team
Training" and "Seminars" respectively, while ﬁna i
also concluded that there was a s1gn1ﬁcant C influence of training method and reward

systems on the job performance of e @ in private polytechnics in Ibadan. It was
a

recommended that private polytechnics n should include employee training as part of
their organizational strategy for 1mpro ployee performance. This consideration should
apply to all cadres without exceptlo such training should be designed to fill employee skill

gaps.
Keywords: Training metho@rd Systems, Job Performance, Administrative Staff, Private

Polytechnics, Ibadan.
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Chapter One

Introduction \?\'
1.1 Background to the Study ®,

Polytechnics across the globe have prime aim and objectives of impr(@ impacting
knowledge through teaching, community service, and research wh% l;\as been aided by
administrative activities of the management and staff of the%@chnics however, these
objectives cannot be achieved by academic staff but with of administrative staff of the
polytechnics because these administrative staff carries administrative work which has served
as the bedrock of polytechnics and contributed majorly to the achievement of the polytechnics’
objectives. To effectively achieve thesx{eftives, competent, motivated and qualified
administrative staff is not a functio gaaiﬁcation and competence but also effective human
resource management and ensugi ?}bod reward system structure for the administrative staff so
as to enhance their job rtmncel. Job performance is described as a coordinated effort to
carry out tasks tha@ve converting inputs to outputs of a quality consistent with the skills,
abilities and pCj;‘)nce of the staff, with the help of supporting factors and the appropriate

acquisiti implementation of knowledge to undertake this effort accurately, shorter and less

cos@

Job performance could also be described as an essential tool in the assessment of both academic
and administrative staff of tertiary institutions which include private polytechnics. Job
performance is described as actions or behaviours relevant to organizational goals which include
both productive and counterproductive employee behaviours that contribute to or detract from
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organizational goals®. It connotes the overall expected values from administrative staff’s
behaviour carried out throughout a period of time* Job Performance is mainly the outcomes
gained and accomplishment by workers at the place of work that retains up organizational
strategies by targeting the objectives and goals of an organization’. Job Performance also refers
to how well an activity or job is doneb. Performance can be classified into two typ Nggr.st
type is known as tactical performance. Tactical performance is how @ively an
organization sticks to its strategy. It is the driver of focus and consistency. It af@rganizations to
increase strength by directing limited resources to the fewest targets@e?ond type is known
as adaptive performance; it is how effectively an organization @ rom its strategy. Adaptive
performance manifests as creativity, problem solving, %%ﬁuovation, and citizenship®. Job
performance of administrative staff at private polyt fes is perceived not to meet up with the

standard of job expected from administrative of private polytechnics in Ibadan.

Job performance is a function of abilit ,Q}énd situational factors. An organization may have
administrative staff with ability ermination, with appropriate equipment and managerial
support, yet performance ma %below expected standards. John Campbell’s Theory of job
performance assesses%et ; a person performs his/her job well by exploring the non-specific
behaviour, task spectfic behaviour, communication task, and staff discipline towards achieving
the organ'@%l goals’®. These factors will be used to measure job performance for the purpose
of tl@%

I\&ask specific behaviour are those behaviours that an individual undertakes as part of a job.
They are the core substantive tasks that delineate one job from another. Administrative staff of

private polytechnics is perceived to behave to focus on what their job specializes on. The way

the administrative work of the institutions is designed is in a form where any member of the
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administrative department could perform tasks based on their view and perception which is not

making work effective and efficient and by so doing, there activities have been on the decline.

Task specific behaviour is the extent to which administrative staff engages in spelling out the
duties and responsibilities of an individual or group to perform a specific task and ¢losely

supervises their progress. This is the duty of administrative managers of the instituti itdeals

with monitoring and mentoring the junior administrative staff to work efficie nd ‘effectively

in other to achieve the goals of the institutions. Administrative staff of(the tmstitutions are not

.\
well monitored on the importance of the duty which has led@ great decline in their

performance and this is climbing the peak of the negative out eir work.

Communication task helps to specify the mode of com \t:ation and the frequency at which the

communication must be carried out. Comm ication among administrative staff of private

polytechnics in Ibadan has been bad bec e admlnlstratlve managers are not disseminating
o

instructions and messages as at wh ve and this has led to speculation among the staff

which has eventually results 1n@e in their job performance.

Personnel discipline are&ﬁ&)ns imposed by an organization on its administrative staft for failure
to follow the or @%on s rules, standards or policies. Once administrative staff see the
discrepancy b&een actual and expected performance, the burden is on the employee to change.
This h een the case of administrative staff of private polytechnics in Ibadan because the

n rules and regulations are rarely effective which has made disciplinary actions on the

staff poor and performance is on the decline.

The emergence of private polytechnics is however a recent development in Nigeria, unlike the

case of the advanced countries such as United State of America (USA), Britain among others and
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even the lower education levels (that is, pre — primary, primary and secondary levels) and public
(that is, federal and state) polytechnics. The onset of private institutions into the provision of
tertiary education in Nigeria however dated back to the 1979 when the civilian government in
power put education on the concurrent legislative list between the state and the federal
governments, which means that both federal and state governments can establish Rzr;d
manage tertiary institutions. Consequently, enhancing performance of admin@é staff of
private polytechnics in Ibadan would also be aided by regular training and i entation of the
acquired training skills which will also be smoothened by s@@p@rience and active
transformation of the acquired skills. Thus, the influenc % aining is positively and
significantly associated with job performance of admini %)staff. Training is the process of
enhancing the skills, knowledge, and competenc ployee for doing a particular job.
Training is always done for a particular/speci urpose, among the various reason why training
is done are: to orientate and provide job Q})&d nowledge to new administrative staff, to impact
skills among the workers systema 'c@o that they may learn quickly, to make workers handle
materials, machines and equ§<n<)\s\pt> efficiently, to prepare workers that are promoted to higher
offices for their jobs o consistently update the skills of the administrative staff with the

changing trends @ orking pattern.

Trainin s performance through developing a sense of teamwork among administrative

staf] | as contributing positively towards their knowledge and information about their job.
@ing influence job performance in a positive manner, thus organizations are more focused
about administrative staff’ training to improve their performance and gain the competitive

advantage in the market!'?.Various types of training can be given to the staff such as induction

training: this can be referred to as orientation training conducted for the new recruits in order to
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familiarize them with the internal environment of an organization. Training is imparted to

upgrade the skills of administrative staff and can also be used for promoting an employee.

Training includes training to support the administrative objectives of the institutions and to meet

the tactical training needs that are common across projects and support groups. The purpgse of

training is to develop skills and knowledge of people so they can perform their rol vely

and efficiently. Training program involves identifying the training needed %i stitutions;

'\
ing effectiveness. As an

obtaining and providing training to address those needs; establishing wal aining a training
capability; establishing and maintaining training records; assessin
administrative process, the main components of training incl naged training development

program, documented plans, personnel with appropriat ﬂry of disciplines and other areas of

knowledge, and mechanisms for measuring the efféctiveness of the training program!'!.

The needs for training arise for so many r . Some of the reasons are environmental change.

Due to many changes in mechanizatigfwcomputerization, and automation administrative staff are
required to be trained in order%?s?ess enough skills. The institution should train the staff to
enrich them with the la%;cx&ﬂogy and knowledge, training has become mandatory to avoid
problems of coordi@ human relations: every management has to maintain very good human
relations, and thi made training as one of the basic conditions to deal with human problems;

to matc @loyee specifications with the job requirements and administrative needs: an

ee’s specification may not exactly suit to the requirements of the job and the organization,

irre§pective of past experience and skills. There is always a gap between an employee’s present
specifications and the organization’s requirements. For filling this gap training is required;
change in the job assignment: training is also necessary when the existing employee is promoted

to the higher level or transferred to another department. Training is also required to equip the old
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administrative staff with new techniques and technologies. As there are high expectations from
the employers, colleagues, customers, and others in the haulage of the duties and roles of
administrative staff, the need to train administrative staff in the needed skills that will enable

them to perform up to these expectations cannot be over-emphasized'?.

Training has been measured in a multidimensional structure that, among other things; rises
of Information and Communications Technology (ICT) skills, administ@ skills and
electronic office equipment handling skills. Information and Communication ‘Fechnology (ICT)
skills as a measure for administrative training was adapted from a %@ C?F is a broad subject
and the concepts are evolving'®. It covers any product t illstore, retrieve, manipulate,
transmit, or receive information electronically in a ital "form (e.g., personal computers
including smart-phones, digital television, email@)ts). Information and communications
technology (ICT) skills refer to one’s g@vto converse with people through various
technologies. ICT skills could also inclui e ability to use older communication technologies
such as telephones, radios, an t%g ons. The skills include email management and setup,
online research, social medm«&égement, data management and queries, desktop publishing,
smart-phones and ta‘%, ;)rd processing, record management and much more'>. Most of

administrative s@t% comfortable with their level of knowledge that they decided not to

improve l@%ﬂs to meet up with the necessary skills of using ICT effectively.

A ative skills are qualities that help a staff complete tasks related to managing a records and
information such as filing paper work, meeting with internal and external stakeholders, presenting
important information, developing processes, answering employee questions and more'®. Administrative
skills are important because they keep academic processes running smoothly. Any successful, efficient

academic institution should have both administrative professionals who have strong skills in this area, as
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well as individual contributors who have good administrative skills. Administrative skills are made up of
soft and technical skills that contribute to effective ways of managing organization such as organization
skills, communication skills, teamwork skills, customer service skills and many more!”. Having
administrative skills give more edge in performing more efficiently, administrative staff of private

polytechnics in Ibadan are not given regular training to expose them to these skills. %\?» !
Electronic office equipment handling skills was adapted in a study. It described o @g\mation to
the varied computer machinery and software used to digitally create, &‘cs)re, manipulate,
and relay office information needed for accomplishing basic task: @&t: storage, electronic
transfer, and the management of electronic information compxi basic activities of an office
automation system'®. Electronic office equipment h s& skills are the skills required in
handling office electronic equipment which have4become indispensable to run modern offices.
The office equipment includes but not limit@otocopiers, fax machine, scanners, laminators
and printers. Everyday technology in office)equipment cannot be over emphasized, not getting
training on this equipment affect t rk and service render by administrative staff of private
polytechnics in Ibadan as the}&ﬁ\nable to operate the automated office equipment available for
them. Also, rewardin %'Ini.strative staff will enhance their administrative skills to boost their
performance. DuQJQgh competition in businesses, more organizational heads are finding ways
to impro @1 quality of their products while reducing costs. Meanwhile, a strong economy
has @% tight job market especially in advanced countries. Hence, businesses need more
@Ve inputs from their administrative staff, their administrative staff are expecting more from
them. Rewarding administrative staff and setting up recognition programs for them are one

method of motivating administrative staff to put in idea and key behaviours to benefit businesses.

Reward, which is sometimes seen as compensation or remuneration, is maybe the most critical
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contract term in each paid-work. Reward strategy is significant in terms of motivating
administrative staff to use new idea for achieving the organizational goals. In the same vein,
there is a report that the actual advantages of a very much planned organizational reward strategy

lie in its intricate linkages with the organization strategy'®.

?».

The effect of reward on employee's job performance is mostly significantly @(rued.
Reward system in a work set — up is a set of steps whereby the management is<affirtnative about
the administrative staff” duties at work. It is a process that assists human ;ﬁe managers to
determine the performance of the workers in context of the main O@VGS ?)f the organization.
More so, it is as well observed that the coordination rd systems underpins the
accomplishment of competitiveness. Employee’s di &ion towards the organization is
impacted by positive perceptions by the employee4on'téward system. An argument was held that
the reward system is seen as a ﬁmdament@@et in spurring workers to perform better and
attested to that the best way to ensure the continued viability of companies amidst challenging
economic environments is to € reward management and organizational performance.
gﬁ to help motivate administrative staff to achieve high quality

More so, reward system canﬁ\}

performance. The me@sure e.nts for reward system in the context of this study are financial and
non-financial as@:%f reward system. These are adopted from several studies?®?!. These
measures e crucial in that; financially, staff of the institutions will be motivated if they
exp@c increase in pay rise when due, they are promoted according to the level at which they

m at work and their experience at work. This will make even a junior staff or new staff that

.

has knowledge of senior staff or hardworking staff progress both financially and non —
financially to work harder. These factors serve as encouragement to workforce which in turn

boost morale and increase competition among all administrative staff?2.
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In the age of global competition, it is very essential to identify and retain the efficient, competent
and knowledgeable administrative staff in organization by developing and maintaining an
effective compensation program for getting the best job performance from the employee?®. There
are attempts by many private institutions today to identify innovative compensation strategies
that are directly linked to improve organizational performance as well as job performance but
most of them did not combine training and reward management as a factor for employee
performance because many organizations have considerable discretion in choosing reward
strategies for their management and other level’s administrative staff which concerns with at
least two options which are financial and non — financial reward?*. Reward system is a specific
area of study, under the broad area of human resource management practices, which is highly
related with job performance. Considering the necessity and complexities of reward for job
performance, many authors decide to investigate the effect of reward on Job Performance at the
private sectors in Nigeria but not taking into consideration the academic environment®®. The
decision to carry out this study was inspired by the realization that in spite of the huge cost of
reward budgets in many Polytechnics in Oyo State, there still remains an alarming rate of
employee dissatisfaction, non-commitment and turnover; on one hand, administrative staff are
agitating for rise in salary without commensurate output, on the other hand organizations are
saddled with so much production cost incurred from constant recruitment and replacement,
training and re-training'2. Motivating administrative staff therefore, and especially in this period
of economic downturn becomes a big challenge, this study will be conducted to fill this gap by
assessing the impact training method and reward system on employee performance in the

selected Polytechnics, Oyo State.

1.2 Statement of the Problem
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The job performance of administrative staff of private polytechnics in Ibadan is of utmost
importance for the development of human capital, successful operation and maintenance in any
competitive environment in any part of the world. The administrative staff of private
polytechnics in Ibadan are responsible for examination management, records management,
admission processing, schedule of school academic activities and lots more. The post %» e::t
being experienced in an academic institution like private polytechnics in Ibad@éugh well
programed training and by rewarding outstanding staff regulaﬂy‘% immeasurable.
Notwithstanding, many tertiary institutions in Nigeria are experie %Qh labour turnover,
absenteeism and huge losses caused by employee negligence @hey are not given regular
training, they are not well paid regularly, and are given k‘& ognition at work. This indicates
that perhaps the reward system factors and poor trai cilities and conditions are responsible
to either positively or negatively influence ‘J&»performance. These administrative staff are
agitating for promotions, prompt paym@}f,ﬂsalaries, effective training and lots more. Due to
this situation, they have resulted t @ing bad attitude to work, not minding the consequences
on students. If care is not@these Polytechnics can be taken backward as regards its
establishment objectiv. d this may affect the Nigeria nation. Administrative staff of private
Polytechnics in %@ re not being rewarded well as such they are reluctant to perform their
duty as expectdd. In this part of the world, reward system and training are believed to influence
job per@nce.

erceived that the training units of the private polytechnics in Ibadan are not functioning
well due to poor management and this in turn is reducing the effect of the job being carried out
by the administrative staff. Several studies have been carried out in the area of reward system

and training methods but not specifically on training, reward system and job performance of
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administrative staff of private Polytechnics in Ibadan'3. Hence, this study intends to investigate

training method, reward system and job performance of administrative staff of private

Polytechnics in Ibadan.

1.3 Aim and Objectives of the Study

The aim of the study investigated the influence of training method, reward syste X@ job

performance of administrative staff in private Polytechnics Ibadan, Oyo Sta@é specific

objectives are to: %\'

1.

ii.

iii.

1v.

Vi.

identify the level of job performance of administrative s@p?ivate Polytechnics
Ibadan, Oyo State. %%’\

identify different training methods available« ministrative staff in private
Polytechnics Ibadan, Oyo State.

identify the level of reward system O@Histrative staff in private Polytechnics Ibadan,

Oyo State. ®

determine the influence of re system on job performance of administrative staff in
private Polytechnics I@)%yo State.
examine the inﬂﬁ%e-of training methods on job performance of administrative staff in
private P cs Ibadan, Oyo State.
inv (§%te the combined influence of training and reward system on job performance of

%%Lmstrative staff in private Polytechnics Ibadan, Oyo State.

1% esearch Questions

The following research questions will guide the study:

1.

What is the level of job performance of administrative staff in private Polytechnics

Ibadan, Oyo State?
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2. What are the different training methods (seminars, mentoring, team training) available to
administrative staff in private Polytechnics in Ibadan?
3. What is the level of reward system of the administrative staff in private Polytechnics

Ibadan, Oyo State?

1.5 Hypotheses \%)

The following hypothe eformulated to be tested at 0.05 level of significance:
Hyl: There Q@igniﬁcant influence of reward system (financial reward, non-financial
r on job performance (quantity of work, quality of work and time management)
‘%ﬁ ministrative staff in private Polytechnics Ibadan, Oyo State.
@ There is no significant influence of training method (seminars, mentoring, team training)
on job performance (quantity of work, quality of work and time management) of

administrative staff in private Polytechnics Ibadan, Oyo State.
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Ho3: There is no significant combined influence of reward system (financial reward, non-
financial reward) and training method (seminars, mentoring, team training) on job
performance of administrative staff in private Polytechnics Ibadan, Oyo State.

1.6  Significance of the Study

This research work would benefits staff and management of the three private @Inics,

Human Resource Managers, Entrepreneurs, Administrative staff, Researcher a oyernment.

This research work would seek to attend to the needs of the adminisln&e.\staff of the private
polytechnics and will help the management of the polytechnics%\e erstand and address the
administrative staff” needs which would help motivate t %d satisfy them to be able to
execute their duty perfectly. If this is done, there is | %kyyto be high productivity because the
administrative staff would trust the management It'will also unveil the potentials of rewards and
training to the incremental development of otganization and will outrightly devise and discern

best reward systems as well as provi@e odalities of training.

Ultimately, it will proffer S%Y:lution to some of related problems facing the Human
Resource Manager as rag%ls. to reward system and training method which will result to better
performance on th -@ of the administrative staff of the private polytechnics in Ibadan, it will
also devise d&methods of training and enhance administrative staff development so as for the

adminis% staff to move with the innovative methods in executing their job.

l@l assist Entrepreneurs to know how to reward their administrative staff in order to motivate
them to put all their possible best which will in turn result in excellent result and how to establish

good training method to boost productivity and profits.
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The findings of this would enhance administrative staff” knowledge about the legal tools to get
adequate reward and be prepared for training as long as they know the benefits of training in
their organizations. It will also serve as link and guide for future researchers of related study and
for governments and private institutions to know what their administrative staff want so as to

work efficiently and effectively for best result which will eventually improve the perf@é e of

the organization.

1.7 Scope of the Study %

This study focused on the influence of training method, and re@‘,&&system on administrative
staff job performance in private polytechnics in Ibadan. @ures of job performance are

quantity of work, quality of work and time mana@he measures used for reward system

include financial and non—financial, while the measurgs used for training methods are seminars,

mentoring and team training. The geogia@l scope covers private Polytechnics in Ibadan

namely; American Polytechnics, Iba Polytechnics and Highland College of Technology.

The respondents were the facu@rs and office secretaries.

)

1.8 Limitation of tudy

This study rephr@se he sense that it covered only administrative staff of private Polytechnics

Ibadan. St &research can be done in other part of the state or geo-political zones due to

dlff@n school climate and working conditions.

Th; researcher experienced some difficulties in administering the instruments on the
administrative staff because it has to do with face to face interaction with the them, the

administrative staff were so occupied and busy that they could not give due consideration
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towards responding to the instruments. The researcher had to plead and be patience to get the job

done.
1.9 Operational Definition of Terms

Job Performance: it is referred to as the ability of the administrative staff of private POI&WS
in Ibadan to achieve organizational goals. The aspects of job performance foc Q%’in this
study are: quantity of work, quality of work, and time management. \

Quantity of Work: This implies the volume of work assigned to the admi 'stra{uve staff of private
Polytechnics in Ibadan. It also includes how neatly and error%x ork is completed; how
consistent and thorough tasks are performed; how accurate ntive to details are performed;

and how standard the work completed is. \

Quality of Work: This has to do with best praf.&es n the delivery of duties by administrative
staff in private Polytechnics Ibadan, Oy@ . It also entails providing support for academic

staff as well as collaborating with ac@lic staff to ensure achievement of institutional goals and

objectives. \%)

Time Management: Time tanagement measures how timely tasks given to administrative staff

in private Polyte@re completed.

ms. It is a way of compensating the administrative staff of the private Polytechnics

Reward S

in I

Financial Reward System: It is the monetary incentives for administrative staff of private

for a job well done.

Polytechnics in Ibadan which aligned with achieving goals of the management.
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Non — Financial Reward System: It is non - monetary incentives such as promotions for
administrative staff of private Polytechnics Ibadan, Oyo State which is strictly considered by

hard work and experience at work.

Training System: These are measures, methods or mechanisms put in place to teagh the
administrative staff of the private Polytechnics in Ibadan new techniques of perfo rtain

tasks in order to be more productive. The measures considered in this s§ ape seminars,

'\

mentoring and team training. &
Seminars: This is a periodic programs organized by private po@g’éﬁc management to train

administrative staff on the latest developments in the art nagement and administrative

duties. \

Mentoring: This implies a method where a rna&»ex erienced employee nurtures junior staff in
the art of administration so as to ensure st)g loyees acquire the necessary and required skills

as well as competencies to be able t(@orm assigned duties and responsibilities.

Team Training: This metho@:ollaboration or group tasks to ensure employees learn from

one another. é .

Private Poly;e{ CS) ;hese are the private technological higher institutions of learning used to

form the% tion of this study.
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Chapter Two %\

Literature Review

This chapter reviewed related literature that enable carcher broaden her understanding on

the research problem. The chapter is presen@er the following headings:

2.1 Conceptual Review CJ\
2.1.1 Concept of Job Perform@»:

2.1.2  Training

2.1.3  Concept of Re‘%qdﬂystem

2.2. Theoretical iew and Framework

22.1. J;@pbeu Theory

2.2. ion Theory of Training
@nguity Theory of Reward System

23 Review of Empirical Studies

2.3.1 Training and Job Performance

2.3.2 Reward System and Job Performance

24 Conceptual Framework
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2.5 Summary of Gaps in Literature Reviewed

2.6 Conceptual Review
2.6.1 Concept of Job Performance

Job performance very much depends on perception, values and attitudes. There appear‘t&?e,so
many variables influencing the job performance that is almost impossible to make @f them.
Performance is defined as a function of individual ability and skill and effort 1 fven situation'.
In the short run, employee’s skills and abilities are relatively stable. E%&\an internal force of
a person which makes him or her to work willingly when admir%x@ staff are satisfied with

their job and their needs are met, they develop an attach@rk or we say that they make
iob p

an effort to perform better. Increased effort results in b erformances.

Task performance is defined as the proficien ith which employee perform activities that are
directly recognized as part of their jol@\t)&s are activities that add up to the organization's
technical or productive care eith @/ely by doing a part of its technological processor or
passively by providing it @heeded material or services®’. Activities related to task
performance varies en jobs and behavior expected of them®* Task embodiment
substantially cor@')@ o the experience of work engagement. Of course, the task-specificity
perspectiv work engagement does not mean that there will be no interpersonal differences
in betw%day fluctuation in work engagement as a person’s general level of work engagement

ease or decrease over longer periods of time, contingent on job-level and personal
resources’. Job performance as work outcomes and job relevant behaviours. Work outcomes deal
with task performance, such as quality or quality of work done, while job relevant behaviour

refers to the behavioural aspects useful in achieving task performance. In other words, job
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relevant behaviours provide support in performing task-related matters. Most importantly, job
performance measures, which may be based on an absolute value or a relative judgment, can be
generalized to the overall organizational performance because in total it reflects the
organizational performance to a certain extent. Absolute value of performance is based on the
objective results, such as total points from sales or productivity, while relative jud@;e

performance evaluation made based on the behavioural related aspects that are V@Qjective in

nature®. ‘%\'

.\
In relation to different conceptualizations of job performance, adm@tlve staff behaviours at

work constitute job performance. Traditionally, job perfo %%ﬂ is limited to the core task
activities that were based solely on job analysis. Th truct has, however, expanded into
behavioural aspects related directly to the core tasks other behaviours that support the core
task performance. Job performance shoul@@aeasured in terms of task performance and
contextual performance in order to ﬁJll asp a holistic concept of the construct. This is because
contextual performance is the rs that support the core task performance in enhancing
organizational effectlveness ihegsence, task performance is concerned with behaviours that are
required to complete Q S whlle contextual performance is needed to safeguard and upgrade
the orgamzatlon al, and psychological environment in the organization. Both aspects of
performa @ rucial to achieve organizational objectives in measuring job performance. It is
imp $ integrate items on the task as well as contextual performance because they are
st ly related and it is difficult to differentiate as behavioral aspects of job performance are
very subjective. This suggests that supervisory ratings are a function of task performance and

contextual performance. In other words, both dimensions provide unique variance to the job
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performance domain because supervisors evaluate and combine task and contextual items in

appraising their subordinates’ overall job performance.

Administrative staff job performance has been viewed as task proficiency and is rated by one’s
immediate supervisor in the workplace®. Task proficiency should cover one’s in-role be%zio.r,

which consists of the behaviors executed by the person in meeting his or her job rm®1ties.
om

Individuals’ perceptions of their job requirements are substantially ?@%
jobi

supervisors’ perceptions in that individuals have a narrower definition

their

bin-role behaviors’.
.\

The in-role behaviors are distinguished from the extra-role behzﬁég, which go beyond the

formal employment contract!'®.Job performance plays an im le in the economic stability

of the firm and enhances its visibility in the market, b @ﬂy affecting the productivity of the

company. Consequently, the motivation and stimulation at work encourage the administrative

staff to do their utmost, so that to reach t@ and objectives planned by the direction, by

increasing the workers’ productivity.

The multiple studies dedicated%@ugmess administration and management have made of job
performance a classicah{d&rrent concept, in all studies and papers discussing the role of
individuals in com@and their efficiency at work. That’s why, we had ourselves, to start by

exposing the Jﬁﬁn{g of satisfaction at work, which has become a key part of most scientific and

field stud %: sed on the evaluation of the role of individuals and administrative staff, as well as

th ct they have on productivity and more generally on companies and organizations
efficiency. We could define job performance as the effort made by a person within the company
he works in. The expression reflects the desire the employee has to make this effort in order to

improve the company’s efficiency and results. Job performance is affected by the worker’s

contentment towards his or her own position or job, and that is called “job satisfaction”. From
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this point, we could define job satisfaction as the personal and psychological feeling of
contentment and ease the worker or employee has at his work. This concept, as a general notion,
does not include only material dimensions. In fact, the working and the professional environment
are considered to best motivate and satisfy the administrative staff, psychologically speaking.
Some precious social values are also to take into account, like: trust, sense of bel ar;d
loyalty to the superiors. The fact of focusing on improving the services qualit@p\ushed all
economic institutions in general and banks in particular to adopt several Va'%s ways to assess

their workers job performance. The latter may be considered as an indica  to reward the most

brilliant administrative staff, and this, by constantly watchi %xworker’s behavior, their

outcomes and results within specific periods. \Q

Job performance is the aggregated value to an-4rganization of the set of behaviors that an
employee contributes both directly and é@(ly to organizational goals'. We chose a
behavioral conceptualization of job pert@-‘}\a ce because engagement is a concept that reflects
human agency, and thus it is app te to focus on consequences that are largely under an
employee’s volitional cont %oreover, because behavioral performance has multiple
dimensions, this pers;@i ::an provide insight into the specific types of employee behaviors
that transmit th% s of engagement to more “objective” outcomes, such as productivity,
efficienc ,@{%(Jality”. At a general level, administrative staff who are highly engaged in their
WOI‘@]G not only focus their physical effort on the pursuit of role-related goals, but are also
@tively vigilant and emotionally connected to the endeavor'?. In contrast, administrative staff

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'’.
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At a more specific level, theoretical research has linked investments of the three energies of
engagement to job performance. First, investment of physical energy into work roles contributes
to organizational goals because it facilitates the accomplishment of organizationally valued
behaviors at increased levels of effort over extended periods of time'4. Because people’s work
roles are defined largely by behavioral expectations of others in their organization, iaye n.ts
of physical energy toward role accomplishment should result in a greater likelikio meeting
these expectations, and thus, judgments that the role holder is a positiv tributor to the
organization. Administrative staff who worked harder exhibi %gﬁer levels of job
performance'®. Second, investment of cognitive energy @ rk roles contributes to
organizational goals because it promotes behavior that is e'yigilant, attentive, and focused. In
a study, the term “heedfulness” was used as a lab haviors that possess this same set of
characteristics, and those authors noted that heedfulness declines because of reductions in
investments of cognitive energy, perforn@\c)byiecrements result from failures to see, to take note
of, or to be attentive to one’s @le“. Some scholars in their research on flight deck
operators on an aircraft car@lﬂsewed that as the degree of heedfulness increased, crucial
operational errors decr . Finally, investments of emotional energy into work roles contribute
to organizationa@i a number of related ways!”. Those who invest emotional energy into
their roles nce performance through the promotion of increased connection among
coworl@%n pursuit of organizational goals'®. Investments of emotional energies also help

als meet the emotional demands of their roles in a way that results in more complete and

authentic performance'.

Administrative staff job performance consists of distinct sets of activities that contribute to an

organization in different ways?®. Accordingly, it is important to consider how different aspects of
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job performance might be influenced by engagement. The first narrow aspect of job performance
is task performance, defined as those activities that are directly involved in the accomplishment
of core job tasks, or activities that directly support the accomplishment of tasks involved in an
organization’s “technical core”. Behaviors that comprise task performance are established and
central to any given job; there is consensus about what they are; and they are rela @w
overtime?!. Because engaged individuals invest their physical, cognitive, and en@) energies
into their work roles, they should exhibit enhanced performance because th rk with greater
intensity on their tasks for longer periods of time, they pay morq@&ial to and are more
focused on responsibilities, and they are more emotionally co%’ o the tasks that constitute

their role.

The concept of performance is multi- dlmensmn mvolves many subjective criteria and
judgments. Evaluation can be done by mz&n ting performance rating which is filled by
colleagues or supervisors and it is d o be the most utilized technique to measure
performance?? Performance can ribed in many terms like productivity of an employee,
motivation and retentlon of ployee, knowledge and skill of an employee, creativity and
innovative level of an oyee responsiveness to business and technological advancement,
attendance and eism of an employee, customer attraction and retention of the company,
and also @‘nizaﬁon of the company's total occupancy cost. The definition of performance
1s VQ%
0

me of the word. However, performance generally means the best outcome of an activity

ible; hence it is used according to the concept or nature of work that gives the best

done by an organization over a period of time?>.

Furthermore, performance can be explained as the combination of administrative staff and other

supporting equipment being available, competent, productive, responsive and -effective.
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Performance is not judged by the action alone but it includes evaluation of actions with a
measurable scale?®. The measurement of performance is a process to quantify the efficiency and
effectiveness of an action. The result provided by the measurement shows how well an
organization is managed and if the organization could achieve the target and values generated as
promised to their stakeholders. Furthermore, organizational performance measureme@ ;f
metrics used to quantify efficiency and effectiveness of actions and it also cov@ﬁning and
budgeting as well*. However, the management personnel will actually 100‘(%}\ s subordinates
and evaluate their performance based on their attitude at worksite @@ee? their efficiency in
preparing reports and submitting within the timeline, thet % dance as well as their
cooperativeness at the workplace. Accordingly, employe%%}nance is based on the amount of
time that an employee is physically present at his@ esides the extent to which he/ she is
“mentally present” or efficiently working d the presence at the job. Furthermore, studies
have indicated that administrative st@g performance can be evaluated in terms of

effectiveness of an employee in e @g the job he or she was hired to do, in order to produce

the desired outcomes expecte@) an employee’s job description.

The concept of job pe&ﬁvﬂce expresses the net effect of an individual's efforts that begin with
capacities and a @Qion of the role or tasks that indicate the degree to which the tasks of the
individual @(&mcomplished%. Consequently, job performance is seen as critical to the
organmizatign's performance. For this reason, a person's ability to speak and communicate
@nation can be an indicator of his or her performance at work because those who have this
skill will be positively reflected in the results of their work, and the relationship with their direct
manager will be strengthened. Accordingly, job performance is one of the most important

functional outcomes, and has been defined as the aggregate value of activities in which the
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employee participates directly and individually, positively or negatively in achieving
organizational objectives?’.Job performance is generally defined as the degree to which an
employee assists the organization in achieving its organizational objectives, and is also called
employee performance. Job performance expresses the financial and non-financial outputs of
staff directly related to the organization's organizational performance?® In anothe %g}:b
performance is defines as "the result of three factors: skill, effort, and the na@? working
conditions?’. Skills include the knowledge, abilities and competencies that aﬁ%i idual brings to
the organization. The effort includes the degree of motivation of the@e@ to accomplish his
work, the nature of work conditions. Another researcher al % tes that job performance
reflects the (degree to which the individual functions ar 1Med and reflect how the individual

&

fulfills the job requirements®®. Similarly, Job perf ¢ is also seen as the outcome of an

individual's performance while performing nctions?!. The performance appraisal process
starts at the beginning the collection of (@l}a can be analyzed and the results obtained is used
to judge the behavior or perfor a@of the employee, whether high, medium or low, in
accordance with the benchm@kriteria used to assess the performance level, and accordingly

the definition of perfi ce relates primarily to the behavior of the individual during the

implementation sks required of him, in addition to the level of efficiency (scientific and

practical) t@gowns and enable him to implement tasks at best.

In a ﬁ?ght, job performance is described as the individual's duties, and responsibilities in
ercise of his or her work, by the rate at which he or she is required to perform32. It can also
be noted that job performance consists of behaviors that can be observed in individuals in their
jobs and are relevant to the achievement of the organization goals. It is defined as a coordinated

effort to carry out tasks that involve converting inputs to outputs of a quality consistent with the
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skills, abilities and experience of the staff, with the help of supporting factors and the appropriate

working environment to undertake this effort accurately, shorter and less costly*3.

Job performance is the accomplishment of work related tasks or skill by an employee. It is also
described as actions that contribute to organizational goals and that are under the indiv'dual.’s
control**. It is related to the willingness and openness to try and achieve new aspe ﬁob
which in turn will bring about an increase in the productivity of the individu@(s\ measure
through the level of achievement of business and social objectives and sﬁ%bilities from the
perspective of the judging party’®. The key indications of job pe@a cs are the individual
personal characteristics including competency and ability eal with role conflict’’. The
argument in the sense of this description includes a wi&%gof job behaviors and that some
behaviors contribute to employee’s duties and responsibilities, while other behaviors still affect
the goals of the organization but do not fall <\Qe;yluties and responsibilities. However, majority
of prior studies has demonstrated that ]Q'p rformance involved a micro level of actions and

behaviors of an employee that CO@DG to the goals of the organization where it refers to all

behaviors employee engage 11\{15 orkplace™.

It is as an assessme % ;fﬁciency and effectiveness of a worker or group of workers®®. In
actual terms, job\performance is a component which directly affects an organization’s profits*.
Conseq t@(gb performance may be evaluated in terms of job satisfaction an employee had
on @%job role over a period of time. The job performance of a given worker is assessed
re@ve to job description set out for administrative staff doing the same work. It can also be
assessed according to the amount of units of a product or service that an employee handles in a
defined time frame. As the success of an organization relies mainly on the job performance of its

administrative staff, therefore, employee job performance has become an important objective for
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organizations. Studies have focused on one or two ways to describe administrative staff” job
performance and since many different approaches are taken, it can be challenging to describe this
measure. Overall, there is a lack of an effective and standardized way to assess this performance.
As pointed out by another researcher, job Performance is the core construct of today’s work
place. It seen as behaviors or activities that are performed towards achieving the or Xhl S

to business success and performance is important for individual as accomp 1 tasks can be a

goals and objectives. Performance is important for organizations as employee g@a‘nce leads

source of satisfaction*!.

Job performance is a very significant factor affecting profitabi an organization. Inefficient
job performance will bring about a tragedy to thex ization as associated with lower
productivity, profitability and impairment of oye organizational effectiveness*?. In the
organization, especially for-profit orientatiog@pization job performance is considered as the
most important aspect in generating co@us profit. Employee’s performance is determined
during job performance review e consideration factors of time management, leadership
skills and productivity to a %ach employee on an individual basis. It is a technique to
measure the level of a@ement of business and social objectives and responsibilities from the
perspective of t@ng party. Besides, one’s job performance also can be defined based on
the three @sion outcomes, behaviors and personal traits. Many factors could affect
emp@e ’s job performance including physical work environment, equipment, meaningful work,
;@rmance expectation, and feedback on performance, reward for good or bad system, standard
operating procedures, knowledge, skills and attitudes**. However, the physical work environment
has been widely study since it contributed a considerable concern on the employee’s job

performance.
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Many researchers agree that Job performance is a multidimensional variable which in general
consists of two dimensions: task performance and contextual performance, where promotions
and rewards decisions are based on the relative values set by the manager on behaviors related to

task performance and contextual performance reflected by the subordinate.

Task performance: Task performance is defined as the functional behaviors associ key
activities in the organization such as the production of goods, the providing of s¢ \% and sales,

0\

maintenance activities, stewardship and delivery of services* Task& ance behaviors
e ‘methods used by the

directly or indirectly affect the essence of the organization's wo
organization to produce goods and services, as well a erformance behaviors are
predetermined within the job description, task perform %éwlors have a relationship to the

knowledge, experience, skills and abilities posses he employee, which vary depending on
the job itself. @

Contextual performance: Contextua@gr.vf)ance defined as functional behaviors related to the
organization's culture and cli e?’y in other words, the context in which the organization's
main activities are conducted: amples of contextual performance include collaboration and
helping others wo olfowing rules and regulations, and supporting the organization.
Contextual pf{&}ce behaviors influence the prevailing social and psychological environment
of the or @tion, which mean the environment in which goods and services are produced, and
the of contextual performance is not defined in the job description, but rather belongs to

theyemployee himself and is associated with other characteristics such as the personality and

motivation of the employee.

In addition, job performance has relatively been measured using approaches suitable for

achieving quantified targets, like output per hour. Difficulty arises when the desire to measure
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the conceptions of performance in administrative staff. But this difficulty is alleviated if a
distinction is made between the two forms of results, i.e. outputs and outcomes. An output is a
result that can be measured quantifiably, while an outcome is a visible effect that is the result of
effort but cannot necessarily be measured in quantified terms*. There are components in all jobs
that are difficult to measure quantifiably as outputs, but all jobs produce outcomes N he.y
are not quantified. It is therefore often necessary to measure performance by r &é to what
outcomes have been attained in comparison with what outcomes were Xcted, and the
outcomes may be expressed in qualitative terms as a standard or@\op competency to be
attained. Therefore, a qualitative measure of outcome of aq% ee‘s performance can be
attributed to the definition of the aspects that define the \w@ﬁe meets or exceeds expectations

of organization, completing tasks satisfactorily, or ations have reached an agreed upon

standard. (6

In measuring job performance using Qe} components, the indexes of measurement for

performance were extracted from, %Deir descriptions are as follows:

Quantity: The number &nl roduced, processed or sold is a good objective indicator of
performance. Be ca ofplacing too much emphasis on quantity, lest quality suffer. Quality:
The quality o rk performed can be measured by several means. The percentage of work

(%be redone or is rejected is one such indicator. In a sales environment, the

output %
perg of inquiries converted to sales is an indicator of salesmanship quality.

Time Management: How fast work is performed is another performance indicator that should be
used with caution. In field service, the average customer’s downtime is a good indicator of

timeliness. In manufacturing, it might be the number of units produced per hour.
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Cost-Effectiveness: The cost of work performed should be used as a measure of performance
only if the employee has some degree of control over costs. For example, a customer-service
representative’s performance is indicated by the percentage of calls that he or she must escalate

to more experienced and expensive reps.

Absenteeism/Tardiness: An employee is obviously not performing when he or she is %k.

Other administrative staff ‘performance may be adversely impacted by absencew%

Creativity: It can be difficult to quantify creativity as a performanc 'nﬁ)r, but in many

'\
white-collar jobs, it is vitally important. Supervisors and administ%&e&}aff should keep track of
creative work examples and attempt to quantify them. ®

Adherence to Policy: This may seem to be the opposi ex\greativity, but it is merely a boundary

on creativity. Deviations from policy indicate %n ee whose performance goals are not well

aligned with those of the company. :<\&

Manager Appraisal: A manager ap the employee’s performance and delivers the appraisal
to the employee. Manager % aisal is by nature top-down and does not encourage the

employee’s active partia%ion. It is often met with resistance, because the employee has no

N
investment in its ent46.

In a relate@ other studies has judged performance to be excellent, good, average or poor
when_e ations are compared with actual output. Performance in this sense relate to task
@rmance which is behavior oriented depending on the attitude of job holder towards job.
Accordingly, work behaviour refers to all human acts which are exhibited in work situation.
Therefore, to have a good performance at a micro level there must be interaction between work

and administrative staff. Such interaction involves the behavioural aspect of the work (job
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content analysis) which if not properly guided could result into deviation from its initial planned

activity in the form of poor performance.
When it is strong, it promotes excellent performance of the job but if otherwise, that is weak,

?».

Nowadays it is generally agreed that job performance consists of complic ies of

poor performance result whether in the short or long run*’.

interacting variables belong to aspects of the job, such as the employee a vironment.
Researchers have a common sense that performance has a multi-dimeg&a.ls oncept. Basically
the performance distinguishes between a process aspect (i.e., behayigraly and an outcome aspect

of performance. Consequently, studies have indicated the@ing as major factor that can

influence job performance of administrative staff in or ﬂiia ion;

Leadership Style: Leadership is an essential factorto influence an individual or a group’s
behavior to achieve job performances* ﬁ@table leadership can push administrative staff
comply with the right direction to @1 organizational goals, a good leader as a signpost to
guide or identify job direction%%rdinates to follow. Leadership can inspire administrative
staff to attain organiz&la.l\gbjectives with confidence. Leadership style will affect the
relationship betwee@rvisors and followers and significantly mobilize workers’ motivation,
attitudes, andgob ‘performance*’. Furthermore, transformational leadership refers to leaders with
charisma macteristics that will provide subordinates’ intellectual motivation and
% ahzed consideration. It can further be indicated that a transformational leader can inspire

his “or her followers to exceed the original performance expectations by enforcing,

communicating and leading them willing to carry on organizational objectives.

Organizational Commitment: Organizational commitment is a kind of belief that connects

feeling of individual values and objectives with organizational values and objectives.
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Organizational commitment is an individual expression of loyalty and devotion to an
organization. Organizational commitment is “the relative strength of an individual's
identification with and involvement in a particular organization and on behalf of a high level of
affection, loyalty and concentration on a job role in an organization®®. Organizational
commitment indicates that individual goal is similar or identical with organiza@.ls
whereby stimulate administrative staff” performance’!. Consequently, if @s in an
organization trust and accept the organizational value, they are more wi work hard to
achieve organizational goal and have more organizational commi 4»Ithgh organizational
commitment will be beneficial for an organization because 1% ls that administrative staff

have high organizational identification®2,

Motivation: Researchers and academicians have otlvatlon as the force to behave in a
specific way>?. Motivation works as 1nstg§ |1 elemental in the total process of human
learning. Motivation is defined very ofte@force to elicit predetermined behavioral outcomes.
Motivation is defined as a desire 1eve something by putting higher level of efforts for
achieving organizational goa cordingly, the motivation of administrative staff tends to be
more inclined toward%%ncept of equity. Another researcher has described motivation as an
internal process(whiel is an aftermath of interaction of three components®®. These are: A
person’s ne ability to decide the ways to meet those needs and the work environment that

dire@h he needs and the choices to meet those needs are going to act.

Although it is mainly the benefits of a job that motivates an individual to perform the tasks, the
absence of a job can even damage mental health. He also added that the presence of a job allows
an individual to earn social establishment, which repels depression some researchers has found

motivation is involved with the forces that maintain and alter the direction, quality and intensity
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of behavior®. It has also been found that motivation in the form of recognition and reward are
key precursors to employee engagement as these factors oblige them to respond with higher level
of engagement. Furthermore, there is a positive relationship between the Growth needs element
of motivation and employee job performance. However, other elements of motivation which they
considered such as pay, fringe benefits, relatedness of peers and supervisors did not J@\}Y:E

positive relationship?®.

In general, poor performance has a negative effect on administrative staff e c1a11y those that
are making an effort to ensure the organization’s goals are a ﬁﬁed Therefore, poor
performance means the failure by an employee to meet t red performance standard.
Consequently, poor performance has a negative im@ n performance and workplace
effectiveness and in severe cases could lead tocam increase of work related dissatisfaction.
Accordingly, poor work performance falls (@whe broad heading of incapacity. Poor work
performance or failure by an employee @h and maintain the employer’s work performance
standards in terms of quantity a % ity of output is an ever increasing problem. After the
employee has undertaken orm accordingly then fails to perform the duty, then the

employee is said to b% able. This goes further to explain poor performance as, “the failure

of an employee t@s or her job, or to do it at an acceptable level.

Poor w@mmce is prevalent in all sectors but, the causes are multiple, ranging from lack
and shortcomings associated with the management of performance itself, in particular

of s@
@anagement of poor performance, were specifically evident in in the following perspectives:

Incompetence and Incompatibility: This has to do with miscommunication or an employee not
understanding the expectations of the job. This is due to the fact that disciplinary action is rarely

applied for poor performance and that poor performance is usually not the fault of the employee
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and the employee cannot be disciplined for something that is not his or her fault. Furthermore,
there are many factors that can be the direct cause of poor performance or that may contribute to
it’’. These causes are; Lack of training, qualifications and experience, outside influences, Work

related stress, 111 health or injury and incompatibility to mention a few.

Poor Decision Making by Management: Decisions taken by management sometim %g;lﬁe the
administrative staff’ morale, discouraging them from performing at an acce@ evel. The
manner in which they communicate with administrative staff and&ke ecisions without
considering the circumstances of the administrative staff is a big co@tor t?) poor performance.
A major problem is that managers do not always do the nece interviews with the employee
to establish the causes of the changed behaviour ins@ just charging the employee with
misconduct. A lack of leadership skills from the ma rs can disadvantage administrative staff
because then organizational prescripts are nQ@ﬁys properly implemented. Improper placement

of members and promotion of incompet@ople to prominent post due to favoritism of some

administrative staff over others ca@lay a big role in members’ morale®.

Furthermore, the possible effe hen poor work performance is not addressed may result in the
following occumn gment and negative impact on those administrative staff that are
performing to alesfactory standard. Then the performance of the individuals assists in
accomp t of the set standards for the organization. Therefore, by failing to address poor
per % management sends a clear message to administrative staff that they need not meet
‘@ performance expectations and they should not expect any consequence for their

unacceptable behaviour. Apart from that, taking action against one employee does not lower

morale amongst other administrative staff. In fact, the opposite is true; often taking action leads
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to a more productive work environment. Similarly, performance can drive an organization
towards success while poor performance may slow down its growth>°,

2.1.2 Training

Training refers to the processes of acquiring new knowledge and skills for carrying out
responsibilities. They are undertaken by administrative staff to produce ch@\p their
performance ability. Training’s main goal is to induce a suitable change@ individual
concerned; it is to bridge the gap between existing performance ability d‘(ﬁ'red performance.
In view of Churned and Sherman Jnr., training is any organization@ted ;rocedure, which is
intended to foster learning among organizational members. Sire is in a direction that is
intended to contribute to overall organizational objectiv; ﬂt e same time, an effective training
program must demonstrably contribute to the sati§factien of the trainee’s personal goal. Carrel
and Kuzmit are also of the opinion that i@@»ion, or altitudes to further organization and
personal goals, it is no surprise that the@fore conclude that every training system operate
with a philosophy, set of beliefs,co ing people, productivity and profit. Development means
the process of acquiring n@ial and technical skills on the job by a manager, such
managerial skills are i@s .of decision making, coordinating, leading, planning etc. Therefore,
development in @Qntext is broader and more embracing as an activity than training. To
update e @e s skills and avoid managerial obsolescence, organization must be abreast with
cha@%echnology for purpose of effectiveness, enhances productivity, quality of products
z@voidance of obsolescence in methods and process. Training methods can assist in the
following regard: To promote job Competency: New and newly promoted administrative staff in

most cases lack the skills, knowledge and right altitude to perform their jobs. Selection process is
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not so perfect to accurately determine administrative staff’ success or failure on the job, so

training helps to bridge the gap between his predicted and actual performance.

Secondly, depending on circumstance managers could hire candidates with no skills and

subsequently train them up to the required standard. To solve problems: Training metheds are

important activities for solving organizational problems such as scarcity of resource
quality of personnel and equipment prevalence of industrial disputes, ho %t
relationship, poor work ethics, etc. To prepared for promotion: Trainw;%the device for
assisting and encouraging administrative staff to actualize their cax%weam. Training methods
help administrative staff to acquire the skills and knowle ich ease the problem of the
competence required on transiting from a lower to a i@evel or promotion. To orient new
administrative staff: During their first days on 4he , new administrative staff form their
impressions of the organization. These imp@\s may or may not be favourable but it greatly
influences employee performance on the@b. anagers therefore, necessarily have to enunciate
training methods to induct admini e staff into the system. To satisfy the personal growth
needs of staffs: A good number )of administrative staff, particularly among the managers, have

career target or goal.Q& equire assistance through training and development to accomplish

their personal ta\'@tﬁgd feel fulfilled to remain in the organization®’.

Trainin umed by some scholars adopt the same method while some are exclusive to them.
A s@ explained that training and development can from the above definitions be contrasted.
&the categorizations of the groups or status of the administrative staff involved is different.
Whereas training has historically been used to designate the acquisition of technically oriented
skills by non-management personnel, development is normally associated with the methods and

activities designated to enhance skills of managers or future managers. Second, training
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programs focus on a smaller number of technical skills, while management development
programs tend to focus on wide range skill. For instance, a training program on computer
programmer or a secretary is designed to replace traditional typing with the mundane typewriter
with a computer device for word processing information storage and retrieval. But developing
program which includes manager will take cognizance of the manager’s duties w}@ée

intricate skills in coordinating, organizing, leading, planning motivating, comm@ , human

relations and scheduling of duties. ‘%
A -

The program thus includes the manager’s conceptualization of the organization as part of his
managerial skills in addition to required technical skill an% ge in the use of computer.
For the manager, development activities are conti ﬂthroughout his career. Managers
therefore spend good period of each of their ing years in both on-and off-the job
development activities and programs. In Sp@ese vacancies training brings about change in
behaviour of the individuals and impro@ t in the organization. They are processes that are
individual and organization-targgte he light of the variations above, I am of the opinion that
training and development is al and informal activities and their resultant effects lead to
change in the skills, k@lé@ and attitude of administrative staff which in the same vein power
the achievement lof the’organizational goals and facilitate deploying effective and efficient skill,
knowled Q&hiques, abilities and methods of carrying out jobs with minimum cost.
Det@%

di It, save for the orientation or induction courses, selecting from existing administrative staff

g who is to be trained the technique and content of training methods, is usually

and mounting training and development program for them is no easy task. Some organizations
do have scheduled or routine programs for their administrative staff, handling specific duties.

They have developed training policies containing the intentions and plans of actions well-



articulated and based on principles and over all objectives. The policies further spell out the
procedures and standards crucial to the smooth and profitable running of the organizations,

giving direction to a commitment to continuous development.

For training and development to be meaningful, both organizational and individua}t need
Xareer

ation. The

determine it. It must enhance the performance of the employee as well as bett
prospects and ultimately contribute to the actualization of the goals of the@

.\
articulated objectives, carried techniques and proper evaluationl{t\gtegy. The recommended

trainers handling the programs should also avoid putting trainees in pr&n‘mﬁwﬂ have no well-
solution to the problem of haphazard training is a system to instruction theory. This
approach is also known as instructional model and 1i &5 that training methods should be
developed systematically. It sees training activities “as an activity that contributes to the
organizations over all goals, as well as to Lb@yinistrative staft” personal goal. The approach
criticizes the old practice using one me@g) or gadget. The system approach theory states that
training methods must undergo th wing three phases: Assessment phase determination of

training needs and development)programs must undergo the following three phases. Training

phases: Discussion @ various training techniques. Evaluation phase: evaluation of

programs®!. ( Q)

In this @he management determines whether the organization requires training at all. The
enti eration of the organization is examined in terms of its production level, quality of
&es rendered measured on feedbacks and reports, turnover in personnel, appraisal, number
and rate of accident etc. solely depends on general and analyzed examination of the
organizational operation. This refers to detailed examination of the resources available, the goals

and the operational environment determine the areas requiring training development in the



organization. A periodic analysis of available resource and performance vis-a vis societal
demands helps organizations to know areas of weaknesses and strengths for necessary
improvement to meet organizational goals. The resources to meet the goals, equipment, financial
and human resources are operational environment. In carrying out an assessment of managers for
development, cognizance is taken of the current and the long-term needs of the organi &hﬁe
current needs seek to rectify existing deficiency’s objective. Among the @used for
assessment are interviews and organizational appraisal to know the develc@ activities that

would correct the spotted deficiencies. (6 "

\
Long-term needs, on the other hand, entail projecting for fut @gerial needs of organization
taking into consideration its planned expansion, expe ﬂacancies to be created by upward
movement through promotion, resignation etc. Staffs\development is one of the major Human
Resource management (personnel) functiow@yorganization. The staff (human resources) of
organizations are regarded as the most a@ﬁ and indispensable factor in the process of attaining
its goals and so managers are requi give considerable attention to their development so that
their full potentials in their M an be realized. They are the most important among the four
factors of production?o a.nizations such that their knowledge, skills and abilities facilitate
productivity, resqurcefalness and the general well-being of organizations or societies. The more
an organi as knowledgeable, skilled land resourceful individuals, the higher the value of
the @\a resource of that organization. The value of the human resource is a function of
@ity, quality as well as the environment in which it is deployed for production, but high

number of human resources is not synonymous with a high value.

Consequently, substantial inputs and efforts are required to elevate that potential to active human

resource that meets desired objectives. Among the inputs is a sound education or staff



development programme. It was further stated that staff development is one of the most
important aspects of leadership roles in organizations. Well trained staff plays a significant role
in the success of any organization, even when staff are carefully selected, it does not still
guarantee acceptable performance from them. This is because a staff with a high potential to
perform may not necessarily perform his job efficiently if he does not go through @gd
development. This is why the training of newly employed staff starts wit@ﬁizational
orientation. The significant role of staff development in the attainment o 1zational goals
has necessitated this research and the following concepts related to s@er.é therefore clarified
and discussed: staff development, purposes of staff developmg%a development process and

job performance. Staff development activities genem& at improving, updating or
maintaining employee’s skills and abilities. A relat chher defines staff development as a
systematic attempt to harmonize individual 4nterests and wishes and their carefully assessed
requirement for furthering their careers @e requirements of the organization within which
they are expected to work. Staff.dewelopment is any learning activity that is directed towards

further needs rather than pra% eds of staff and is concerned more with career growth than

immediate performancg®s= *

A related resea\'@eJQeﬁnes staff development as the ways and means by which the leader
recognize@erfomance needs and the extent to which the leader shows interest in ensuring
that@ﬁeds are met through methods that would improve the qualitative and quantitative
@butions of staff to the overall goals of the system. Such methods would aim at enabling
individuals within the system to be more effective in performing their work or at preparing
individuals for greater responsibilities. Development of staff (human resource) is being viewed

as the provision of learning, development and training opportunities for individuals in an



organization in order to improve organizational performance. It is concerned with enhancing
resource capability in line with the belief that an organization’s staffs are the major source of
competitive advantage. Thus, staff development implies developing the intellectual capital
required by an organization as well as ensuring that the future and present needs of an

organization in terms of the right quality of people is created. %\Z

Staff development is concerned with teaching or providing an employee with @g\ he needs
for future jobs and distinguishes staff development from training whic islﬁzted at assisting
administrative staff to acquire basic skills required for the effecth‘\pﬂ;ﬁbm?ance of their tasks.
Various scholars have affirmed the distinction between st opment and have defined
training separately®?. A study suggests that training i *&leaming activity which is directed
towards the acquisition of specific knowledge and<skills»for the purpose of an occupation or task
while another scholar views training as a sy@a ic process of altering employee’s behaviour to
further organizational goals which involves improving an employee’s skill to the point he or she

can do the current job for organ'ﬁ) performance. Training as a planned process is meant to
modify attitude, knowl@
effective performance%l

training as the a@tggion of specific skills by an individual for the purpose of performing a

ills and behaviour through learning experiences to achieve

L]
ndactivity or range of activities. In a similar vein, a researcher refers to

particular aining normally has an immediate application and is generally completed in a
sho@ﬁscale. Even though scholars have defined training and development as two separate
@pts there is a considerable overlap between the two as there is very little to be said of their
differences and opines that both training and development are purposefully geared towards
improvement on skills and performance. Both involve molding or improving worker’s

knowledge and skills towards this end. The differences between the two processes may be in
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content and method. Training therefore, is defined as “the process of behavioural modification or

molding of workers in order to integrate organizational needs with their characteristics.

Staff training is viewed as a means of equipping administrative staff with the necessary skills and
knowledge to enable them perform their job better and as a way of solving employee pro m of
self-improvement, advancement and better placement. The efficiency of any ation
depends directly on how well its members are trained. Newly hired administ t aff usually
need some training before they take up their work: Older administrativ staf quire training to

keep alert to the demands on their present jobs and to prepare@ansfer and promotion.

Effective managers recognize training as an on- gomg ous process because new
knowledge and new jobs are constantly creating the staff development so that no
organization can dispense with it as a programme a process. This view is being supported

by a scholar by admitting that no organizati(@ychoose whether or not to train administrative
staff. All new administrative staff, re angss of previous training, education, and experience
need to be introduced to the% ployer’s work environment and to be taught how to

perform specific tasks. Staffﬁ@ opment methods and interventions are therefore used to tackle

many issues and prob?s i .an organization. They may be utilized to orient and socialize new
administrative staff 11ito the organization, provide skills and knowledge, and help individuals and
groups b ore effective. Staff development in any organization is carried out for a purpose
or t hi e certain objectives and the purposes are to: increased productivity, effectiveness of
\@ers, preparation for higher responsibilities, curtailing incessant labour turnover and boosting

of worker’s morale. The need for staff development is therefore closely linked to the

achievements of organizational goals®.



The objectives of staff development can be summarized as follows: To provide planned staff
development opportunities that provide the learning necessary to enable the employee to perform
at the level of competence required in current and future jobs. To foster a climate that facilitates
personal self-fulfillment, institutional effectiveness, human creativity and system renewal. To
serve the school system’s primary goals, enhancing and achieving quality teaching ﬁb@hﬁg
for students. It saves money as it is costly to hire and then dismiss administrati who do
not work according to expectations while it is also costly to loose good'%\histrative staff
because they are frustrated by lack of opportunity for professional g@eﬁld also wasteful to
accept barely satisfactory work as the norm or not to provide @ ities that lead towards the
objective of optimal development on the part of eacQ widual. To establish viable and
meaningful methods, that enables personnel to ooperatively towards achieving the
system’s goals and their own personal goals ifisthe areas of achievement, satisfaction and self —
fulfillment. Technological developments@}jv ganizational change have gradually caused some
employers to realize that success '@the skills and abilities of their administrative staff and
this implies considerable an% inuous investment in training and development. Achieving
suitable human resour introduce and implement new methods. Ensuring rapid and suitable
replacement for Q@ that leaves the organization. These objectives have therefore made it
imperative £Qr organization such Polytechnics in Oyo State to have a systematic and planned

prograﬁ%@ staff development so as to promote the attainment of their goals®.

I@er research indicates that staff development in an organization involves a systematic
approach which generally follows a sequence of events which includes: needs assessment,
design, implementation and evaluation. The purpose of staff development is to address some

needs or gaps within an organization, such needs can be either a current deficiency, such as poor
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employee performance, or a new challenge that demands a change in the way the organization
operates (new legislation or increased competition). For example, in the Polytechnics a new
legislation on professionalization of teaching has created the need for all lecturers to acquire
teaching qualification. In order for training to be aligned with its purpose, the learning needs of
an organization and the groups and individuals must be identified and analyzed a %2)
The following must be put into consideration: Training needs analysis aims: T@buld be a
consideration of what is to be filled by training, that is the difference betwe‘e%& t people know

and can do and what they should know and be able to do. (6 0

\
Training should not only be about putting things right, @hould be concerned with
identifying and satisfying learning and development n %\at is multi skilling, fitting people
to take on extra responsibilities, increasing all-r mpetence and preparing people to take
on higher levels of responsibility in the f%&ghaining needs analysis areas: Training needs
analysis should reflect organization neeanx up or units needs and individual employee needs.
The three areas are however inte ected. Sources of information: In the identification of
training needs, the sources o '%ation must be considered. The sources of information which
help to identify traini@ﬁmiﬁes are: Organizational goals and corporate plans which indicate

the direction in whiclthe organization is going and can indicate the major training priorities®.

Human ce and succession planning which provides information on future skills

ref(ents and management training needs. Personnel statistics: Data on productivity, quality
n

and’performance which indicate the gaps between expectations and results and therefore suggest
training needs. Departmental layout changes which provide information about future

developments. Management requests for training which set out perceived needs. Knowledge of

financial plans which determines whether the funds will be available for training and may
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encourage fresh approaches if resources are limited. Plans for introducing new technology or
developing IT systems. Many of these processes even though have wide application in business
organizations can also be applied in educational institutions like Polytechnics in Oyo State. The
second phase of the training and development process involves designing the staff development

programme or intervention.

Various scholars identified carried out the following research; during this @ctmg the

specific objectives of the programme, developing an appropriate lesson plan for the programme,
developing or acquiring the materials for the trainees to use, dete@lg who will deliver the
programme, selecting the most appropriate method or met gonduct the programme and

scheduling the programme. The design phase also invo

v@lecting and developing the contents
of the programme which implies choosing the setti r the programme (such as on the job,
classroom or online), the learning techniquq@ure, role play or simulation) and the materials
to be used such as films, videos, (% ey ‘point presentations. Returning to the example of

computer training, after trainin %
t

the design of the programm hen made by selecting the methods to be used, providing

of computer literacy for lecturers has been determined;

materials and the tralétaff development and training methods must be implemented using
the most approp@erans or methods as specified in the design phase. There are a variety of
training a ches that an organization can adopt depending on the kinds of people to be trained
and §bjectives of training. New administrative staff have to learn new skills and since
@motivaﬁon is likely to be high, they can be acquainted relatively easily with the skills and

behaviour expected in their new position.

The training of experienced administrative staff can be problematic, as their training needs are

not easy to determine and the individual involved may resent being asked to change his/her
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established ways of performing their jobs. Various scholars explained that the most popular
training and development methods used by organizations can be classified as either on the job or
off the job and Computer aided instruction. The commonly used methods are; workshops, staff
meetings (seminars) and conferences, interest study groups, exchange visits, mentoring, higher
education, collaborative networks and research. In these Polytechnics, these methods \XIEO
deliver training methods depending on the objectives of the programme. Thus@egards to
computer training used as an example in the design stage, the appropria thod might be
workshop to deliver the training to staff. This is the final phase of tb@air.ﬂg and development
process. Programme evaluation measures the effectiveness of ;@’ development intervention.
It is an important but often under emphasized activity. Th%%é situation of many Polytechnics
where there are no mechanisms put in place to asse development interventions. However,
evaluation has important usefulness for an or ation and they include; determining whether a
programme is accomplishing its obje@ showing the weaknesses and strengths of the
development methods, determini @cost-beneﬁt ratio of the programme, deciding on who
should participate in future x@é, identifying which participants benefitted the most or least

from the programme a tablishing a data base to assist management in making decisions®®.

Many different %gorks for development methods evaluation have been proposed but the
most wid @ approach is that of Kirkpatrick. The Kirkpatrick steps or levels of assessing the
effe 'éw of training are: Reaction Level: This refers to the trainers’ reaction to the
@amme in terms of how they feel about the structure, content and methods used. If trainees
did not like the program, they may discourage others from attending and be reluctant to use the

skills and knowledge acquired. Learning Level: This consists of the principles, facts and

techniques learned by the trainees in relation to the HRD objectives. Job behaviour and
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performance level: This determines whether the trainee utilized what was learned in training
back on the job. Organizational level: This assesses whether the development methods has
improved organisational effectiveness. It has been difficult for many organizations to measure
staff development methods on all four outcomes particularly on the behaviour and result level,

the evaluation of the development methods needs the collection of data to provi %&'w

makers with facts and there are several methods of collecting data for evaluatin @é

Some scholars have cited some of these methods as follows: questlonna %ack forms) and
tests or examinations which are common in formal courses of studsg\(gspemally those that result
in certification, for instance a diploma in word processmg s -of-course tests can also be
employed after non-certificate short courses to check t ess of trainees, projects, structured
exercises and case studies, interview of trainees, ahdythe use of archival performance data.
However, it was stated that the best meth@evaluating the effectiveness of professional
development is through the use of a Qn) olled experiment. In Polytechnics, evaluation of
training can be undertaken to he effectiveness of training. Thus it can be stated that
after computer literacy has ﬁg\) rovided for lecturers, they could be assessed using tests to
determine the tralmngQ%hveness. From the above it can be stated, that if Polytechnics utilize
the training and @\@pment process, it will help to a large extent in making training methods
planned d and effective. Employee development can play a vital role in the attainment
of t éof Polytechnic education in Nigeria. Polytechnics are established to produce trained

n@ower in engineering, applied science, technology and commerce, and therefore require a

well-trained manpower to achieve this objective.

The training has become increasingly significant in view of the profound breakthrough in

Information and Communication Technologies (ICT) and advancements in science and

Ix



technology. Societies or organizations are now more than ever before knowledge driven and
much value is now attached to human resource in the production of goods and services. Their
value is what contributes to a better society or organizational performance. Staff training in the
Polytechnics will therefore enable the administrative staff to acquire and improve upon their
skills. Globalization has further necessitated the optimal utilization of new M ge,
technologies and innovations to make Polytechnics improve organizational @ance and
competiveness in the global village so as to achieve their objectives. Throug%s development,
the teacher whose position is crucial in the educational system, ¢ Q&%ame knowledgeable
about new ideas and new teaching methods, thereby avmdm@ of obsolete methods to

teach students of the 21st Century Information Age®’.

A study revealed that a workforce’s lack of tr is related to low competiveness while
another points out that a greater human ca% k is associated with greater productivity and
higher salaries. In addition, a scholar sta@at staff development motivates workers and boosts
their commitment and productivi mittedly, staff development in organizations tends to
create a significant contribution tp”organizational competence and this in turn is a great boost for
enhancing innovativ@ éurrent literature, to a large extent, supports the fact that
orgamzatlonal rformance is positively impacted by the presence of staff development
practices’® the foregoing, it can be stated that staff development can contribute to the
attai en f the goals of Polytechnic education as it increases the productivity of administrative
st%and organizational performance as well as impact positively on the quality of students. The
significance of developing the personnel in the Polytechnics is that the additional skills and
knowledge acquired by a staff while still in the service of the Polytechnic makes him efficient,

more dedicated and hardworking.
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A researcher notes that if teaching and non-teaching members in a school show lack of interest in
their job or show negative attitude to work, such personnel were without any doubt in need of
training or development. Staff development, therefore can play a major role in the successful
attainment of Polytechnic objectives as the investment in it benefits all the stakeholders of the
organization. Thus, staff development will benefit the lecturer, students, p }Q’Y»ﬂ.le
management and the Ministry of Education that are the main stakeholders@e)lytechnic
Education. It was stated that the main reasons for staff development are: c‘%& conditions to
increase an organization’s effectiveness and competitiveness; gaini@% 1§> — motivated staff;
achieving suitable human resources to introduce and implem@ methods, increasing skills
required to use the organization’s available technolo ic%%?ources and ensuring rapid and
suitable replacement for any staff that leaves the o g\fon. Therefore, it is evident that staff
development methods have important b s for educational institution such as the

Polytechnics. Hence, this study sought {0 out whether the various opportunities for staff

development have been beneficial @niﬁcant in improving staff capabilities®®.

Learning theory has ten n&nditions required for training to be effective. They are:
Individuals must be @ﬁtéd to learn - They should be aware that their present level of
knowledge, skill§, competence or their attitude needs to be improved for them to perform their
work sat'y. Standards of performance should be set for learners - They should have
deﬁ@%m and standards which they find acceptable and can use to judge their own progress.
I%ers should have guidance - They need a sense of direction and feedback on how well they
are doing. Learners must gain satisfaction from learning as the best training schemes can fail if
they are not seen as useful by the trainees. Learning is an active process - Thus learners need to

be actively involved in the learning process. An appropriate technique should be used - It should
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match the needs of the job, individuals and the group. Learning methods should be varied - The
use of a variety of techniques helps learning by maintaining the interest of trainees. Time must
be allowed to absorb the learning. The learner must receive reinforcement of correct behaviour.
Different levels of learning need different methods and take different times Thus, in the
Polytechnics, these conditions could be taken into consideration in organizing traini R(?d.s.
There are a variety of staff development and training approaches that an organi@an adopt

depending on the kinds of people to be trained and the main objectives of tra?%.

.\
New administrative staff have to learn new skills and since their &1011 is likely to be high,

they can be acquainted relatively easily with the skills a iour expected in their new
position. The training of experienced administrative ts@n be problematic, as their training
needs are not easy to determine and the individual ihvelved may resent being asked to change
his/her established ways of performing thei?@ﬂowever, various scholars have classified the
modes into three to include computer aided instruction. A brief explanation of these modes
which can be used in most organizations is given below?!. It is the most widely used training
method, as it is simple and cl%&o adopt, and it places the employee in actual work situations.
There are many type%“ .the job training and these include the following: Orientation is
usually glven to\ne embers of staff as it encourages new comers to quickly adapt and take
interest 1 @r job. Orientation usually emphasizes the following themes; the organization’s
mls history, the key staff and the rules and regulations of the administrative staff. A
@ acts as a cheerleader and most often work with individuals on one on one basis, by

focusing on the present and future needs. A coach might help a person develop and implement

worthy goals, provide feedback or listen to feedback, help a person think through alternative
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solutions, help develop priorities and give career information. A coach can be someone internal

or external to the organization in which the individual is employed.

This involves designating a more senior staff member to work — shadow or to provide
professional support to a new or relatively inexperienced administrative staff. This\is an
emerging concept that has its origin in Japan and it allows small groups participa ely in

planning, designing and implementing work procedures in business and ,1%% he use of

quality circles for staff development in education is a technique & places the primary
responsibility for personal growth on individuals linked together fov@mpr(?vement of teaching
and student learning. Members of a circle can include teac i several backgrounds and
they cooperate to enhance their growth by sharin & Staff development can also be
facilitated through effective clinical supervision. [téfocuses on instructional improvement through
improved staff performance. Assessments ﬁwut by the supervisor helps to improve future
performance of the staff. It involves shif&@administrative staff from position to position so that

they can broaden their experier@ miliarize themselves with various aspects of work in an

organization.  Successes % een recorded in industries by the practice of moving

administrative staff an agers to various positions to enhance organizational effectiveness
and employee d@wm. The practice has not been generally accepted in education but the
idea has ived some favourable acceptance as a positive growth practice for school
adm 'ﬁrs. However, job rotation in educational institutions particularly Polytechnics can be
@d to allocate duties or methods to lecturers on rotational basis. In the understudy method, a
person is trained to assume a position at a future date by understudying the duties and

responsibilities of the person currently occupying the position.
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Thus an individual or group may be assigned to assist a superior officer in the performance of his
duties related to the position and at times left to grapple problems and solve them without the
help of the superior. After gaining expertise, the trainee then takes over when the superior is
transferred, retired or promoted to a higher position. It was defined as a sequence of instructional
procedures used by the trainer to train administrative staff while they work in their a; khi)
The job instruction training technique has four step processes that help the train@epare the
worker, present the task, allow practice time and follow up. Preparing the‘%k r may include
providing administrative staff with a training manual, hand-outs og@ ij aids that can be
used as reference this involves giving trainees important assignment to develop their
experience and ability. For instance, trainees may be askad@?ad a committee or participate in
important committee meetings. This is common @ mic institutions where lecturers are
members of various committees. Such exp e can help them gain insight into how their
organization operates and also improve Qe\b\human relations skills. Off the job techniques are
conducted outside the normal w @tting and individuals are therefore relieved from the
stresses and demands of the@)place. Conducting training away from the work setting has
several advantages. It s trainees the opportunity to meet people from other departments or
organizations art) thus exposed to useful new ideas and experiences. Off the job
method/cl training include lecture, discussion, vestibule training, case studies, role

playmg%\vlmulation as well as programmed instructions or computer based training.

O

"l%nvolves the oral presentation of information by a subject expert to a group of listeners and
when used in conjunction with visual aids such as slides, charts, maps and hand-outs, it can be an
effective way to facilitate the transfer of theories, concepts, procedures and other factual material.

The discussion method involves the trainer in a two-way communication with trainees and the
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trainees in communication with each other. It encourages active participation of the trainees and
offer the trainees an opportunity for feedback, clarification and sharing of views. The use of
behaviour modeling is based on social theory, and it is an effective method for interpersonal or
social skills training. This method of training incorporates the use of videos to clearly
demonstrate the way things ought to be done and what behaviours are to be avoided@;r
modeling is often based on the demonstration of the right and effective way to @é and as a

result, trainees are provided with facilities to practice such®. ‘%

.\
Various scholars stated that behaviour modeling is where target b K@ﬁwr 1s selected and videos

on each behaviour produced, key points are displayed on s d are backed by trainer-led
discussions. Learning here is trainer enforced thro e play. In order to maintain the
knowledge of technology and practices commo , the use of sabbatical or professional

leave is used in order for administrative staﬂ@plenish and update their skills and knowledge.
The game requires participants to role @y decision makers using data to make a variety of

decisions. They are mainly use % iness organizations. It is a simulation used in management

development and it is usedx%)\

sess learner’s ability to establish priorities, plan and make
decisions. The train&%ke decision by acting out a manager’s role using information
contained in the|, manhdger’s in-basket such as telephone messages, notes, memo, letters and
reports. P@%\uts are expected to act on specific problems they may face on their jobs. It
ther ﬁzolves learning by doing. Staff development in the Polytechnics is carried out within
@amework of the policy prescribed by the National Board for Technical Education (NBTE).

Training of staff is recognized as a strategy to achieve efficiency in the Polytechnics and that the

training needs of staff shall be determined through staff appraisals after which a suitable

programme of training is to be prescribed®®. The policy also requires staff development in any
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institution to be related to the primary aim of the institution which is to “effectively promote
technical/technological education and training in support of the manpower development of the

country®.

Thus staff training and development methods are supposed to equip lecturers with kno edge
and skills that will facilitate the achievement of Polytechnic goals. In additio ohcy
recognizes the inadequacy of resources available for staff development and t %courages
institutions to utilize the available funds in such a way that priority&‘glibﬁ\nin sponsoring
methods that will equip staff to contribute more effectively to th\@gcessﬂof their respective
institutions. The aims of staff development methods as indic e policy are to: Enable staff
to add to their qualifications in an area of study dire &&evant to their primary assignment.
Provide opportunity for staff to develop transfefable skills that can contribute to the wider
Polytechnic environment. Strengthen the @g skill base of administrative staff of the
institution. Support career developmen&@ ways for staff. Contribute to the attraction and
retention of high performing sta achieve this objective, there are different kinds of
sponsorship available to the&hnic staff as stated in a policy document. They are: a Study
leave — it is granted f@le llrpose of study, training, research, acquisition of higher degrees or
professional qualificdtions and they are of different kinds: Full sponsorship — A member of staff
may be ull sponsorship to undergo a programme of study that is related to his/her
prir@@g;lment. By full sponsorship, staff is entitled to the payment of all school fees
@side books and project allowances as well as his full salary. A staff that is granted full
sponsorship has to sign a bond. Study leave with pay (permission) — A member of staff is granted

permission to undergo full time programme of study that is related to his or her primary

assignment during which only staff salaries of beneficiaries are paid. Release — a member of staff
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may be released to undertake a part — time programme or research related to his/her primary
assignment while such a staff only enjoys the payment of salaries and is expected to continue
carrying out his/her primary assignment. Study leaves without pay: A staff does not receive any
pay from the institution during the period of leave. Oversees training — a staff may be allowed to
on for overseas training if he/she has evidence of sponsorship and such a staff ca «sb»k:ﬁ;y
payment of full salaries and is expected to sign a Bond agreement. Study Fﬁ@aﬂp — It is
granted to a staff to enhance the manpower development of the institution%%& 1s a prescribed
leave granted to a staff by the institution in order to improve his eﬁﬁﬁy.ﬁl the organization.
Sabbatical leave. It refers to a one-year leave with pay granted«o adademic and non- academic

staff who has offered a minimum of five years’ continuou& ice in the institution.

However, for a staff to enjoy any form of sponsérs he/she must be seen to have a proven
ability to benefit from such sponsorship a&%&ning which is also expected to enhance the
efficiency of the institution. With rega Xthe disbursement of funds available in the staff
development vote, individual Pol ics usually have a committee that determines which
applications for leave are to Qgranted. In order to limit the expenditure from the limited
resources available, th i }./ recommends that priority for staff sponsorship is to be given for
methods in Ni e@rbgdversities rather than overseas. Individual staff members are encouraged
to seek t é&developmem with or without Polytechnic sponsorship. There are varieties of
hunméurce training and development methods that are commonly used in educational
in%xtions especially the Polytechnics. They are also regarded as the in-service training methods

that are continuously available to lecturers throughout their career to improve professional

knowledge, interest and skills.
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Methods should consist of the following activities that: equip the teachers with skills to
individualize instruction to suit the different abilities of students, sensitize teachers to modern
methods of evaluating students’ academic performance, aimed at assisting teachers to gain
mastery of their subject and the modern methods of teaching it, help teachers to develop self —
confidence in providing leadership and maintaining class control, promote collabg ‘m?\»ﬁh
other teachers in finding solutions to problems of common interest, equip teach@ﬂ\ skills in
using audio- visual aids or in improvising such aids when they are nof%i able, involve
teachers in contributing to the development of educational objective@heﬂschool system and

make lecturers understand the function of education in the so@ well as its relationship to

social, economic and government structures. Thus, contents of any staff training and
development programme in the Polytechnics shoul ist of at least one more of the above-
mentioned activities. There are different ty, r approaches to staff development in schools

especially Polytechnics. They include: (reffesher courses, workshops, seminars, conferences,

exchange methods, professional w 'ti@visits to other schools, staff meetings, course of study at

Colleges of Education and p@@bate work at a University’’.

Some researchers staq%—service education methods at the school level includes workshops,
teachers’ meetin@(glinars) and conferences, interest study groups, exchange visits, classroom
visits by <Xads, demonstration classes, mentoring coaching, research, online training,
coll %@ networks and higher education. Other forms of training and development include
@tical leave and membership of committees. Some of the approaches are therefore evaluated
in this study to determine their impact on the job performance of lecturers namely: orientation,
mentoring, seminars, conferences, workshops, higher education training method sand ICT

training. Attitude of Lecturers towards Staff Development and Training Attitude refers to the
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lasting feelings, beliefs and behavioural tendencies directed towards specific people, group, idea,
issue or object. Some scholars define attitude as a learned predisposition to respond in a
favourable or unfavourable manner to a particular person, behaviour, belief or thing. In other
words, it is a tendency to evaluate people issues, objects or events in a certain way. They further
affirm that attitude has three main components and these are: emotional/affective Mh;lt
which implies how an object, person, issue or event makes a person feel; cog tl%mponent
which consists of peoples’ thoughts and beliefs about the subject and th XVioural which
implies how the attitude influence peoples’ behaviour. However, @@y.&rgue that it is the

affective or evaluative domain that differentiates attitude fron@ concepts as it is the most

indispensable aspect of attitude’!. &

They also state that the majority of the instrument,develop to measure attitude usually measure
the feeling of favourableness or unfavourz%l towards the object. Meanwhile attitude is
inferred from behaviour and cannot be\directly observed but help individuals understand a
complex world, guard their self- ; help people adjust and permit them to communicate
values. Thus, the attitude &rers towards staff development in the Polytechnics can be
described as how the Qel r.nent methods make them feel, that is, does it make them important
or connected to @ what can kind of beliefs do they have about it, and are they ready to
participate@y in staff development methods? It has been discovered by many researchers that
attit@%behaviour are not always aligned because a person may support an issue but may not
@ipate in its implementation. All attitudes are however formed, maintained and changed
according to certain scholars’ principles. They include: classical conditioning that involves
linking a product, event or service to something positive and operant conditioning which

indicates that attitudes that can be reinforced verbally or nonverbally tend to be maintained. Thus,
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it can be said that lecturers’ attitude towards training in general can be influenced by the
motivation and positive reinforcement they receive from their organizations. Motivation is a
crucial factor in achieving educational goals. Motivated teachers tend to display interest in

programme improvement activities, expand efforts to succeed and use innovative strategies to
achieve goals. %\Z

However, a study revealed that evidence of improvement in students learning omes may be a
predisposition to significant change and perceptions of teachers towards ;§ingn. He opines
that when teachers notice that an innovation enhances the learni %tud;\nts it can result in
significant changes in teachers’ attitudes and perception. Trai %s said to lead to change in
attitudes and vice versa. If teachers’ attitudes have no @ed, their attitudes towards training
may impede the transfer of knowledge and skills te\st ts. Many studies point to the fact that a
lecturer’s attitude or belief is one of severq@ﬂant factors which has significant impact on

their professional development. In Fedesal Polytechnics these factors may also play a role in

determining lecturers’ attitude %ﬁ@@velopment methods”.

Organizations are sadd&vlv\im) the responsibility of maintaining efficiency of staff through
various strategies @at promoting their development. However, there are challenges that
impede staff V@.ﬁment of administrative staff. A study found that factors were identified by
teachers hinder their active participation and interest in professional development
trail@. The identified factors were extra workload, insufficient time, absence of incentives in
;&ssional development trainings, much emphasis on theoretical aspects than practice, family
responsibilities, teacher’s conservativeness, lack of awareness regarding usefulness of training
and conflict with teachers working schedule. In addition, the types of organizational issues that

constrain training and development in tertiary institutions are the lack of top management
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support for the training and development, failure to provide adequate resources (finance, people

and time) required to implement the training and failure to understand the training needs.

The problems of staff development in Nigerian Civil service included the following: There is the
absence of systematic training despite the various reforms that emphasize this since late 1 Os in
Nigeria. Poor funding: This is reflected in the differences between budgetary p

actual funds released for staff training over several years. The curricula a d@ ds remain

0\

insufficiently attuned to job requirements. Poor utilization of tralne&or rs. Many public
proper consideration

servants sent for training hardly utilize their skills and knowledge.@‘o
for training needs. Some public officers are sent for trajni ithout consideration of the
relevance to present job or future posting. Lack of a &e training facilities. Use of quack
consultants. Most training methods have not d the desired results. Some of these
problems may also affect training and dey&&ent in the Polytechnics. In recent years’ job

satisfaction has received a great deal of aQrpion from economists and policymakers.

Traditionally, economists had distrustéd the use of subjective and attitudinal variables, but early
papers established that J&l’[l ction was related to a number of objective job features and was
able to predict cons@ces such as absenteeism and quits' In this paper we extend this analysis
by addressing&h@nain questions. First, does training affect job satisfaction? Secondly, does
trainin workplace performance either directly or indirectly through its effect on job
sati@ion? Thirdly, does job satisfaction affect performance, whether or not it is related to
traiffing? Training is one means of improving manpower utilization and thereby potentially
raising job satisfaction. Either or both of these may impact favourably on establishment
performance, and the purpose of this paper is to identify these mechanisms and their impact on

various measures of performance. There are a number of difficulties in establishing linkages
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between training and workplace performance, not least in measuring the latter, there being no
single definition. Various measures include productivity, product quality, financial performance,
pay rates, turnover, efficiency scrap rates, labour turnover, job creation, absenteeism, perceived
organizational performance and perceived market performance. Second, there is unlikely to be a

single generic cause of productivity or profitability; there are a number of ways in @%rms

can become successful, including re-skilling and work intensification. \@)

.\
respondents within an organization, who may not be able td%ess adequately relative

A further difficulty arises from the way data are collected. Many studk&‘eﬁeavﬂy on single
performance. The cross sectional nature of many studies alsoQ%%at the causal links between
the variables chosen cannot always be firmly establish e exception is a study that revealed
that after analyzing 13 countries in the Europea unity Household Panel (ECHP) 1994-
2001, found that job satisfaction tended tg% igher where there was access to workplace
training. The relationship between skill@sition and job satisfaction is not straightforward.
First, there is the distinction betwe eral and specific skills. The portability of general skills
may raise job satisfaction aﬁgle\asier to move to other jobs where satisfaction is higher. In
contrast, specific ski@n ;he worker to the firm and may reduce satisfaction by creating a
barrier to exit asworkers will lose a portion of the return on such skills if they move. This leads
on to th @ﬁ&&mn of the matching of individual skills and levels of education with job
requi éts If workers are mismatched in terms of skill and education requirements, this may

lo% job satisfaction, as evidenced in the earlier literature. In fact, most studies have focused on

over- and under-education rather than over-skilling and under-skilling.

Various researchers reported that after controlling for educational attainment, overeducated

workers were less satisfied, more mobile, participated less in training and earned less than
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adequately educated workers. In contrast, a scholar found no significant difference in job
satisfaction between over educated and adequately educated administrative staff in one of his
study on the job skilling. A researcher that uses the European Survey on Working Conditions,
found that involvement of workers in High Performance Work Organizations (HPWOs) was
associated with higher job satisfaction. Further, a skill index, derived from inform ﬁ\g tl.le
number of days of training paid for or provided by the employer had a positiv@ﬂgniﬁcant
effect on the 15 countries overall. Team Training: Through team training,?%l are trained to
problem-solve more effectively in groups, where observation and f@@k'ﬁre required during
the training process. Team training is often used in the indu@tor, government, and the

army. Specific team training strategies have been develop@zﬁ as cross-training, coordination

training etc.

Evidence shows that team training functiong@when it is theoretically driven. It concentrates
on the necessary skills, and gives traQegs realistic opportunities for feedback. Mentoring
Training: This can also be deliye rough mentoring. Mentors possess specific knowledge,
skills and abilities in probleﬁ&ng, conflict resolution, communication, defining objectives
and planning’*. Simu%'o "l."his is a popular way of delivering training and is commonly used
by businesses, \educational establishments, and military. Many simulators and virtual
environ e@a able to mimic terrain, equipment breakdowns, and movement, as well as
=

Vibr@y

n@ngs, which focus on a specific topic, with trainees being expected to get actively involved.

d visual cues. Seminars: These bring trainees together in small groups for regular

Seminars help staff to become more familiar with their job functions and more actively involved

in them. They also enable them to handle problems that arise on a regular basis. Field Trips and
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Tours: These give staff the opportunity to experience situations away from the workplace and to

obtain practical information about their job functions.

Few organizations use field trips as a component of training due to logistical limitations,
shortage of appropriate training materials, and unfamiliarity with the outdoors as a syitable
training environment. However, they can be useful for increasing motivation, per and
skills. They can help administrative staff to get a more obvious und nding of job
requirements. E-Learning: This refers to the use of information tec olo to enhance and
support education and learning processes and provides a Varle lear?nng strategies and
applications to exchange information and acquire skills. Pr learnmg enables people to
access to computer and internet to access E—learning s course material, academic and
nonacademic staff and to obtain high quality in ion and qualifications at an appropriate
time and place. The appearance of E—le@l at the beginning of the 21st century has
encouraged HR departments to prov1dQ}: specific learning that effectively and directly
benefits learners. Through access alnlng from their computers, trainees can also adapt
training to their daily hves ing is normally less expensive than other kinds of training. It
is self-paced, the conths on51stent it can be used anywhere in any time, it is easy to update,
manage and co@gr large numbers of people, and can assist organizations in enhancing
performa relatlon to the E-learning there are many academic and corporate training
insti %round the world currently employ learning management systems (LMS) to enhance
e@ng training methodologies with the introduction of virtual and mobile learning
environments. LMS involve a complex combination of participant administration, lessons,

courses, curriculum and file management, certifications and report builders, recovery solutions,

exams, quiz and assignment design, evaluation, communication tools, progress monitoring and

Ixxv



reports, authentication and enrollment methodologies, extension modules, payment integration,

social network tools, and email notification systems’.
2.1.3 Concept of Reward System

A good reward system is consistent with organizational goals, visions, missions a\wb
performance, the most obvious reward that individual gets from the jobs is in ths@(’)f pay.
Reward management is a motivational practice that business uses to reward rstrative staff
and success. Reward is a thing given to anyone because of his contribu&l.go the organization.
Rewards and incentives contribute to strategy implementation by %@ individual behaviour in
the organization’®. Reward also refers to all forms of ﬁn@ rns and tangible services and
benefits administrative staff receive as part of an employment relationship. Reward management
is about organizations motivating and compensa an employee for his or her service. It
doesn’t just concern pay/benefits but a @range of other non-financial benefits such as
recognition, learning and developme,gng‘)gst others. It aims at achieving the business goals by
encouraging, commitment, hig@mance, motivating and retaining administrative staff; it
equally aims at aligni&%)administrative staff” needs to the reward practices of the
business.!’Reward @emen‘[ is explained to be more involved with the strategies, polices and
processes tal&g:nkonsideration when an organization is recognizing or rewarding people who
contribu itively towards achieving the organizational goals. In other words, reward
maent is concerns the value given to the administrative staff who contribute with their
s&, experience and efforts to the success of the organization. Reward management is not only

financial rewards such as pay and benefits, but it also includes non-financial rewards such as

recognition, increased job opportunities etc’’.
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Total rewards concept was introduced in the early 1990s and the first model was introduced in
the year 2006 and later revised in 2006. The model is made up of five elements of reward which
include compensation, benefits, work life balance, performance and recognition, and
development and career opportunities. The concept of total reward and it illustrates how it
combines the two major categories of reward. The Transactional rewards being V%’ 1 ;e
financial rewards in the employment relationship. The Relational rewards are@ ible non-
financial rewards that are concerned with the work environment’®. A s%n suggests that
reward involves everything that employee’s value in the employme@ti?)nship and another
later agrees that total reward includes everything that adminig@ taff” value in working for
their employer. It was postulated that, reward systems in Q&%nization play three different but
related roles that are: motivating employee, retaini loyee and attracting employee, thus
making reward management an important for the overall employer branding”. It was
suggested that definitions of total rew@}\typically encompass not traditional, quantifiable
element like salary, variable pay @\eﬁts, but also more intangible non-cash elements such
as scope to achieve and exexi\&%%ponsibility, career opportunities, learning and development,
the intrinsic motivatio vided by the work itself and the quality of working life provided by
the organizationg‘)QJQ
The followi eys were postulated to developing reward programs: Identification of company
or groﬁ%a s that the reward program will support. Identification of the desired employee
ance or behaviors that will reinforce the company's goals. Determination of key
measurements of the performance or behavior, based on the individual or group's previous
achievements. Determination of appropriate rewards. Communication of program to

administrative staff8!.In order to reap benefits such as increased productivity, the entrepreneur
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designing a reward program must identify company or group goals to be reached and the
behaviors or performance that will contribute to this. While this may seem obvious, companies
frequently make the mistake of rewarding behaviors or achievements that either fail to further
business goals or actually sabotage them. If teamwork is a business goal, a bonus system

rewarding individuals who improve their productivity by themselves or at the expens@ﬁer

does not make sense.

Likewise, if quality is an important issue for an entrepreneur, the reward system that he or she
.\
designs should not emphasize rewarding the quantity of work acc@hed by a business unit.

Properly measuring performance ensures the program pays s of business goals. Since

rewards have a real cost in terms of time or money, s siness owners need to confirm that

performance has actually improved before rewardiag it."\Often this requires measuring something

other than financial returns: reduced defects@br customers, more rapid deliveries, etc®.

Lastly, in order for a rewards progr%ocog successful, the specifics need to be clearly spelled
out for every employee. Moti%&ﬁepends on the individual's ability to understand what is
being asked of her. Onc&thils\&)s been done, reinforce the original communication with regular
meetings or memo@oting the program. Keep your communications simple but frequent to
ensure staff mem are kept abreast of changes to the system. A reward system puts together
administ staff natural self-interests with the organization’s objectives and provides three
t le management control benefits, informational, motivational and personnel related.
@rds should catch the administrative staff’ attention and at the same time it works as a
reminder for the person in charge of what results should be completed in different working areas.

Organizations use reward systems to emphasize on which parameters their administrative staff

should exert the extra effort on by including them in their reward program. This is a good way to
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emphasize and convince the administrative staff of which performance areas that are important
and create goal congruence within the organization and signals how the administrative staff
should direct their efforts. To motivate is the second control benefit. People sometimes need an
incentive to perform tasks well and work hard®. Last but not least we have the personnel related
control benefit. Organizations give rewards for many different reasons e.g. %\;e
recruitment and retention by offering a compensation package that is competitiv@é market®?.
Reward systems refer primarily to things that employee value. It is importan ar in mind that
a reward system can contain both positive and negative rewards. ]@ge&ive rewards, often
seen as punishments, usually manifest themselves through @ nce of positive rewards.

Examples of positive rewards would be autonomy, pow‘e& increases, bonuses and some

negative rewards would be interference in job fr: eriors, zero salary increase, and no

promotion®*, (6

There are basically two types of re@ programs aimed at both individual and team

performance: Financial Rewar % certainly not the only form of reward, and it is not
ut

its use is so common that it deserves special mention™®>.

necessarily always the best o
People value money th efore making money an important form of reward. Monetary reward
systems can be ¢d into three main categories, performance-based salary increases, short-
term inc ans, and long-term incentive plans. The latter two rewards are common on

%evels and are often linked to performance during a specific time period®®. The first
(Qs often considered to be the greatest motivational factor of them all. Each and every
organization gives salary increase to administrative staff at all organizational levels. This is

normally a small portion of an employee’s salary, by has a significant value due to its long-term

perspective. Short term incentives in some forms are however commonly used in organizations.
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A cash bonus is usually based on performance measured on a time period of one year or less.
Why a company primarily uses a variable pay is to differentiate it among the administrative staff,
so that the most successful administrative staff will be rewarded. By recognizing the employee’s
contributions to the company it makes it easier for the organization to encourage excellent

N

performance. %
The administrative staff appreciate the possibility of receiving a reward for @ﬂ/t\brmance.

Using a variable pay can also be an advantage for the company in te s‘(ﬁisk—sharing. This
means that the expense for compensation varies more with companﬂ@“orm.;nce when the total
compensation is partly variable, making the cost lower whe @t is made and when there is
a profit this can be shared with the administrative staff, @r s based on performance measures
over time periods larger than one year are long terfa 1 tive rewards. By using this, a company
can reward administrative staff for their oug% ing work performance to maximize the firm’s
long-term value. This also works to attraQy\d retain key talented persons®’. Types of these can
be stock option programs, restrict ck plans or by a reward that is put in a bonus-bank that
change according to result an over several years. A stock-option program is usually when a
person is allowed to @aci(s in the future, but for today’s price. This is an attractive way of
rewarding a manager, because the manager would want the value of the stock to increase and thus
work har <\he long term goals and commitments instead of focusing on short-term profits.
An %antage with this type of reward is, since the manger does not yet own the stock, he or
s@dll still be taking risks with higher payoffs than they might had if they already owned them.
There does, however, exist one great disadvantage though with the stock-option program. A
manager does not have enough control over the value. Too many external and nonresponsive

factors influence the value, making it less appealing as an incentive®®,
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A very popular type of long-term incentive is some form of a restricted stock plan. This reward is
shares given as a bonus to the employee, however, they can only be sold after certain time period.
After for instance one year, the employee will be able to sell one fifth of the shares, after two
years he or she will be able to sell two-fifths and after three years three-fifths etc. this is a way to
retain competence within the company, not to motivate administrative staff, since if h;e
to end their employment before the fifth year, they will lose the remaining parts. @ﬁrms take
this even further by withdrawing the shares you already received®. Vari ay or pay-for-
performance is a compensation program in which a portion of a persq@.& considered at risk.
Variable pay can be tied to the performance of the company,@ Its of a business unit, an
individual's accomplishments, or any combination of th@an take many forms, including
bonus programs, stock options, and one-time aw significant accomplishments. Some
companies choose to pay their administrative.$taff less than competitors but attempt to motivate
and reward administrative staff using Q};\ le pay program instead. Good incentive pay
packages provide an optimal cha ea one that stretches administrative staff but remains in
reach. If too much is requ1r ach the goal, the program will be ignored. Bonus programs
have been used in @c&n business for some time. They usually reward individual
accomplishment Q frequently used in sales organizations to encourage salespersons to
generate a. al business or higher profits. They can also be used, however, to recognize
grou %mplishments. Indeed, increasing numbers of businesses have switched from

al bonus programs to one which rewards contributions to corporate performance at group,

departmental, or company-wide levels.

According to some experts, small businesses interested in long-term benefits should probably

consider another type of reward. Bonuses are generally short-term motivators. By rewarding an
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employee's performance for the previous year, they encourage a short-term perspective rather
than future-oriented accomplishments. In addition, these programs need to be carefully
structured to ensure they are rewarding accomplishments above and beyond an individual or
group's basic functions. Otherwise, they run the risk of being perceived of as entitlements or
regular merit pay, rather than a reward for outstanding work. Proponents, however, %h.at
bonuses are a perfectly legitimate means of rewarding outstanding performance@ﬁey argue

that such compensation can actually be a powerful tool to encourage future (%% el efforts®.

.\
Profit sharing refers to the strategy of creating a pool of monies to b@bursed to administrative

staff by taking a stated percentage of a company's profits. T nt given to an employee is
usually equal to a percentage of the employee's salary tsadisbursed after a business closes its
books for the year. The benefits can be providedei in actual cash or via contributions to

employee's 401(k) plans. A benefit for a coq@offering this type of reward is that it can keep
fixed costs low. The idea behind profit sharing is to reward administrative staff for their
contributions to a company's ac i@oﬁt goal. It encourages administrative staff to stay put
because it is usually structure&tp reward administrative staff who stay with the company; most
profit-sharing progran%e i;e an employee to be vested in the program over a number of years
before receiving\any*money. Unless well managed, profit sharing may not properly motivate

individ%%eceive the share anyway”!.
At

pirit (everyone pulling together to achieve that profit) can counter this—especially if it
& from the administrative staff and is not just management propaganda. Previously the
territory of upper management and large companies, stock options have become an increasingly
popular method in recent years of rewarding middle management and other administrative staff

in both mature companies and start-ups. Employee stock-option programs give administrative
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staff the right to buy a specified number of a company's shares at a fixed price for a specified
period of time (usually around ten years). They are generally authorized by a company's board of
directors and approved by its shareholders. The number of options a company can award to
administrative staff is usually equal to a certain percentage of the company's shares outstanding.
Like profit sharing plans, stock options usually reward administrative staff for stick@h&,
serving as a long-term motivator. Once an employee has been with a compa@)a certain
period of time (usually around four years), he or she is fully Vested in rogram. If the
employee leaves the company prior to being fully vested, those o ¢ ‘canceled. After an
employee becomes fully vested in the program, he or she c ase from the company an

allotted number of shares at the strike price (or the ﬁxe 1na11y agreed to).

This purchase is known as exercising stock opt1® er purchasing the stock, the employee

can either retain it or sell it on the open n\& ith the difference in strike price and market
price being the employee's gain in thtel).le of the shares. Offering additional stock in this
manner presents risks for both th pany and the employee. If the option's strike price is
higher than the market price 0f the stock, the employee's option is worthless. When an employee
exercises an option, t@o lf;any is required to issue a new share of stock that can be publicly
traded®?. The compa market capitalization grows by the market price of the share, rather than
the strik @ hat the employee purchases the stock for. The possibility of reduction of

%rmngs (impacting both the company and shareholders) arises when the company has
%ter number of shares outstanding. To keep ahead of this possibility, earnings must increase
at a rate equal to the rate at which outstanding shares increase. Otherwise, the company must

repurchase shares on the open market to reduce the number of outstanding shares. One benefit to

offering stock options is a company's ability to take a tax deduction for compensation expense

Ixxxiii



when it issues shares to administrative staff who are exercising their options. Another benefit to
offering options is that while they could be considered a portion of compensation, current
accounting methods do not require businesses to show options as an expense on their books. This

tends to inflate the value of a company.

?».
Companies should think carefully about this as a benefit, however. If accounting @re to
become more conservative, corporate earnings could be impacted as a res@ -Financial
Reward: Be given a thank you from your manager or to receive gratitu f‘rﬁq/our co-workers
are both examples of non-monetary rewards®>. Monetary rewards a(sé@en azcused of being too
short-termed, and not creating a long-term commitment whi rmally what you want from
your administrative staff. To achieve long-lasting m &n for the administrative staff the
organization must pay attention to both the financial and-the non-financial motivators, in order to
provide the best mix. Individual-based vs. ﬁbﬂsed rewards. For a group reward to provide a
direct incentive effect, the employee to whom the rewards are promised has to believe that they
can influence the performance ch the rewards are based on to a significant extent™.
Achieving something as part of”a group usually strengthens the ties between co-workers.
However, if someone%b 1’.1 part of the group without contributing in the same way as the rest,
usually creates gteat dissatisfaction among the rest, and teaches administrative staff that they get
rewards w@ input. This phenomenon is called the free-rider-problem. In many projects and
co %t is not possible to carry out a task by yourself but the task-completing-process is a
@SS though the company, engaging many different people. In these cases, a group-based

reward is preferable since everyone has pulled their weight, although it is hard to see the

individual impact. Individual-based rewards often lead to sub-optimization. When introducing an
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individual based reward system, administrative staff tend to concentrate on their own

performance instead of the company’s performance as a whole®’.

One wouldn’t want to ask his or her colleague for help because of not wanting to share the
reward together. This leads to being satisfied either a result that is not good enough 1 1ns ad of
sharing knowledge to achieve better results with more competent co — workers t 0 the
task. However, an individual-based reward creates the greatest motivation a d@ncentlves
for the individual®®. Motivation of an employee is increased when 1s/‘l§esponsibility is
increased because when such occur in an organization, an employee@app.r\eciated and skillful.
When in a group, people learn from each other, creating more positive actions, and
also gets more effective””. When a group is being re@ with monetary value, this often
creates an intrinsic reward for the group-membe use they feel satisfied with the feeling
that they have performed something extraoré@The two kind of rewards are also combined in

some cases which is done by basing the sz eward on group performance, and the individuals’

shares of this reward on indivi% rmance’®. As more small businesses use team structures

to reach their goals, manM

departments and indiv%i ;

epreneurs look for ways to reward cooperation between

Bonuses, pr tgdring, and stock options can all be used to reward team and group
accompli ts. An entrepreneur may decide to reward his administrative staff individually or

) or a combination of the two. Rewarding administrative staff in group is determined by

teatti performance where individual rewards received on the basis of this performance. Though,
this system motivates employee individually towards achieving the goal of the organization, they
disadvantage is that they tend to reward the under-preforming staff along with the average and

above — average performing staff. Therefore, a reward system which recognizes individual
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achievements in addition to team performance can provide extra incentive for administrative
staff. Performance appraisal is indispensable to any organization. This is because organization
needs to assess its administrative staff” performance so as to determine whether acceptable
standard of performance is being maintained. This means that an organization has to set
performance standards by which administrative staff’ performance can be measured@ ee

performance appraisal is a measure of how efficiently and effectlve@%yee use

organization’s resources to achieve his task and duties for organization’s goa met®,

Performance management systems help aligns individual performé\Wlth the organization’s
strategy. Performance needs to be appraised, assessed and '%0 ed regularly to ensure that
performance goals are met. Furthermore, effective i %ﬂng performance with strategy, a

performance management programme 1 orate the following: Performance

shoul
management programme should play three{@f strategic roles. They are first and foremost
developmental in nature, allowm zations to 1identify deficiencies in employee

an evaluative function, mak

performance, and to correct thes tralmng Likewise, performance assessment also plays
1 ganizations to reward good performance, and 'punish' poor

performance when neﬁ F inally, performance management programme allow organizations
to establish the l{% of other practices in the organization, such as selection. Attention needs
to be giv h type of evaluation method used as part of the performance management system.
Suc %1 can be either outcomes- or process based. An outcomes-based evaluation focuses
%y on the deliverables, and is based on objective, verifiable results, while a process-based

appraisal relies on assessing how the work is done, and is based on judgments about an

individual's ability.
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The former includes measures such as management by objectives, while the latter concerns
rating scales and the likes. Generally, combining both methods produces the desired outcome.
An organization must be careful in order to assess performance accurately and fairly. Therefore,
those that rate administrative staff must be careful not to fall to the various judgment-based
errors, which incorporate the halo effect, strictness, leniency, central tendency and bi «& 1;1,
the management must understand who carries out the appraisal for a strate@}niﬁcance.
Multirotor or 360° Feedback, which integrates input from different sources @i g supervisors,
colleagues, self-evaluations, and essentially, customers have growq@opu.\larity of late. This
type of system has the advantages of checking the raters’ eﬁ@l ioned above. Result from
any type of assessment must be timely and instructive, m&%*eference to both the improving
the needed aspects and also to strengths in each st ormance. Managers are supposed be
trained to rate and provide assured feedback tention must be paid to appraisal and feedback
in diverse environments where differ@phasis may be given to different aspects of
performance. Increasingly public @nstitutions are recognizing the essence of performance

appraisal as being essential i@ng effective human resources management practices'.

Performance appraisa‘%%s;st in identifying the development needs of each staff and map out
routes to career ddvatteement and progression. This information could also be used in reassigning
new task @inistrative staff, helping the company to have a constant supply of talent. This is
imp@§as the organization must know where it has leverage which workforces and areas of
business have the highest strategic effect and are critical in maintaining the peculiar abilities of
the company. While constructing a reward system there are certain criteria to consider, and
commonly these are considered in most outspoken reward systems. A reward can be either an

addition, meaning that the employee has a normal salary, and the reward. Corporations have
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different life-stages, and depending on where the corporation is at the moment it has different
needs and this affects the reward system, needed for agreement. What objectives the organization
have in regards of income and progress are the features you measure to ascertain if
administrative staff are to be rewarded or not. This usually entails a bread-down of the objectives,
making them easier to measure and more understandable for the administrative sta@;e
you also need to show them how their attitude affects the measured goals and @We& Here
the incentive system becomes a tool for management control and the choice ich goals you
measure is essential, since these are the ones the administrative s@&l})ut their focus on.
Sometimes a financial reward is given based on individual @ epartments’ performance,
although the company has losses. This can be avoided b% a threshold requirement for the
whole company, which then needs to be fulfill e a bonus can be paid out in any
departments. Factors such as when and how t ward should be paid out and if there should be

a roof (a higher limit of the reward-am@are things that always should be specified while

designing the system. The connecti @ween performance and rewards are the goals set and the

performance measured in coa@é these goals!®!.

There are two types @@ures, financial and nonfinancial, although both are usually used; the
financial reward s t ost common. A company needs to understand what runs their returns to

be able t @a e the factors that create it. Financial measures, such as return on investment,
%

tend@

s@as quality on the other hand, could be used by the company for long-run financial

short-term which makes them partially sub-optimized. The nonfinancial measures

performance. Financial measures are still however, very important since they correlate with the
primary objective of companies, profit. A performance measure’s purpose is to both make the

administrative staff focus on what is important, but also to be able to see and react when
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something is wrong. One way of connecting the non-financial measures and goals with the
financial is by using a balanced scorecard for example. One definition of a goal is a description
of a wanted, future state. This is usually an overall vision, that gets broken-down to different
levels in the company, and if this process functions as it should, even at the lowest level and in
the tiniest goals, there exists congruence with the vision. A theory developed by so &E?&l.rs
suggest that motivation and performance increases when people set specific and @% goals,
when the goals are difficult but accepted and when there is some kin edback on the

performance. This makes the participation of goal setting impo@i.\)ing the employee

possibility to influence his goals. A combination of internal %: al factors can influence,

directly or indirectly, the rates at which administrative stai@%idm.

The internal factors that influence wage rates are the loyer’s compensation policy, the worth
of a job, an employee’s relative worth in n@ob requirements and an employer’s ability to
pay. Employer’s Compensation Policy: a mnimum, both large and small employers should set
pay policies reflecting (1) the int way relationship among jobs and skills levels, (2) the
external competition or an emiployer’s pay position relative to what competitors are paying, (3) a
policy of rewarding e@o e. performance and (4) administrative decision concerning elements

of the pay sys mQ overtime premiums, payment periods and short-term or long-term

incenti%Q

Wo@f a Job: organizations with formal compensation programs, however, are more likely to
ml?on a system of job evaluation to aid in rate determination. Even when rates are subject to
collective bargaining, job evaluation can assist the organization in maintaining some degree of
control over its wage structure. The jobs covered most frequently by job evaluation comprise

clerical, technical and various blue-collar groups whereas those jobs covered least frequently are
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managerial and top-executive positions. Employee’s Relative Worth: in both hourly and salary
jobs, employee performance can be recognized and rewarded through promotion and with
various incentive systems. Superior performance can also be rewarded by granting merit raises
on the basis of steps within a rate range established for a job class. Employer’s Ability to Pay:
thus an organization’s ability to pay is determined in part by the productivity of its ad 'ﬂs‘kt»i\:e
staff. This productivity is a result not only of their performance, but also of the a@)of capital

the organization has invested in labour saving equipment. ‘%

.\
Economic conditions and competition faced by employers can alsd%giﬁcantly affect the rates

they are able to pay. The major external factors that influen rates include labour market
conditions, area wage rates, cost of living, and collecti hgalning if the employer is unionized
and legal requirements. Labour Market Conditiegs: labour market reflects the forces of
supply and demand for qualified labour Wit@rea. These forces help to influence the wage
rates required to recruit or retain com @g administrative staff. However, there are counter
forces that can reduce the full impa supply and demand on the labour market. The economic
power of unions, for exam&
unemployment is hi

i@g union members. Area Wage Rates: a formal wage structure should

y prevent employers from lowering wage rates even when

provide rates that arein line with those being paid by other employers for comparable jobs

within th . Importantly, data from area wage surveys can be used to prevent the rates for
job sifting too far above or below those of other employers in the region. Wage-survey
d ust also take into account indirect wages paid in the form of benefits. Cost of Living:
because of inflation, compensation rates have had to be adjusted upward periodically to help

administrative staff maintain their purchasing power.
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Employers make these changes with the help of the consumer price index (CPI). Changes in the
CPI can have important effects on pay rates. Unless adjustments are made periodically in
employee base rates, the desired differential between higher and lower-paying jobs will
gradually be reduced. Collective Bargaining: one of the primary functions of a labour union is to
bargain collectively over conditions of employment, the most important of; \Eﬁs
compensation. The union’s goal in each new agreement is to achieve increases(i wages —
wage increases larger than the increase in the CPI thereby improving the p@ ing power and

standard of living of its members. The agreements negotiated by p@ﬂe’ﬁd to establish rate

2.2. Theoretical Review and Framework \QQ)
2.2.1. John Campbell Theory @

Job performance assesses whether a pers <p%‘forms a job well, job performance academically
@

patterns within the labour market!%,

as part of industrial and organizaj@ ychology, also forms a part of human resources
management. Performance is %%rtant criterion for organizational outcomes and success.
John P. Campbell desc%lj})performance as an individual — level variable, or something a
single person doe@is differentiates it from more encompassing constructs such as
organizationa e§aﬁmance or national performance, which are higher-level variables. There are

several ké tures to Campbell’s conceptualization of job performance which help clarify what

job @‘ rmance means'%,

First, Campbell defines performance as behaviour, which is something done by an employee.
This concept differentiates performance from outcomes. Outcomes result partially from an
individual’s performance, but they are also the result of other influences. In other words

Campbell allows for exceptions when defining performance as behavior for instance, he clarifies
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that performance does not have to be directly observable actions of an individual. It can consist
of mental productions such as answers and decisions. However, performance needs to be under
the individual’s control, regardless of whether the performance of interest is mental or
behavioural. The difference between individual controlled action and outcomes is best conveyed
through an example. In a sales job, a favourable outcome is certain level of rene@e‘d
through the sales of something (merchandise, or some service such as insuranc@x’enue can
be generated or not, depending on the behaviour of administrative staff. the employee
performs this sales job well, he is able to move more merchande &er certain factors
other than administrative staff” behaviour influence revenue gg@ For example, sales might
slump due to economic conditions, changes in customer %v?ces production bottlenecks, etc.
in these conditions, employee performance can be a , yet sales can remain low. The first is

performance and the second is the effectivene that performance. One can decouple these two

because performance is not the same as e@}/eness

Another closely related constru uctivity. One can think of productivity as a comparison
of the amount of effectiven %t results from a certain level of cost associated with that
effectiveness. In oth ords, effectlveness is the ratio of outputs to inputs; those inputs being
effort, monetary Qspesources, etc. Utility, another related construct, is defined as the value of
a particu l of performance, effectiveness, or productivity. Utilities of performance,

effe s and productivity are value judgments. Another key feature of job performance is
th has to be goal relevant. Performance must be directed toward organizational goals that are

relevant to the job role. Therefore, performance does not include activities where effort is

expended toward achieving peripheral goals. For example, the effort put toward the goal or
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getting to work in the shortest amount of time is not performance except where it is concerned

with avoiding lateness.

Despite the emphasis on defining and predicting job performance. It is not a single unified
construct. There are vastly many jobs each with different performance standards, job
performance consists of more than one kind of behavior a study proposed an eight odel

of performance based on factor analytic research that attempts to capt%% rs of job
1

performance existence across all jobs. The first factor is task specific behaviours which include
'\

those behaviours that an individual undertakes as part of a job. 'R@lre the core substantive

tasks that delineate one job from another. On the other han -task specific behaviours, the

second factor are those behaviours which an individu g@quired to undertake which do not

pertain only to a particular job. Returning to the\s person, an example of a task specific
behaviour would be showing a product to ag@i@l customer. A non-task specific behaviour of
a sales person might be training new st embers. Written and oral communication tasks to
activities where the incumbent i ted, not on the content of a message necessarily, but on

%ﬁver the communication. Administrative staff need to make

the adeptness with which th

formal and informal @@l written presentations to various audiences in many different jobs in

the work force. < Q)

An indi performance can also be assessed in terms of effort, either day to day, or when
th extraordinary circumstances. This factor reflects the degree to which people commit
&selves to job tasks. The performance domain might also include an aspect of personal
discipline. Individuals would be expected to be in good standing with the law, not abuse alcohol,

and so on. In jobs where people work closely or are highly interdependent, performance may

include the degree to which a person helps out the groups and his or her colleagues. This might
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include acting as a good role model, coaching, giving advice or helping maintain group goals.
Many jobs also have a supervisory or leadership component. The individual will be relied upon
to undertake man or the things delineated under the previous factor and in addition will be

responsible for meting out rewards and punishments. These aspects of performance happen in a

face to face manner. %\z
Managerial and administrative performance entails those aspects if a job W}%@he group

or organization but do not involve direct supervision. A managerial task would be setting an
organizational goal or responding to external stimuli to assist a @n ac.;lieving it goals. In
addition, a manager might be responsible for monitoring gr individual progress towards
goals and monitoring organizational resources. Ano H&xonomy of job performance was
proposed and developed for the US Navy. Thi | is significantly broader and breaks
performance into only four dimensions. T@@ented behaviours are similar to task-specific
behaviours in Campbell’s model. This di@g}swn includes any major tasks relevant to someone’s
job. Interpersonally oriented beha are represented by any interaction the focal employee
has with other administrative Staff” These can be task related or non-task related. This dimension
diverges from Campb%’s .onomy because it includes behaviours (small task, socializing, and
so on) that are fpt targeting an organization’s goal. Downtime behaviours are behaviours that
administr, ff engage in during their free time either at work or off-site. Downtime

that occur off-site are only considered job performance when they subsequently

2@ job performance (for example, outside behaviours that cause absenteeism)!'%.

In addition to these model dividing performance into dimensions, others have identified different
types of behaviours making up performance. Another way to divide up performance is in terms

or task and contextual (citizenship and counterproductive) behaviours. Whereas task
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performance describes obligatory behaviours, contextual behaviours are behaviours that do not
fulfill specific aspects of the job’s required role. Citizenship behaviours are defined as
behaviours which contribute to the goals of the organization through their effect on the social
and psychological conditions. Counterproductive behaviours, on the other hand, are intentional
actions by administrative staff which circumvent the aims of the organization. A r B&h&y
also suggested determinants of performance components. Individual differences(o ormance
are a function of three main determinants: declarative knowledge, proceﬂ%\ owledge and
skill, and motivation. Declarative knowledge represents the knq% “of a given task’s

requirements. For instance, declarative knowledge includes@ledge of principles, facts,
@o explain how learning is regulated and how

As described by a scholar, action theory Q
people can change their behavior ically meet objectives in normal and/or unusual

situations. Situated and scienti@ng methods involve novel situations and require trainees

ideas'?’.

2.2.2 Action Theory of Training

to be creative to some %lt.\@%ntrary to many cognitive and information processing theories,
action theory is li@o behavior and specific working contexts and outcomes. It is also
concerned wi gﬂ)processes involved in the interaction between environmental inputs and
behavior4 one hand and how cognition regulates behavior and performance on the other
hachcording to a scholar, action theory is a systematic tool for understanding how
knowledge of cognitive processes in a performance situation is regulated by using the focus,
sequence, action structure components and the foundations of the theory which interact
dynamically. The action structure is the most important component in relation to scientist

processes. Through sensitivity to the complexity of the learning process, instructors can manage
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learner expectations to reduce information overload. After trainees feel more comfortable with

the scientist model, they often try to apply it to other problems in the workplace!®®.
2.2.3 Equity Theory of Reward System

Equity theories recognize that individuals are concerned not only with the absolute arpo\%bf
rewards they receive for the efforts, but also with the relationship of this amount l@f others
receive. Based on one’s inputs such as effort, experience, education and ¢ ce, one can
compare outcomes such as salary levels, increase recognition and o&%‘a&tors. When people
perceive an in-balance in their outcome-input ratio relative to %@ ension is created. This
tension provides the basis for motivation, as people strive @f they perceive as equity and
fairness. This study therefore adopted Equity theory. Nleory was adopted on the basis of its
emphasis on rewards and performance which awe the key variable under this study. The Equity
theory postulates that administrative staff achieve a balance between inputs or efforts and
outcomes or rewards received or unafiticipated. This entails that in a tertiary institution system
where employee benefit comp@o*, recognition or incentives are equitably distributed and
consistently provided th wlo%)force tend to put more efforts in terms of carrying out their
assigned roles, dutVQ d responsibilities. Equity theory, also asserts that administrative staff
input take th og.éf work volume and quality performance, knowledge, compensation, praise
and adv %:nt in opportunities. In every organizational setting the employee compare his or
her @t/outcome ratio with the perceived ratio of others in a social context and if the employee
l&/es there is a sense of inequality the theory posits that the employee adjusts his or her effort
to bring things into harmony. This means that the administrative staff normally adjust their
behavior to attain equilibrium through withdrawal, reduced input, cognitively adjust his or her

perception or by addressing the situation with the employer. According to a researcher, equity
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theory is anchored on three principles of fairness to perception applied to organization settings.
These principles are distributive justice or the perception of equality of an individual outcome,
procedural justice or the fairness of the procedures used to determine one outcome and lastly,

interactional justice which is the perception that administrative staff has be treated with dignity

and fairly!%. ?\
y S
§

23 Review of Empirical Studies

2.3.1 Training and Job Performance @%

The effect of non-monetary incentives on administrative staff’ '@formance has empirically
been proven. Praise and recognition are effective ways of % ting employee behavior in the
organization as they are considered the most im \(ewards“o. Non-monetary incentives

which are represented by recognition, lea opportunities, challenging work and career
advancement, have been found to be ar@(%ﬂ(re tool in motivating workers and consequently
increase their performance'!!. This ingentive is highly appreciated probably due the opportunity
it offers in terms of skill dev@f the workers which in the long run could be translated to
higher monetary reward&'{n' arly, the impact of financial and non-financial incentives for food
sectors in the ce @&‘mlian region in Turkey and found that both financial and non-financial
rewards are(%)ortant elements of job performance. Nonetheless, monetary rewards are
consid ore important in terms of motivating workers to increase their performance

d to non-monetary rewards''?. The impact of the fair reward system on administrative

staff™ job performance among administrative staff of an oil company in Nigeria and conclude

that fair implementation of rewards significantly influenced employee job performance!!3.
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Individuals, who experience burnout in their work, typically do not feel fulfilled''*. They also
tend to have negative outlooks, and they also approach the tasks at hand with less vigor and
dedication. Poor remuneration is related to profits made by organization. Wage differential
between high and low income earners was related to the low morale, lack of commitment and
low productivity!'!'>. There is a statistically significant relationship between r. }(?Zr;d
recognition respectively, also motivation and satisfaction!!®. The study revealez@ if rewards
or recognition offered to administrative staff were to be altered, then ¢ would be a
P

corresponding change in work motivation and satisfaction. In an Qﬂ%‘l research, which is

based on data from 34 stores of a major retailer over 77 %’ , supports the theoretical

prediction that stores that implement an incentive plan wi ience a positive impact on sales,
profit and customer satisfaction!!’. The use of ring was positively associated with
higher productivity in an analysis of 841 acturing establishments!!®. Motivation among

Nigerian workers using a sample of Q})V of high and low occupational levels'!®. The
hypothesis that low-income work @ be intrinsically motivated was not confirmed, and the
Eer will place a greater value on intrinsic job-factors than

expectation that higher inco@?f

low-income workers so not confirmed. This shows clearly the extent of value placed on

extrinsic job fact@

2.3.Q(eward System and Job Performance

Human resource management is gaining momentum in contributing towards organizational
performance in the current years worldwide, particularly in the perspective of public sector
organizations'?’, To survive in the current globalized world, it has become imperative for

organization to formulate viable policies and practices to maximize employee job performance
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and without that it is hard to enhance productivity of the organization and maximize its
employee’s efficiency in a unique way'?!. This is the only way for gaining competitive edge'??.
Employee job performance refers to those behaviors which can be scaled and measured and are
performed within the workplace and subject to the outcomes of their activities and work!%.
Employee job performance can be taken in the perspective of those factors, i.e., }@Xz;s
which have direct impact on such relationship. Historically, human resour@%agemen‘[
practices (recruitment and selection, training and development, performance ation, rewards,
and compensation) have been tested and adopted for getting o@ve advantage in the
western world but nevertheless in Pakistan'?®. Generally, past % | research results are not
conclusive about the relationship of HR practlcaQ%) employee job performance.

Notwithstanding, administrative staff job perform cons1dered vital factor in success of

organizations, however, limited studies inyéstigated the direct effect of HR practices on

administrative staff” job performance'**. ( \

Training and development is used important tool which provides administrative staff with
the knowledge, skills and abilitieS and also modifies their behaviors and attitudes to perform
efficiently both in Qp s.ent and future'?. It helps in increasing the performance of
administrative st@u at individual and organizational level'?. It is highly critical for every
organizat (@ meant to modify not only skills, attitudes and behaviors of administrative staff
but %ke them adapt to new technology which in turn increases the efficiency of both
in%dual and organizatio'?’. Researchers have found positive relationship between training and

127 Anyhow, most of these studies have

development and administrative staff job performance
been conducted in industrial organizational settings while less attention has been given to such

relationship in higher education sector!?
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In a research on the effect of training and development on organizational performance. The study
used secondary data. Four hypotheses were developed to see the impact of all the independent
variables on the overall Organizational Performance. The results show that training and
development, on the job training, training design and delivery style have positive significant
effect on organizational performance presented a report on the impact of training (an Xhl.al
education) investments on company productivity and other performance indicatc@:v)g a metal
analysis. The study yields a clear result that investment in training have a pcﬁ% and significant
impact on company performance indicators. This result confirms tk@ﬁ&le attributed to the
investment in skills in the European strategy for smart and sustai g&rowth, Europe 2020, and
the initiative agenda for new skills and jobs'*’. Provide adk%? understanding of the effects of
training on organizational-level outcomes by revie Xresults of previous studies that have

investigated the relationship between training“and human resource, performance, and financial

outcomes. ( \

The results of meta-analysis from ‘Giffefent studies suggest that training is positively related to
human resource outcomes z&anizational performance but is only very weakly related to
financial outcomes. @e Z)re, training appears to be more strongly related to organizational
outcomes when antched with key contextual factors such as organization capital intensity
and busi <%@tegy, in support of the contingency perspective. Further, training is related
indﬁd tly to organizational outcomes in support of the universalistic perspective of strategic

31 A researcher

himgn resource management rather than a configurationally perspective!
collected data from each of the 9439 permanent, salaried administrative staff of a large high

technology manufacturing firm to assess the effects on employee turnover of the organization’s

investment in employee development via a tuition reimbursement program. Investment in



training via tuition reimbursement decreased turnover while administrative staff were still taking
classes'32. A scholar conducted a study to determine if productivity is a driving force for
investment in training and management development in the Banking Industry in Nigeria. The
study relied on both qualitative and quantitative analysis of data, using descriptive and inferential
statistics. The entire staff of the 25 commercial banks as at 2007 in Nigeria was the p MRH»;f
the study and a total of 320 questionnaires were administered. The study found @Qductivity

is really one of the driving forces for investment in training and managemen‘l%e opment'?3,

.\
A scholar studied the effects of training on employee productivity.@aper provides a review

of the current evidence of such a relationship and offers s ions for further investigation.
They reviewed extensive the literature in terms of @h findings from studies that had
attempted measuring and understood the impact aining have on employee productivity
across various sectors. The focal point of Qﬂ%iew was on training practices and employee
productivity and their rela‘uonshlp134 Th come of their findings varied. While some studies
reported a positive association.b n training and employee productivity, some reported
negative and some no assoc &whatsoever Some negative impacts were identified about
training on firm perfetrhanee, and they outline possible reasons for their finding. According to
them, responses o tlte’survey were given during a period of financial difficulty, as reflected in
the tende @ duce training budgets as a relatively easy way to cut expenses in the periods of

slac d. Where firms offer more training, they may be doing so in an inadequate manner,
el% because they train in the wrong areas or because they do not follow up on the training to
ensure good results. They argue further that it is clear that the link between training and

productivity is a complex one, and there may be many external variables which interplay to

determine the nature of the impact that investment in training has on business performance. The
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missing link may be in linking training investment to other business performance mechanisms,
such as ensuring delivery of training that is matched to overall business objectives. They
concluded that it may be that the training-productivity link is weak because it has not been
understood in a broader context. A researcher conducted a study on the effect of on the-job
training on Intercontinental bank workers. The study revealed that training bri \gh.er
confidence on workers, enriches employee’s knowledge and increased performa@ﬂ , creates

greater efficiency and effectiveness, increases productivity and leads to high%&itability.

The study further revealed that there exists a direct relationship b @mar?power training and
productivity of Bank workers'3®. A scholar examined the r aining and development on
workers’ productivity in both public and private organi ﬁs in Nigeria. The study also pointed
out the problems of human resource management\a ersonal manager. The study concluded
that training and development is a long t@ﬂ%&] very sensitive function of an organization.
Finally, the paper recommended that @ implementation of training enhances individual

performance and productivity'3’

archer conducted a study on human resource training,
organizational strategy and fi rformance in Vietnam. First, the study confirms that a positive
relationship between Qﬁ .and firm performance exists, not only at the level of the individual
employee, as de@gated in previous studies, but also at company level. More specifically,
training improve the knowledge, skills, abilities and behaviour of administrative staff
lea%‘[ ositive organizational performance. The major findings indicate that companies that
i@mented training in 2006 have increased sales, productivity of manufacturing companies by

0.18 percent. The manufacturing companies that implemented training methods after 2005 found

it lead to an increase of 0.32 percent in total sales and productivity per year between 2005 and
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2006'38. They concluded that companies should pay more attention to human resource training

policy if they wish to succeed.

2.4 Conceptu Q@nework

The beh@ceptual Framework shows the relationship between the study variables and the

s of measurability are indicated. The arrows show the direction of influence.

Independent Variables Dependent Variable

Training Method

e Seminar

e Mentoring ciii

e Team Training



Emplovee Job

% Performance
e Quantity of Work
_ H3 e Quality of Work

e Time Management ?».
Reward System —Hol @

e Financial ‘%\0
¢ Non - Financial (6 "

Figure 2.1: Conceptual Framework \QQ)

Source: Researcher’s Conceptual Model, 2021 @
The conceptual framework in figure 2.1 illust@ the model has two variables, which are:

training method, reward system and i;'\ rformance. John Campbell Theory of Job
Performance identified measures 1@ or this study which includes; Non-task Specific
Behaviour, Task Specific Be@ Communication Task and Personnel Discipline. The
selection of the model i&ase.d on the belief that, people’s self-belief in their ability to perform
specific tasks and t@oun‘[ of effort they would like to put on a particular task, the time they
persevere at @% hen facing difficulty will go a long way in influencing their motivation or
task p ce in this case job performance. This study has two independent variables;
trai having administrative skills and electronic office equipment handling skills as it
measures while reward system has financial and non — financial reward system has it measures.
The conceptual framework illustrates the impact of training, reward system on job performance
of administrative staff in private Polytechnics in Ibadan. Equity Theory which has financial and

non — financial system was used to measure reward system. Therefore, this study will test the
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influence of reward system on the performance of the administrative staff in the private
Polytechnics in Ibadan (Hol), it will also test the relative influence of training on administrative
staff job performance in the Polytechnics (Ho2) and also test the combine influence of training

and reward system on administrative staff job performance in the said Polytechnics (Hy3)

2.5 Summary of Gaps in Literature Reviewed %\?\
This chapter highlights scholars’ opinions about the topic of this research whin&'s%)inﬂuence
of training and reward system on job performance of administrative staf; irﬁ'vate polytechnics
in Ibadan, Oyo State. The review shows the importance of traini %e\?vard system on job
performance of administrative staff in organizations especiall sectors. The review on the
conceptual framework has clarified the concepts (trainin%w rd system and job performance).
It shows the relationship between the dependent vari job performance) and the independent
variables (training and reward system). ‘,6

The review focused on what training, is “globally, discussed to Africa, Nigeria and to
administrative staff of education l@tions considering how they are effective and efficient in
administrative management improve job performance. The concept also accessed office
equipment handling @t’administrative staff of educational institutions by looking into it
effectiveness an@ency so as to improve staff performance which will eventually increase

job perforr@%This is a gap that this study intends to fill.
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Chapter Three

Methodology
This chapter presents the methodology used in this stu @ludes the research design
strategies employed, population, sample, data collectio ﬁ& peration of variables.
3.1 Research Design
This study adopted descriptive survey rese @n to determine the influence of training and
reward system on job performance of d rative staff in private Polytechnics in Ibadan. The
advantage of the design is robus e%w respect to distribution of data is easy to compute the
detailed information that can rived from the test; it is used in studies for which parametric
assumptions cannot béyhet, I;d its flexibility in handling data.
3.2 Populatl e Study
The po% thls study consists of one hundred and sixty-two (162) administrative staff in

priv, echnics in Ibadan which are faculty officers, and office secretaries.

: Table 3.1 Population of the Study

S/N School Population
1 American Polytechnics, Ibadan 41
2 Ibadan City Polytechnics, Ibadan 62
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3 Highland College of Technology 59
Total 162

Source: Field survey, 2022

&

The sample size of this study is one hundred and sixty-two (162) adm %itra ive staff of private
ba

33 Sample Size and Sampling Technique

Polytechnics in Ibadan which include American Polytechnics, Iba an City Polytechnics,
Ibadan and Highland College of Technology. Total enumera ®, d for the sample size since

the population is not much.

3.4 Description of the Research Instrument @

The items for the instrument gathered t h elated literature review and adaptation from
questionnaires that have been used b ‘gﬁresearchers. Both face and content product validity

were done with the input 0f®pervisor and other experts in the field of information

management. Correction % ere incorporated in constructing the final questionnaire and
d

were given out to tt@

3.5. Rellabl Instrument

ents for the study.

The res@ subjected the questionnaire to a reliability test to check internal consistency of all
asuring each variable in the study. The reliability of the instrument was done through a
pilot study using 30 copies of the questionnaire which was administered to administrative staff of

The Polytechnic, Ibadan which were not part of the study.

3.6 Method of Data Collection
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A primary data was collected to address the objectives of the study through a structured
questionnaire in line with existing literatures. This instrument works well with a descriptive
survey research mainly because it supports the collection of data regarding opinion and
perception of respondents at a point in time on current issues. A letter of introduction and project
attestation form was obtained from the Department of Information Management, M%;y
University which was used to gain permission to conduct the survey from the m ent of the
private Polytechnics in Ibadan (American Polytechnics, Ibadan, Ibadar%& Polytechnics,
Ibadan and Highland College of Technology). A two (2) day training@o'ﬁducted for five (5)
research assistance to ease the administration, retrieval an %l sorting of copies of the
questionnaires. The researcher and research assistants w@%&rith the HR of the institution to
ensure confidentiality of their responses while b them on the need for adequacy of

responses and advantages embedded in th(exféiings of the study. In all 162 copies of the

questionnaires were administered. ( \
3.7 Data Analysis ?»:

Data collected were anKiej}\ll;sl g descriptive and inferential statistics. Descriptive statistics
t1on,

(mean, frequency dis standard deviation and percentage) were used to analyze research

question one to @ Inferential statistics of linear regression was used to test the formulated

hypoth@el of 0.05 level of significance.
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Chapter Four

Results and Discussion of Findings \z
This chapter presents results obtained from the study as well as discussion @sented
results. It is arranged in the following sub-titles: %\v

4.1 Presentation of Results on Demographic Characteristics of Respenden "
4.2 Presentation of Findings on Research Questions %

4.3 Test of Hypotheses @

4.4 Discussion of Findings q

4.1 Presentation of Results on Demographic Cha ristics of Respondents

Table 4.1: Demographic Characteristics o(féiagondents

S/N Demographic Data ,x\\ Frequency Percentage

1 Gender Male \)y 153 47.1
F 172 52.9

2 Age of Responden s@% 19 5.8
&) 6-30 14 4.3

. 31-35 12 3.7

Q 36-40 17 5.2
Q 41-45 119 36.6
Q) 46 and Above 144 443
3 @%ﬁonal Level NCE/OND 68 20.9
% BSc/HND 158 48.6
Masters 63 194
QQ PhD 36 11.1
4 Years of Working 5-10 271 83.4
11-15 42 12.9

16-20 12 3.7

Above 20 00 00
5 Staff Type Teaching 167 51.4
Non-Teaching 158 48.6
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Source, Fieldsurvey, 2022

Table 4.1 shows the demographics of the respondents who took part in the survey. One hundred
fifty-three (153) of the samples were male, whereas one hundred seventy-two (172) were emal.e.
This means that women are more represented in the research. However, because g@kot
included as a variable in the study, this has no bearing on the relevance onclusion.

Similarly, the results show that, by a narrow margin, the female gend{rou umbers the male
'\

gender among the personnel of private polytechnics in Ibadan. (\%

The table also showed the age distribution of those who too@ the study. It was discovered
that the bulk of them are 46 years of age or older (44.3 percent). This was followed by ages 41-
45 (36.6%), 20-25 (5.8%), 36-40 (5.2%), 26-3 , and 31-35 (3.7%), in that order. This
means that the majority of respondents a@e enough to provide relevant information in

order to meet the study's objectives. Q

The table also included inform on the individuals' educational backgrounds. According to

the findings, a sizable @m of respondents (48.6 percent) held a BSc or HND. This was

followed by NCij@r (20.9%), Masters (19.4%), and PhD (11.1%), in that order. This

t majority of workers or administrative staff in Ibadan's private polytechnics

indicates tha(r%
hold ﬁ@e credentials, with only a handful holding PhDs.

@y, the table displays the years of experience of the respondents who took part in the

survey. It was discovered that 271 (271, or 83.4 percent) had spent between 5 and 10 years
working with the institution. This was followed by those who had worked for the institution for

11-15 years (42) (12.9 percent), 16-20 years (12.7 percent), and no one had worked for the
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institution for more than 20 years. This means that the bulk of personnel in Ibadan's private
polytechnics are relatively new, with a large percentage having not spent more than ten (10)

years in the institution.

4.2  Presentation of Findings on Research Questions S

4.2.1 Research Question One: What is the level of job performance (Qu;% work,

Quality of Work and Time management) of administrative staff in private Po cs in Ibadan?

To answer this question, fourteen items were raised. Analysis of thisg%re\sented in table 4.2

below: @
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Table 4.2 Level of Job Performance of Administrative Staff in Private Polytechnics in

Ibadan
S/N  Items VH H L VL Mean  Std.
Quantity of Work
1 Perform task neatly and free from errors 57 199 48 21 2.90 157
(17.5%)  (61.2%) (14.8%)  (6.5%) .
2 Consistent and thorough when performing task 107 107 72 39 4 7?\ 1.008
(329%)  (329%) (22.2%) (12.0%) 2&
3 Accurate and attentive to details when performing 42 251 14 18 .628
a task (129%)  (77.2%)  (4.3%) (5.5‘%
4 Use high standard procedure when performing a 66 187 51 2.92 783
given task (20.3%) (57.5%) (15.7%) [ 0
PR
Mean N 2.92
&\
Quality of Work Y
1 Adopt best practices on delivery administrative 41 208 16 2.84 .696
duties (12.6%) (64 (18.5%)  (4.9%)
2 Provide support for my unit in the school in 31 145 30 2.46 791
delivery value to the student (9.5%) x" 0)  (44.6%)  (9.2%)
3 There is proper monitoring of activities to ensure 40 102 19 2.69 760
superior service delivery to management (12 50.5%) (31.4%) (5.8%)
4 We have quality control unit to guaranty effective 7 180 48 21 2.96 .800
academic service delivery. 3.4%) (55.4%) (14.8%) (6.5%)
5 Ensuring smooth running of my institutio "\? 187 48 21 2.94 785
programmes 21.2%) (57.5%) (14.8%) (6.5%)
)
Mean N/ 2.78
28N
Time Management \)'
1 Present at work on a regular, ba}v 138 141 32 14 3.24 .800
& . (42.5%)  (43.4%)  (9.8%) (4.3%)
2 Able to meet deadline giyén toYeomplete a task. 57 199 48 21 2.90 157

(17.5%)  (612%) (14.8%)  (6.5%)

3 Completes given l@me 57 178 69 21 2.83 788

(17.5%)  (54.8%) (212%)  (6.5%)

4 Complete job task during office hours 57 199 48 21 2.90 157
(17.5%)  (61.2%) (14.8%)  (6.5%)
5 Atten task as and when due 52 174 80 19 2.80 175

(16.0%)  (53.5%)  (24.6%)  (5.8%)

@Q 2.93

Weéighted Mean 2.88 High

Key Source, VH H L VL : Threshold: Mean < 2.5 is low, Mean = 2.5 is Moderate while Mean > 2.5 is high
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Table 4.2 presents the level of job performance of administrative staff in private polytechnics in
Ibadan. In the study, job performance was measured using the quantity of work, quality of work,
and time management. The results obtained from the field showed that, as regards performing
tasks neatly and free from error, 57 (17.5%) went for the very high option, 199 (61.2%) went for
high, 48 (14.8%) went for low, and 21 (6.5%) went for very low. The result further ex»zz;n
of 2.90, meaning the number of tasks neatly free from errors among academic ar@%)academic
staff of private polytechnics in Ibadan is high. On an item posed to deter?@he consistency
and thoroughness of performing tasks among the staff, 107 (32.9%) y@r.{/ery high and high,
respectively, 72 (22.2%) went for low, and 39 (12.0%) wen@ low. The result further
resulted in a mean equal to 2.87, meaning that academic, and non-academic staff of private
polytechnics are consistent and thorough when per ing tasks. Furthermore, a statement was
made on accuracy and attentiveness to detailsiwhen performing tasks. The results obtained
revealed that 42 (12.9%) went for very h@\,)iﬁ (77.2%) went for high, 14 (4.3%) went for low,
and 18 (5.5%) went for very low. @, on quantity of work, a statement was made on the use
of high-standard procedures@berforming a given task. The result showed that 66 (20.3%)

went for very high, 18 .7%) went for high, 51 (15.7%) went for low, and 21 (6.5%) went for
very low. QJQ

A statem @made to determine the adoption of best practices in the delivery of academic
work- er to determine the quality of work. 41 (12.6%) went for the very high option, 208
@A)) went for high, 60 (18.5%) went for low, and 16 (4.9%) went for the very low option.
Similarly, a statement was made on the provision of support for the academic unit in the school

in delivering value to the students. 31 (9.5%) went for the very high option, 119 (36.6%) went

for high, 145 (44.6%) went for low, and 30 (9.2%) went for the very low option. Furthermore, a

CXXiV



statement was made on the proper monitoring of academic activities to ensure superior service
delivery to management. The result showed that 40 (12.3%) went for the very high option, 164
(50.5%) went for high, 102 (31.4%) went for low, and 19 (5.8%) went for the very low option.
Still on quality of work, a statement was made on the quality control unit to guarantee effective
academic service delivery to management. An analysis of responses to this sho &?7.6

(23.4%) went for the very high option, 180 (55.4%) went for high, 48 (14.8%) v@ low, and

21 (6.5%) went for the low option. %\'

'\
On time management as a measure of job performance of ad@trative staff in private

polytechnics in Ibadan, a statement was made on the regulast eing present at work. The
response showed that 138 (42.5%) of the respondents @r e very high option, 141 (43.4%)
went for high, 32 (9.8%) went for low, and 21 went for the very low option. Another
statement was made on meeting deadlines g@@ complete a task. The result showed that 57
(17.5%) went for very high, 199 (61.2% e\for high, 48 (14.8%) went for low, and 21 (6.5%)

went for very high, 178 (54.8 ent for high, 69 (21.2%) went for low, and 21 (6.5%) went for

went for very low. Again, a 223) as made on the completion of tasks on time. 57 (17.5%)
the very low option. Qa a:tement raised about the completion of a given task during office
hours, the result@j d that 57 (17.5%) went for very high, 199 (61.2%) went for high, 48
(14.8%) low, and 21 (6.5%) went for the very low option. Finally, a statement was
mad@@ending to every task as and when due. 52 (16.0%) went for the very high option,
@53.5%) went for high, 80 (24.6%) went for low, and 19 (5.8%) went for the very low

option. The result further gave a weighted mean of 2.88, meaning job performance among the

staff of private polytechnics is high.
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4.2.2 Research Question Two: What are the different training methods available to
administrative staff in private Polytechnics in Ibadan?

Table 4.3 Training Methods Available to Administrative Staff in Private Polytechnics

in Ibadan

S/N  Items SA A D SD Mean Std.
Seminar )

1 My Institution consider training as 100 151 58 16 %3 .827
part of organizational strategy (30.8%) (46.5%) (17.8%) @

2 Only senior staff enjoy more 34 129 129 &33\ 815
training in my Polytechnic (10.5%) (39.7%) ( 9@&) (10 2%)

3 Staff are selected for training 100 160 3.07 .784

(30.8%) (49.& 6.3%) (3.7%)

4 Seminars are organized in my 122 53 13 3.13  .826

Polytechnic (375 2.2%) (16.3%) (4.0%)

5 Opportunity exists regularly for % 160 53 12 3.07 .784
advancement in Polytechnic Q)] %) (49.2%) (16.3%) (3.7%)
177 57 12 299 754

6 Staff are given support@
attending seminars locally (24.3%) (54.5%) (17.5%) (3.7%)

7 Staff are given supp@attend 36 80 40 169 1.95 1.100

seminars internatienally, (11.1%) (24.6%) (12.3%) (52.0%)
8 No dlscrlmln@ in selecting staff 50 131 58 86 245  1.043
for trainin, (15.4%) (40.3%) (17.8%) (26.5%)
9 Goo wing designs are used to 26 103 123 73 225  .895
mployee skill gaps (8.0%) (31.7%) (31.7%) (22.5%)

@ean 2.72

\) Mentoring

I have a good relationship with my 28 192 72 33 2.66 .775
supervisor (8.6%) (59.1%) (22.2%) (10.2%)
2 My supervisor correct me openly 100 151 63 16 3.02  .831

for my mistakes (30.3%) (45.8%) (19.1%) (4.8%)
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3 I maintain good relationship with 131 134 53 12 3.16 .824
my subordinates (39.7%) (40.6%) (16.1%) (3.7%)

4 Staff are properly guided on 100 160 53 12 3.07 .784
assigned tasks (30.8%) (49.2%) (16.3%) (3.7%)

5 I am open to challenging tasks from 221 80 19 5 3.9 .673
my supervisor (68.0%) (24.6%) (5.8%) (1.5%) \?\

6 My supervisor assumes role of 44 213 55 13 @' .673
mentor in my Polytechnic (13.5%) (65.5%) (16.9%) (4)8@&
Mean 7 3.07
Team Training 4&?

1 I enjoy working with others 193 111 Q 00 3.53 .616

(59.4%) (34.2% %0)

2 My relationship with co — workers 51 2% 29 12 299  .629
is cordial (15.7‘@ %) (8.9%) (3.7%)

3 Overall, on — the — job training I 131 80 6 8 334  .639
receive is applicable to my job @6) (55.4%) (1.8%) (2.5%)

4 I complete my task effective@?l 106 1 7 3.60 .613
when working with others Q (64.9%) (32.6%) (0.3%) (2.2%)

5 Support is given by my % 15ors 100 151 58 16 3.03  .827
and other superiors \) (30.8%) (46.5%) (17.8%) (4.9%)
Mean & ‘ 3.26

N
Weigh n 2.97 High
Q)

=S

]@ld:Mean <2.5is low, Mean = 2.5 is Moderate while Mean > 2.5 is high
ey So

K urce; SA A D SD

The second research question questioned about the training programs accessible to

administrative staff at private Polytechnics in Ibadan. Training initiatives like as seminars,

mentoring, and team training have been established to solve this. Mentoring was discovered to be
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the highest type of training program accessible to administrative staff at private polytechnics in
Ibadan, with a mean score of 3.07. This was followed by "Team Training," which had a mean of
2.97, and "Seminar," which had the lowest mean of 2.72. However, based on the analysis's

decision criteria, it should be noted that all training programs were high, since there was no mean

less than or equal to 2.50. %

4.2.3 Research Question Three

What is the level of reward system of administrative staff in private Polytechnics in Ibadan?
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Table 4.4: Level of Reward System of Administrative staff in Private Polytechnics in

Ibadan

S/N  Items A D SD Mean Std.
Financial Reward

1 My salary is satisfactory in relation to 10 160 119 1.89 91 1
what 1do (3.1%) (49.2%) (36.6%)

2 I earn the same as more as other 10 118 161 1.76
people in a similar job (3.1%) (36.3%) (49 5%) %\

3 The basis of payment, for example 66 129 4@
overtime payment is reasonable. (20.3%) (39.7%) (28 9%) %

4 Salary increases are decided on a fair 10 119
manner (3.1%) (36.6%)

5 I feel happy when my salary and 00 00 4 00  .000

benefits are paid in due time.

Mean &\Q)V’

231 Low
N
Non — Financial Reward @
My reward is equivalent \ 157 122 1.88 915
to the worldone (1 1.1% 3.1%) (48.3%)  (37.5%)
I am haappy at my leave 167 129 1.76 789
arrangement g (2.5%) (51.4%)  (39.7%)
My supervisor considers me 66 113 87 2.30 1.054
for promotion with g(&) 8.2%) (20.3%)  (34.8%) (26.8%)
perfomance
My polytechmcq” tes 46 140 103 2.05 950
advancement opp) ty for (1 1.1%) (14.2%)  (43.1%) (31.7%)
additaional ach ent
I enjoy ple workmg 19 10 72 224 1.46 814
arrang 1@ cash (5.8%) (3.1%) (22.2%)  (68.9%)
rewa&
Q@ 189  Low
4
Weighted Mean 2.10 Low

Source, Fieldsurvey, 2022.Threshold: Mean < 2.5 is low, Mean = 2.5 is Moderate while

Mean > 2.5 is high
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Research Question Three was raised to determine the level of reward system for administrative
staff in private polytechnics in Ibadan. To determine that, reward was divided into financial and
non-financial reward. The result obtained is presented as follows: 36 (11.1%) of the respondents
strongly agree, 10 (3.1%) agree, and 119 (36.6%) strongly disagree that their salaries are
satisfactory in relation to what they do. Similarly, 36 (11.1%) strongly agree, 10 (3 A%0na re.e,
118 (36.3%) disagree, and 161 (49.5%) strongly disagree that they earn the samg¢ a er people
in a similar job. Furthermore, the results showed that 36 (11.1%) strong@r e, 66 (20.3%)
agree, 129 (39.7%) disagree, and 94 (28.9%) strongly disagree that @@i&)f payment in their
institutions is reasonable. Also, 36 (11.1%) of the respondents %1 agreed that their salaries
are decided on a fair matter; 10 (3.1%) agreed; 119 (36.6@%&1’66@ and 160 (49.2%) strongly
disagreed. Moreover, all the three hundred and twe (325%) (100%) participants strongly

agree that they feel happy when their salarie@her benefits are paid on time.

On non-financial reward, the results sh@hat 36 (11.1%) strongly agree, 10 (3.1%) agree,
157 (48.3%) disagree, while 122 ( 0) strongly disagree that their reward is equivalent to the
work they are doing. Simila@&S%) strongly agree, 8 (2.5%) agree, 167 (51.4%) disagree,
while 129 (39.7%) ng .disagree that they are happy with the leave arrangement they

received. Furthen@cbg,w (18.2%) strongly agree, 66 (20.3%) agree, 113 (34.8%) disagree, and

87 (26@ gly disagree that their supervisors consider them for promotion with good
a

%

( %) disagree, and 103 (31.7%) strongly disagree that their institution creates advancement

e. Similarly, 36 (11.1%) of the respondents strongly agree, 46 (14.2%) agree, 140

opportunities for additional achievement. Finally, 19 (5.8%) strongly agree, 10 (3.1%) agree, 72
(22.2%) disagree, while 224 (68.9%) strongly disagree that they enjoy flexible working

arrangements for cash reward. Further to the foregoing, the result also showed that although the
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aggregate reward system in private polytechnics is low with a weighted mean of 2.10, financial

reward is higher with a mean of 2.31 as against non-financial reward with a mean of 1.89.

4.3 Presentation of Test of Hypotheses
4.3.1 Hypothesis One
There will be no significant influence of reward systems on job performance of ad@ve

staff in private Polytechnics in Ibadan. @)
Table 4.6 Summary of Influence of Reward Systems on oﬁérformance of
Administrative staff in Private Polytechnics in Ibadan P "

Yy

R =0.285 (\
R?=0.081 %%,\

Adj. R?=0.75 \
Std. Error = 7.830 @
A
ANOVA
Sum of
Squares Df Mean Square F Sig.
Regression 1743.731 2 871.866 14.219 .000
Residual 19743.758 322 61.316
Total 21487.489 324

a. Dependent Variable: Job Performance
b. Predictors: (Constant), Reward Systems (Financial and Non-Financial)

Coefficients

Model Ul@ardized Coefficient Standardized

& t Sig
%Q\B Std. Error Beta
35.012 2.521 13.888 .000
R rd 322 .060 287 5.333 .000

Systems

Dependent Variable: Job Performance
Source, Fieldsurvey, 2022

Table 4.6 presents summary of the influence of reward systems on job performance of

administrative staff in private polytechnics in Ibadan. When the null hypothesis is tested, the p-
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value (0.000) is less than the alpha value of 0.05, indicating that there is a significant influence.

2

Therefore, the null hypothesis was rejected. Result further gave Adj. R* = 0.75 meaning the

independent variable (reward system) contributes 75% to the observed variation in the dependent

variable job performance.

Qg'pothesis Two

There will no significant influence of training programs on job performance of administrative
staff in private Polytechnics in Ibadan.

Table 4.6 Summary of Influence of Training Programs on Job Performance of
Administrative staff in Private Polytechnics in Ibadan

R =0.265
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R2=0.054
Adj. R?=0.54
Std. Error = 5.361

ANOVA
Sum of .
Squares Df Mean Square F Sig. z»
Regression 1743.731 2 871.866 14.219 000
Residual 19743.758 322 61.316
Total 21487.489 324

a. Dependent Variable: Job Performance
b. Predictors: (Constant), Training Programs (seminars, mentoring and team teaching)

Model Unstandardized Coefficient  Standardized \\
Coefﬁc1ents %
Sig
B Std. Error Beta \Q\)
Constant 35.012 2.521 13.888 .000
Training 0.26 0.39 %3 672 002

Programs

Dependent Variable: Job Performanc()\,y

Source; Fieldsurvey, 2022

Table 4.6 summarizes the influ wl’keward systems on job performance of administrative staff
in private polytechnics i Ibﬁh}? When the null hypothesis is tested, the p-value (0.000) is less
than the alpha val %5 indicating that the influence is significant. Therefore, the null
hypothesis w. \Q_g)ted The result further gave Adj. R? = 0.54 meaning independent variable

training@ms contributes 54% to the observed variation in the dependent variable (job

peri@nce).
N

Hypothesis Three
There will be no significant combined influence of reward system and training methods on job

performance of administrative staff in private Polytechnics in Ibadan.
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Table 4.7 Summary of Regression Analysis showing Combined Influence of Reward
System and Training Methods on Job Performance of administrative staff in private
Polytechnics in Ibadan

R =0.285
R2=0.081
Adj. R?=0.075

Std. Error = 7.830

ANOVA
Sum of
Squares Df Mean Square F Sig.
Regression 1743.731 2 871.866 14.219 .000
Residual 19743.758 322 61.316
Total 21487.489 324

a. Dependent Variable: Job Performance

b. Predictors: (Constant), Reward System, Training Programs

Source; Field survey, 2022

The combined influence of the reward system atd training programs on the job performance of
administrative staff in private polytechnics“in adan is summarized in Table 4.7. When the null
hypothesis is tested, the p-value (0.600), is less than the alpha value of 0.05, indicating that the
influence is significant. When the-independent variables (reward system and training programs)
are considered together, the table reveals (F = 14.219; P < 0.05) that they have a significant
influence on the d¢pendent variable (job performance). The table also shows that Adj. R2 =
0.081, indicatihg ‘that when the independent variables (reward system and training programs)

were combined, they accounted for 8% of the total variation. As a result, the null hypothesis was

rejedted)

4.4 Discussion of Findings

The first research question sought to ascertain the level of job performance of administrative
staff in private polytechnics in Ibadan. The findings revealed that, on average, administrative

staff in private polytechnics in Ibadan perform well on the job. Similarly, the findings revealed
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that time management, as an indicator of job performance, contributes the most to the observed
high level of staff performance. This was followed by quantity of work, with quality of work
having the least influence on the observed high job performance. This result, however, may not
be unrelated to many factors that drive the private sector toward quality achievement, such as
implementing quality assurance strategies, effective and continuous supervision, s&r;d
balance, worker motivation strategies, and so on. Some empirical studies bacl@é finding.
For example, one study found that administrative staff in private institutio‘@e high ability,
skill, and effort, which leads to a strong attachment to their jobs aq% ite to improve their
performance'. Similarly, a study discovered that administrati % in private institutions are
highly engaged in their jobs, which means they not on %)physical effort to achieve role-
related goals, but they are also cognitively alert a \ionally invested in the endeavor?. A
study, on the other hand, discovered thati~due to some inherent and external factors,

administrative staff in polytechnics are @ isengaged in their work roles, withholding their

physical, cognitive, and emotiona{ @ies, which is reflected in task activity that is, at best,
robotic, passive, and detache\%)

Research question t@ﬁs asked to determine different training programs available to
administrative s@% private polytechnics in Ibadan. The result obtained showed that
vvment0@the most popular type of training program accessible to administrative staff at

priv@p

‘®osition by emphasizing that private institutions, due to their high passion for success and

ytechnics in Ibadan, followed by "team training" and "seminar." A study supported

remaining relevant, engage in maintaining the efficiency of staff through various strategies
aimed at promoting their development®. Similarly, a study was carried out to investigate the

difference in job performance of administrative staff in private and public educational
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institutions in Nigeria. According to the study, private sector administrative staff are more
committed and, as a result, perform better than those in the public sector®. The study identified
factors such as poor working conditions, poor government policies, high workload, and poor
motivation as some of the factors causing poor work performance among public institution staff
in Nigeria. A study, on the other hand, claimed that human development strategie@}?\zze
tertiary institutions face some constraints, such as a lack of top management sug@éf training
and development, a failure to provide adequate resources (finance, peoplem‘%i\'me) needed to
implement the training, and a failure to understand the training need& tady also discovered
that private institution staff in Nigeria have suffered from poor%’ ining programs as a result
of underutilization of trained workers®. In other words, m% ministrative staff who are sent
for training rarely put their skills and knowledge tois€.;"Some are even sent for training without
regard for relevance to the current job or fut osting, a lack of adequate training facilities, or
the use of dubious consultants, despite t@ at the majority of training programs have failed

to produce the desired results. S @ these issues may also have an impact on polytechnic

training and development. 1\%)

The third research @)n sought to ascertain the level of the reward system for administrative
staff in priv&&lﬁechnics in Ibadan. To determine that, the reward was divided into two
categories; ncial and non-financial. The findings revealed that both the reward systems in
priechnics in Ibadan are inadequate. This position is in line with the submission of a
study that found that the level of reward system in Nigerian private institutions has remained a
very serious problem. The study lamented that the situation of workers in private institutions,
especially educational private institutions, in Nigeria has reached "an intolerable low point,"

which has made the profession unattractive. Its members had gone through harrowing
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experiences at the hands of the proprietors and proprietresses. Some even went without salary for
several months, thereby being compelled to seek alternative means of livelihood to meet their
basic needs. Getting their full attention back to school has not been very easy. This ill treatment
breeds dissatisfaction and hampers classroom effectiveness and productivity®. Another study
found that the poor motivation of administrative staff in public and private nal
institutions arising from a generation of poor rewards is largely responsible fon@i%tatmg
standard of education. The study further clarified that rewards are never 1%@ ming; salaries
and wages are denied; and promotion is only in the air and@ct.%d to unnecessary
variables’.Supporting this position, a related study found th, % levels and sizes, private
educational institutions are in jeopardy since their%%%rce (teachers specifically)

haphazardly employed, poorly remunerated, not re for incidental contributions, and not

exposed to or given other fringe benefits or i ives®.

Hypothesis one was tested to determa ie)signiﬁcant influence of reward systems on the job
performance of administrativ@ﬁ‘n private polytechnics in Ibadan. The results obtained
showed that there was a igrmm influence. Therefore, the null hypothesis was rejected. This
implies that financi nd non-financial rewards have a significant influence on the job
performance &%ﬁnistrative staff in private polytechnics in Ibadan. This report is in line with
the sub of a study which opines that a poor reward system has been a major factor
affe %ployee satisfaction, commitment, and productivity. According to the study, an
&ate reward system will encourage administrative staff to be proactive and have the right
attitude toward work, thereby increasing organizational productivity®. To avoid controversies and

misunderstandings among administrative staff, it is critical that the reward system be clearly

communicated to them alongside their specific tasks, as this will drive the much-needed
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motivation and satisfaction in the administrative staff. High level of staff satisfaction and
performance are largely determined by the reward system put in place by the institution or
organization. It is not possible to have a good team of professionals in an organization without a
good reward system and motivation platform. The level of dissatisfaction of the staff is clearly
seen in the frequent lateness to work, absenteeism, visiting hospitals, and attending n@mﬁ
family and personal issues than usual®’. A related study also argued that e"@p} benefits,
though a part of the total reward system, embrace non-monetary forms of c@e sation ranging
from healthcare plans to pension or retirement plans, social secqﬁ{%s.ﬁrance, family and
medical leave, severance pay, vacations and sabbaticals, holi d workers compensation,
which are legally mandated to be enjoyed by admini“@%)stafflo. However, these reward

packages are often significantly linked to administr f' job satisfaction and performance!'?.

According to a study, there is a link betw@ecognition and reward" and "motivation and
performance." It stated that providing ad@l}raﬁve staff with rewards and recognition results in
a significant increase in theigyg:ation and satisfaction. Another study examined the

relationship between rewards, vation, and job performance in the private educational sector.

According to the ﬁnd% the study, there is a close relationship between several dimensions

of job motivation,and*performance and those of financial and non-financial rewards.

Hypothesi was tested to determine influence of training programs on job performance of
adn‘@rative staff in private Polytechnics in Ibadan. Result showed a significant influence,
&fore, the null hypothesis was rejected. Corroborating the result of the study, a study
established that effective staff training and development programs have contributed to improved
job performance and higher productivity of administrative staff'!. A related study showed that

staff training and development provided by the organization had contributed to a large extent to
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staff performance on the job!2. Similarly, it was posited in a study that planned staff development
process helps to equip staff with new technological skills needed to enhance their job
performance and prevent skills obsolescence!®. Another study was of the position that staff
training will give room for the introduction of new techniques, provide for succession, enable
qualified placement, and raise the standard of unskilled personnel which will r thzb
performance'4. A related study also supported this position by arguing that s@ﬁning and

development initiatives contribute enormously to the job performance of woﬂ%~1 .

Endnotes @

1. C. Okolocha & M. Osahon. “Professiog@yin the Secretarial Profession. International
Educative Research Foundation, 2

2. D. Guest. Human Resource gement andPerformance: Still Searching for Some
Answers, Human Resource ent Journal, 21(1), 2019. 3-13.

3. D.L., Obdulio: How Ma ent can Improve Corporate Culture in order to have an

Effective Work Envi%e.n . Trade Publication, 75(8), 2018. 14-17.

4. D.S., Muchhal: ractices and Job Performance. IOSR Journal of Humanities and
Social Scien¢e (IOSR-JHSS), 79(4), 2019. 55- 61.
5. D.W. aty “Organizational Citizenship Behavior: it’s Construct Cleanup Time”, Human
Per, e, Vol. 10, 2019. 85-97.
elogolovsky, & S. A. Omech, Teachers’ Organizational Citizenship Behavior:

amining the Boundary between in-role Behavior and Extra-Role Behavior from the
Perspective of Teachers, Principals and Parents Teaching and Teacher Education. 2019.

7. Enitilo Olalekan, Dada Durojaiye Joshua, Aiayi, Ibidolapo Ezekiel, & Folurunsho Adeoye.
Effects of Training and Development on Orgainisation Performance in Health Sector, Impact
Factor 3.582 Case Studies Journal ISSN (2305-509X) — Volume 7, Issue 8—Aug- pp18. 2018.

CXXXiX



8.

10.

11

12.

13.

14.

15.

.H. Waheed Employee Development and its Effect on Employee Perfo%

E., Sinha: The Skills and Career Path of an Effective Project Manager. International
Journal of Project Management, 19, 2020. 1-7.

F., Dale & J., Fox: The Influence of Nurses’ Working Motivation and Job Satisfaction on
Intention to Quit: an Empirical Investigation in Taiwan. International Journal of Nursing
Studies, 39(8), 2020. 867-878.

F. Herzberg, Work and the Nature of Man. World Publishing Company, Clev ob
Satisfaction, and Turnover among Psychiatric Technicians. Journal of Applied ogy,

59, 603-609. 2018. @

a Conceptual
Framework. International Journal of Business and Social Scienc&l 2018.
'\

Study of Selected South
9

19.

H. Diedericks & Grobler, Pieter. Talent Management: An Empikic
African Hotel Groups. Southern African Business Review. V. éb

Ahmed & Y. Yohanna, Training and Developmentﬁ ool for Enhancing Employee’s
Productivity: A Case Study of Ashaka Cement C y, Nigeria Plc. IOSR Journal of
Business and Management, 16(5), 2018, 17-2

I. Khan, M. Shahid, S. Nawab & S.S. W nfluence of Intrinsic and Extrinsic Rewards on
Employee Performance: The Banking r of Pakistan. Academic Research International,

2018. ( .

F., Dale & J. Fox: The Influ @Nurses’ Working Motivation and Job Satisfaction on
Intention to Quit: an Empi% estigation in Taiwan. International Journal of Nursing

Studies, 39(8), 2020. 867%
& .
QJQ
$

QQ

cxl



@ "
Chapter Five %
Conclusion %t
This chapter presents summary of the findings, con S’Qn, recommendations, contribution to

knowledge and suggestion area for further studie{

5.1 Summary of Findings Q
Results on demographic characterist'@gd’{e respondents showed that there were more females
than males. Findings on the a@{d)kt?rbution of the respondents showed that the bulk of them
were 46 years of age or de%l%is was followed by ages 41-45, 20-25, 36-40, 26-30, and 31-35
in that order. In te f educational backgrounds, a sizable proportion of respondents (48.6
percent) held &&d or HND. This was followed by NCE/OND (20.9%), Masters (19.4%), and
PhD (11: @n that order. Similarly, the results on years of experience showed that 83.4 percent
had t between 5 and 10 years working with the institution. This was followed by those who

I&/orked for the institution for 11-15 years, with 12.9 percent, 16-20 years, with 12.7 percent,

and no one had worked for the institution for more than 20 years.
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Research question one was raised to determine the level of job performance of administrative
staff in private polytechnics in Ibadan. The results showed that tasks neatly performed and free
from errors among academic and non-academic staff of private polytechnics in Ibadan are high.
Academic and non-academic staff of private polytechnics are consistent and thorough when
performing tasks. Similarly, there is high accuracy and attentiveness to details when @gg
tasks, a high quantity of work and standard procedures, as well as the delivery o@e}nic work
in order to determine the quality of work. Furthermore, the results showed ere was a high
provision of support for the academic unit in the school in deliveri@@wﬂo the students and
proper monitoring of academic activities to ensure superior se '%ﬁvery to management. On
time management as a measure of job performance of adm&%a*ive staff in private polytechnics
in Ibadan, the results showed high regularity of bei ent at work, a high level of meeting

deadlines given to complete a task, and the letion of tasks on time as well as attending to

every task as and when due. ( \

Research question two was rai %Eﬂt the training programs accessible to administrative staff
at private Polytechnics 1 Ib%y), result showed that mentoring was the highest type of training
program accessible ministrative staff at private polytechnics in Ibadan, this was followed by

"Team Traini{@ile ‘Seminar," is least accessible training program in private polytechnics in

Ibadan@

Question Three was raised to determine the level of reward system in private
polytechnics in Ibadan. Result showed that as regards comparing salaries to what they do,
administrative staff in private polytechnics are not satisfy likewise, they are not satisfied when

comparing what that they earn with other people in a similar job. They are not also satisfied with
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the basis of payment in their institutions and disagreed that that their salaries are decided on a

fair matter. Moreover, they feel happy when their salaries and other benefits are paid on time.

On non-financial reward, the results showed that respondents disagreed that their reward is
equivalent to the work they are doing while a significant percentage of the respondents are%.
happy with the leave arrangement they received. Furthermore, result showed that su ]
consideration for promotion with good performance is low. While the instituti €$ not create
advancement opportunities for additional achievement. Finally result swﬁdminisﬁaﬁve
staff are not in support of flexible working arrangements for cash re@ i

5.2 Conclusion §

On the basis of the findings of the study, it can be co &d that level of job performance of
administrative staff in private polytechnics in Ibadam is high, mentoring is the highest type of
training program accessible to administrativg% t private polytechnics in Ibadan, followed by
"Team Training and Seminar respectivel@mcial and non-financial rewards are low in private
polytechnics in Ibadan. There % ificant influence of reward systems on job performance of

administrative staff in privaw ytechnics in Ibadan, there is significant influence of reward

systems on job perfo@c of administrative staff in private polytechnics in Ibadan and there is

significant combined~influence of the reward system and training programs on the job

performa Q(fxdministrative staff in private polytechnics in Ibadan.

5.3 Q(ecommendations

Based on the findings of the study, the following were recommended:
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5.4

Private Polytechnics in Ibadan should include training as part of their organizational strategy
for improving administrative staff performance. This consideration should apply to all cadres
without exception, and such training should be designed to fill employee skill gaps.

Private polytechnics in Ibadan must develop a transparent strategy, method, or procedure for

selecting candidates for training. This should be based on merit and the perfor x&t’he

employee. @)
Members of staff at private polytechnics in Ibadan should have numerﬁ% portunities for

regular advancement in their careers.

Members of staff at private polytechnics in Ibadan should%s\ %imerous opportunities for

regular advancement in their careers.

There is a need to restructure the salaries of ad®we staff in private polytechnics in
Ibadan to be on par with what is avallab g ernment owned polytechnics or other

academic institutions. Q)

Non-monetary incentives, i@l@ to monetary incentives, should be prioritized in order to

improve employee ;ﬁéﬁ@ce.
Contrlbu@nowledge

The sm% uted to existing knowledge by unearthing the existing level of job performance

nistrative staff in private polytechnics in Ibadan. It also added to existing literature by

@sing the types of training (seminar, mentoring and team training) available to administrative

staff in private universities in Ibadan. Similarly, it was revealed in the study that reward system

and non-reward systems are low among administrative staff in private polytechnics in Ibadan.

The study equally established a significant combined and relative influence of reward systems
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and training methods on job performance of administrative staff in private polytechnics in Ibadan.
This implies that, all other things being equal, reward systems and training methods will

significantly influence job performance of administrative staff in private polytechnics in Ibadan.

5.5 Suggestion for further Studies @

\
The research looked at the impact of a reward system and job commi}xlﬁning on the job
performance of administrative staff at private polytechnics in Ibadan. her';tudies may decide
to investigate additional indicators of rewards and training t not considered in this study.
Similarly, because the study was conducted in Ibadan @ suggested that a replication of the

study be conducted in a larger population. Furt , a study should also be conducted to

compare the reward systems, training, and @mance of private and public polytechnics.
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Dear Respondent, é
[ am g&e{’s student of the above named institution gathering data for the purpose of
academi rch on the topic “Influence of Training, Reward System on employee’s Job
P nce of Private Polytechnics in Ibadan. To achieve this, your optimum cooperation is
needed, there are no right or wrong answers. All your responses will be kept confidential and

used for research purpose only.

Thank you.
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Section A: Demographic Information

Gender: Male ( ), Female ( )
Age:20-25( ),26-30( ),31-35( ),36—-40( ),41-45( ),46 and above ( )

Educational Level: NCE () Bachelor’s degree () Master’s degree () Ph.D. ( ) ?\.

Years of experience: 5—10( ), 11 —-15( ),16-20( ),21-25( ),26 -30( @

Teaching Staff () Non-Teaching Staff () ;
at

Section B: Level of Job Performance of administrative staff of Q'\ Polytechnics in

Ibadan &

The statement in this section concerns job performance as obs the private polytechnics.
Using the four-point Likert scale provided below. Ple ick the appropriate choice that
1&'0&

indicates tour opinion on level of performance in your i

Very High (VH) =4, High (H) = 3, Low (L) = i,{ (VL) =1
S

Items @ i Very High Low | Very
A

S/N
High Low

In what way will you rat&you}s(taff in the following?
Quantity of Work <) Y

1 Perform task neatl e from errors

nes

2 Consistent and'thorough when performing task

3 Accurate arid attehtive to details when performing a task

4 Use hig‘h\%}dard procedure when performing a given
task Q

D

Qu)}i'ty of Work

5 Adopt best practices on delivery administrative duties

6 Provide support for my unit in the school in delivery value
to the student

7 There is proper monitoring of activities to ensure superior
service delivery to management

8 We have quality control unit to guaranty effective
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academic service delivery.

9 Ensuring smooth running of my institution’s programmes

Time Management
10 | Present at work on a regular basis
11 | Able to meet deadline given to complete a task.
12 | Completes given task on time <)
13 | Complete job task during office hours AN
14 | Attend to every task as and when due

The statement in this section is concerned with re&

§

'\
Section C: Reward System Orientation in Private Polytechnics'%‘,ﬁgd

an (RSOPP)

system as observed in private

Polytechnics in Ibadan. Using the four-point Like ‘S% provided below. Please tick the

appropriate choice that indicates your opinion on ¢

&
O

ystem orientation of your Polytechnic.

S/N | In what way has your Po Wcs rewarded your hard work? SA |A |D |SD
4 3 12 |1
A
Financial Reward&ﬂ %

Va. N 3 -

1 My salary is satigfactory in relation to what I do
C

2 [ earn the same as more than other people in a similar job

(N
3 w of payment, for example overtime payment is reasonable.

e
¥ . . .
4 \@lary increases are decided on affair manner

5 I feel happy when my salary and benefit are paid in due time.

Non — Financial Reward

1 My reward is equivalent to the work done
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2 I am happy at my leave arrangement
3 My supervisor considers me for promotions with good performance.
4 My Polytechnic creates advancement opportunity for additional
achievement.
e &N‘
5 I enjoy flexible working arrangements to cash rewards Qk\)*
R Y

Section D: Training Method of Administrative Staff of Private Pol)&nici (TASPP)
'\

The statement in this section concerns training of administrati wgas observed by private
polytechnics in Ibadan. Using the four-point Likert Scale ided below. Pleases tick the

appropriate choice.

Strongly Agree (SA) — 4. Agree (A) — 3. D« (D) 2. Strongly Disagree (SD) — 1.
S/ | Items N SA A D SD
N

Seminar
1 My Institution consi <T&u\lng as part of

organizational strategy
2 Only senior staf] ‘%y- more training in my

Polytechnic
3 Staff are se /\X&' training
4 Seminars ake organized in my Polytechnic

5 Oppor% exists regularly for advancement in
PolyfeChni

6 given support for attending seminars
ocally

b\gaff are given support to attend seminars
internationally

8 7| No discrimination in selecting staff for training

9 Good training designs are used to capture
employee skill gaps
Mentoring
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1 I have a good relationship with my supervisor
2 My supervisor correct me openly for my
mistakes
3 I maintain good relationship with my
subordinates
4 Staff are properly guided on assigned tasks ?»-
5 I am open to challenging tasks from my 4 \
supervisor ,(\%'
6 My supervisor assumes role of mentor in my ®)
Polytechnic AN
Team Training ~AY
N
1 I enjoy working with others (<\ - 7
S
2 My relationship with co — workers is cordial <) S
3 Overall, on — the — job training I receive is ‘%\‘
applicable to my job AR
4 I complete my task effectively when working é\‘
with others AL
5 Support is given by my supervisors and o h&\\) 7

superiors A
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