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Abstract

Job performance among Staff in Colleges of Education, Delta State seem to be declining. This
is evident in inadequate publications, missed deadlines, poor communication and others.
Factors contributing to this include: absenteeism, work-related stress, low leadership quality
skills, inadequate training, and resistance to change among others. While many studies have
explored the causes of these issues in other states, it appears that there is a gap in research
specifically focused on Delta State. To address this gap this study aims to investigate the
influence of development programmes and availability physical resources ¢ ff job
performance in Colleges of Education Delta State, Nigeria. A descripfive survey
research design was used in this study. The population compriseds ¥84) academic
and senior administration staff in Colleges of Education Delta , State., A complete
enumeration sampling technique was used. The findings reveal tha level of Staff Job
Performancewas high ('%2.89), the level of Development Progr r@ is high ('x=2.96),
and Physical resource availability is high ('x=2.51). Th% ined influence of

Development Programmes and the availability of physi eseurces had a significant
influence on staff job performance (Adj. R>= 0.971) 781) = 12880.166; p <
0.000.) among staff development programme, confe demonstrate the strongest on

influence on job performance ((f = -0.003, t = - > 0.05). Based on the findings of
this study, it was recommended among other C s of Education should prioritise and
fund Development Programmes, giving s% ttention to conferences, workshops, job

staff job performance (f =0.429,t=10.761, p < 0.000;§c0aching does not have significant

rotation, and orientation.

Keywords: Staff Job Performance, Di& ent Programmes, Physical Resource
&
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Chapter One

Introduction

1.1 Background to the Study

The staff of an organisation constitute its most valuable asset, playing a Vit@,&ole in
upholding the organisation's positive reputation. Consequently, the effecth@% efficient
functioning of the organisation heavily relies on the performanceﬁl staff. A high
performing staff significantly enhances the overall effectiven Qf the organization.
Therefore, job performance is the ability of a staff memb@ successfully carry out the
obligations and responsibilities of their position withir&&anisation. Job performance is
defined as the observable actions and behavio%fb individuals that contribute value to
the organisation'. It encompasses the acﬁ@ d behaviours undertaken to achieve the

organisation's objectives. Given ther d& impact of staff performance on organisational

success, it is a critical factor for c@&?ations.
. A

Staff performance is t@me of an individual's or group's work in an organisation at a
specific moment, @ing how well the individual or group meets the requirements for a
position in e@on of achieving the objectives of the organisation®. The performance of
staff me@ is a key factor since without staff fulfilling their responsibilities, educational
goalh(d objectives may not be reached®. In an educational setting, these staff members
encompass both the academic and administrative staff. Academic staff primarily consists of
teachers, researchers, and scholars who are engaged in teaching, conducting research,

and contributing to the academic development of students. They play a crucial role in



curriculum design, instruction, and fostering a scholarly environment*. Administrative staff,
on the other hand, handle the operational aspects of the university, managing day-to-day
tasks such as admissions, student services, financial affairs, and overall administrative
coordination. They ensure the smooth functioning of the institution by supporting
academic activities and addressing logistics and organisational needs. Together&demic
and administrative staff collaborate to create an environment conduci\QQleaming,
research, and the overall success of the institution. Thus, the researcheg@&g'ﬁed a number

of dimensions related to staff job performance, including qual' knowledge, issue

solving, meeting deadlines, initiative, work relationships, @i eliness. However, in this

study, meeting deadlines and punctuality are taken into cc@:raﬁon.

QO

Punctuality is quality of responsible staff membe& goes beyond simply arriving on time.
It is an attitude that demonstrates a persoﬁ\\Qotional connection to their job; as a result,
it can be described as a rigorous ¢ nce of keeping appointments and timeliness’.
Being punctual and strictly .a(@*to agreements are necessary for being on time. Being
on time means having t \th to finish a task or fulfil an obligation before or at the
scheduled time®. .T ore, being on time entails more than just arriving on time for work,

meetings, 01;1 ap@nents; it also entails being ready and prepared upon arrival®. Staff who

arrive 1@ n event typically give the impression that they don't value their job or the

orga;&fion as a whole®.

Also, meeting deadlines serves as a significant indicator of staff Job performance, reflecting
an individual's ability to manage time effectively, prioritise tasks, and deliver results within

specified timeframes’. It demonstrates a commitment to organisational goals and project



timelines, showcasing reliability and accountability®. Employees who consistently meet
deadlines contribute to the overall efficiency of the team and the organisation, fostering a
positive work environment. Additionally, meeting deadlines is often interconnected with
other aspects of job performance, such as productivity, attention to detail, and effective
communication’. Meeting deadline is critical across various professions and irdustries,
highlighting an employee's capacity to fulfil responsibilities promptly an Qribute to

the overall success of the organisation®. ’\(/

A detailed observation of the Nigerian education system, with a@ n public colleges of
education, reveals a decline in staff performance. During y, it was noticed that some
academic staff lack proper preparation for lectures, le@g o irrelevant storytelling or even
missing classes altogether, negatively impactingb&ality of education for students. Both
academic and administrative staff consiste ruggle with meeting deadlines, showcasing
poor time management and orga'%ip 1 skills. Communication issues, whether in
conveying information to E'ﬂ&@\or collaborating with colleagues, further impede the
effectiveness of their roles. over, there is a prevalent resistance to change among staff in
Colleges of Edl}% elta State, as many prefer traditional methods over modern
approaches 1 @cademic and administrative functions. Additionally, a significant number
of staff t%&staﬂ work late, contributing to high rates of absenteeism. Addressing these
chal%gcs requires a holistic strategy encompassing staff development, accountability

measures, improved communication channels, a cultural shift towards embracing innovation

and change in educational practices, among others.



There are numerous literatures on the factors responsible for staff poor job performance in
various states; however, to the best knowledge of the researcher, there is limited work carried
out on the influence of development programmes and physical resource availability on staff
job performance in Colleges of Education Delta State, Nigeria. Therefore, to fill this gap,

development programmes and physical resource availability will be cons&ed as

independent variables in this study. QQ

Through development programmes, staff can gain the information a Akilities necessary to
perform at the level of competency required in both present and& osition assignments.

It establishes a setting that fosters system renewal, % innovation, organizational

effectiveness, and individual fulfilment!®. Staff developmeént advances and attains high-
quality instruction and learning for students, h@’bsupporting the primary goals of the
educational system. Development progra\\\@ in education seek to improve workers'
attitudes, knowledge, abilities, and 'e@l nces while also perhaps revealing their latent
potential'l. As a result, thei.r &@&ﬁl could be increased to meet the requirements of the
position both now and i @Jture, accomplishing its objectives. There are two types of

staff development @g programmes namely on-training and off-job training.

On-the-job trainifg, commonly referred to as "internal training," is the term for training and
develop@ techniques that are applied in the workplace and are related to
job responsibilities'>. This method has been extremely beneficial to the educational
system. Systematic on-the-job training benefits the employee as well as the entire company.

Common on-the-job techniques include work instructions, coaching, mentorship, job



rotation, counselling, apprenticeship, task assignment, orientation, induction, meetings,

and self-directed or self-managed learning'3.

Off-the-job training is a type of external training. It includes instruction that takes place
outside of the workplace and in settings including seminars, workshops, worksite
conference rooms, group teaching, and discussions, role play, case studies, Stisaulation
exercises, etc. It is away from their work environment, but they would leas et training
that is acceptable and similar to that in the workplace, but in a differe &ation. A particular
atmosphere is set up so that there is a possibility for maximum etween trainers and
trainees. This particular training is carried out outsid @ne workplace, and unique
advanced abilities and preparations are required for @?y instructing staff members in
the appropriate manner and location'*, Orientati@ oaching, work rotation, conferences,

and workshops will all be covered in this s@

.
Orientation is the organised pro@ introducing new hires to their positions, their
coworkers, and the comp n@culture. It is long-term training. Orientation gives
new employees the fuﬂ@al knowledge they need to do their work well, such as details
on the policies '@ns, culture, goals, and resources of the educational institution'’.
Additionally, gﬁaﬁon helps new employees of the college gain commitment, lessen
anxi ty,@rarstand expectations from the college, and communicate what to expect from
the job and school. First impressions matter because they set the tone for all subsequent
interactions, which is why orientation is important because it lays the foundation for a new
hire's entire career with the organisation'é. By introducing new hires to the business and its

procedures, the employee orientation process reduces the amount of time it takes for



them to begin making a contribution. Through orientation events, new personnel can be

indoctrinated with a sense of community and teamwork!'>.

Coaching is associated with the conduct of initiating the framework of the leader concerning
the emphasis on performance enhancement, defined and controlled by the Coach the function
and objectives for their staff members, However, the coach also offers encour nt and
recognition to staff members in relation to the behavior that the leader rs'7. Staff
members can build the information, skills, and talents necessary fof “professional growth
through a series of processes called coaching. This is because % makes it easier for
supervisors to learn about and address the issues faced b bordinates, it is seen to be
a simple way to increase staff productivity'®. It e@es staff members to make more
informed decisions about their future and %ab& better understanding of their own

struggles. It may improve their capacity tb\\@ﬂoy a variety of persuasion and leadership

techniques. Staff who receive coac& ay feel more capable of changing the world

and increasing their personal @n
°

Job rotation is the delib@Q\hifting of an employee over a certain length of time from one
position to ano @in the same department. Institutions train staff members in many
departments@ tvisions using this method, which helps them perform better and take on
mor @sibﬂities. Each new assignment following a rotation has challenges,
which encourages people to become more engaged and improve morale at work!®. Through
rotation within the company, every employee acquires the capacity to perform any task that
decreases in seniority. Employees get the skills and knowledge necessary for the job to

generate better quality output. Therefore, job rotation is a type of job design where



employees are switched between jobs in a scheduled manner. By moving employees from
one position to another, a company may give its staff members the chance to gain new skills
through a variety of tasks. This technique aims to maintain or improve employee

happiness, motivation, and performance?.

A workshop is a scheduled talk or hands-on activity on a certain topic. It might e seen
as a platform where a variety of people can discuss their expertise and exp i@ related to
specific subjects?'. Therefore, a workshop may include some debat. &d presentations of
new approaches to teaching various subjects or carrying out parti sks. A workshop has

to be well planned, and the participants must be well 1 of its goals and what they

need to bring in order for it to be successful?. Eacl;@e ber of the typically moderately
sized group is tasked with solving an issue tha'&lrecﬂy relevant to his or her area of
expertise. Each group is assisted by a qual?@onsultant. Workshops are always conducted
somewhere other than the participait;\‘gka es of employment. Experts in a particular field
are always sought out to .i@ nowledge and skills to participants that will help
them be employable in @ofessional and work settings?®. Workshops are an effective
way to teach p.ag'\‘ ants practical skills and enable them to complete activities that
were previ sliy\y challenging for them. Workshops are usually followed by practical

sessions at assessing and evaluating the impact of the workshop on participants as

wellNe educational component?*,

Conferences serve as both physical and virtual learning aids, bringing individuals together to
share information and effectively communicate concepts, policies, or procedures. As part of

an organised strategy where participants hope to gain considerable oral engagement



and knowledge, they can also be utilised to bring up discussion themes or discuss issues?.
Staff development can also be enhanced through conferences. It occurs at the school and
cluster levels and often lasts a few days. Conferences provide a place for discussion
and an opportunity to hear the views of reputable specialists. They are also an excellent
way to address large groups of people. A multitude of professionals with a ric&ess of
ideas get together at conferences to discuss conference use and organisatio@use they

have access to a greater variety of ideas during conferences, pm&gwls are more

productive?. E Q

Physical resources are the basic elements that an organi mploys to fulfil a goal or
objective. Ones that we can feel, move, smell, see@n hear are among the common
resources that were created by man and help us r everyday chores more quickly and
easily’’. As a result, physical resource f}@rg include various styles of buildings for
academic and non-academic activitie&;@yds for sports and recreation, as well as landscape
features like farms, gardinsQ@ trees, as well as roads and trails. Other factors
include lighting, acousﬁ@@r\ge spaces and packaging areas, security, transportation, ICT,
cleaning supplieg,&ring services, and special facilities for people with physical
disabilities. )@éssing the physical and emotional requirements of the faculty, students,
and stud gf the school, these facilities play a crucial role in the realisation of
educhb%ll goals and objectives. In this study, the researcher will deal with

information and communication technology (ICT). Staff conducive office and staff

Transportation system.



Information Communication Technology (ICT) as a tool refers to the use of technology to
access, process, store, and communicate information®®. In this context, ICT encompasses a
wide range of technologies, including computers, software applications, telecommunications,
and other digital devices. As a tool, ICT enables individuals and organizations to gather,
manage, and exchange information efficiently and effectively. It serves as a means to
enhance communication, streamline processes, and facilitate the ma@lon and
dissemination of data for various purposes, such as education, busi &b&althcare and
entertainment. Essentially, ICT as a tool empowers users to | technology for the

acquisition and utilization of information in diverse fields an 11 tions.

Staff Office is defined as a location where crucial pap. &is created, stored, and used for
current and future company activities. In the ofﬁc&rmation and knowledge are handled,
processed, and conveyed through the ﬁlin@\\@locumems as well as planning, developing,
overseeing, analyzing, and comn ’&'wa ing. Office space or building is of the

utmost significance to efﬁmen@tdmate and manage company activities?

A staff transportatlon\GQstructured and organized framework for the movement of
employees or s @ one location to another, typically between their residences and the
Workplace is SYstem is designed to provide efficient and reliable transportation services to
ensure @mployees can commute to and from work safely and in a timely manner.
Staff transportation  systems are commonly implemented by  businesses,
organizations, or institutions that have a significant number of employees who may
face challenges in commuting on their own. These systems often involve the use of

dedicated vehicles, such as buses or vans, to transport staff members collectively. Staff



transportation system aids in the creation of a proactive work environment that ensures
greater productivity, improves work quality, and has a direct beneficial effect on the
reputation of the firm as a whole?®!. Staff transportation system reduce stress, and promote
staff job performance in an organization. Therefore, this study investigates the influence

of staff development programmes, physical resources on staff job performance i&lleges

of Education (Colleges of Education), Delta State Nigeria. QQ
1.2 Statement of the Problem ’\

Stakeholders in education sector express serious concerns abou performance of staff,
especially in colleges of education in Delta State. As obs the researcher, there seems
to be a noticeable decline in job performance a@a colleges of education, evident

in factors such as poor publications, misse dlines for tasks, poor communication

\®)

skills, absenteeism, turnover intention, @ﬂvals to work, and resistance to change. This

observed trend may stem from vati actors like poor organisational culture, workplace
stress, low leadership quality, q',&quate training, and a less-than-ideal work environment,

N\

among other factors32’@ile many studies have explored the causes of these issues in

other states, it i@hm there's a gap in research specifically focused on Delta State. To

address thi%a

pro an@ and physical resources availability on Staff Job Performance in Colleges

this study aims to investigate the influence of development

of Education Delta State, Nigeria.

1.3  Aim and Objectives of the Study

10



The aim to this study is to investigate the influence of development programmes and

physical resources on Staff Job Performance in College of Education Delta State, Nigeria.

The specific objectives are to:

1.

ii.

iii.

1v.

Vi.

1.4

identify the level of staff job performance (punctuality and meeting deadline) in
Colleges of Education Delta State Warri, Nigeria. \

identify the level development programmes (orientation, coachi @b rotation,

conferences, and workshop) in Colleges of Education Delta , Nigeria.
to ascertain the level of available physical resour , conducive office,
transportation system) in Colleges of Education ate, Nigeria.

examine the joint contribution of developme@rogrammes (orientation, coaching,
job rotation, conferences, and worksand physical resources (ICT, staff
conducive office and transportatlb}\gstem) staff job performance in Colleges of
Education Delta State, Nige] %,

examine the relative i&e}we of development programmes (orientation, coaching,

job rotation, %@tes, and workshop) and physical resources (ICT, conducive

office ang\' nsportation system) staff job performance in Colleges of Education

D lta® Nigeria.

ne the staff type (Academic and Administrative) difference in the level of job

\/performance in Colleges of Education Delta State, Nigeria.
Research Questions

What is the level of staff job performance (punctuality and meeting deadline) in

Colleges of Education Delta State?

11



2. What is the level of development programmes (orientation coaching, job
rotation, conferences and workshop) in Colleges of Education Delta State?
3. What is the level available physical resources (ICT, staff office and staff

transportation) in Colleges of Education Delta State?

1.5 Hypotheses Q\

Hol: There will be no significant joint contribution of develgpm programmes
(orientation, coaching, job rotation, conferences, and hop) and physical
resources (ict, staff office and staff transportation) staff job performance at
College of Educations Delta State, Nigeria. Q

Ho2: There will be no significant relativybé!uence of development programmes

(orientation, coaching, job rotati(h\\gmferences, and workshop) and physical

resources (i.c.t, staff office é@ff transportation) on staff job performance

in College of Educat.io@a State, Nigeria.
Ho3: There will be no&ﬁcant staff type (academic and administrative) difference in the
level of @b rformance in Colleges of Education Delta State, Nigeria

1.6 \ﬁé}%ﬁcance of the Study

The study will be issued in a reputable journal, and the finding will be made accessible to
stakeholders in educations, thereby giving policymakers detailed information on the level

of development programmes and physical resources which will aid policymakers

12



in formulating policies that will help enhance and sustain a high level of Staff job

performance in Delta College of Education.

School administrators in Delta State will also benefit from the findings of this study, as it will

provide essential information on the factors that could be responsible for boost the perform to

R
(O

The study's findings will be beneficial to administrators and staff sié%@y will uphold and

its staff and also increasing the productivity of their student.

enhance their capacity to complete assignments on time, i@e parent and student

satisfaction, and foster profitability in the field of educatiQ

Moreover, these programmes help students learnrer; supportive environment that is

enhanced by current information and instruct techniques. The influence transcends

immediate communities, shaping educati &Qndards and fostering innovation in pedagogy
%ff development and physical resources not only

at a broader level. Thus, investmen@_gg&

enhance educational outcome@so enrich the fabric of society by nurturing competent

and engaged citizens. QQ
1.6 Scope of tl@

The geogﬂ@al scope of this study is limited to Delta State, Nigeria. By focusing on Delta
State,\bhgeria, the study will investigate the influence of development programmes
(orientation, coaching, job rotation, conference and workshop) and availability of physical
resources (information communication technology, staft office and staff transportation) on
Colleges of Education Staff Job Performance in Delta State, Nigeria. Delta is the 23rd largest

in size and the tenth most populous, with a 2016 population of about 5.6 million.
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Geographically, the state is divided between Central African mangroves in the southwest
coastal region and Nigerian lowland woods in the rest of the state, with a minor piece of the
Niger Delta swamp forests in the far south. The river Niger and its distributary, the Forcados
River, flow along the eastern and southern borders of the Delta, respectively, while another
Niger distributary, the Escravos River, runs through Warri and the coastal areas %iddled

with dozens of smaller Niger distributaries that make up much of the western @Delta.

The study will examine two factors (development programmes and _avai abiiity of physical
resource) on colleges of education staffs' job performance (punc d meeting deadline)
npa

rotation, conference and workshop while availabi]fq\o physical resource encompass

in Delta State, Nigeria. Staff development programme ence s orientation, coaching, job

information communication technology, staff ofﬁcbfg staff transportation.

1.8  Limitation of the Study Q

The study relied on self-reporte%ft;from staff whose responses were biassed, impacting
the accuracy and reliability ‘(@ results. Additionally, constraints related to time, resources,
and access to paﬂic@nd unwillingness also limit the depth and breadth of the data

collected. The @

onclusions are nevertheless considered credible in spite of these
drawbacks@

1.9 \Operational Definitions of Terms
The followings are terms defined as they are used in the study.

Staff. this are academic and senior administrative in Colleges of Education Delta State,

Nigeria
14



Job Performance: the manner in which staft do their work in Colleges of Education Delta

State, Nigeria.

a)
b)

Punctuality; staff acting at the appropriate or agreed-upon time.

Meeting deadline. Staff member finishing assigned worked at the appointed time.

Physical Resources: These are tools available to enhance job performance inQﬁes of

Education Delta State, Nigeria (/
N
a) Information and communication technologies (ICT): com hone and internet
used to transmit information. 0
b) Staff Office; It relates to the space staff members oegtipy while they are not engaged
in teaching. 6’§
c) Staff Transportation: This is a priva@%sehool bus to and from designated school

locations provided by the schooj\' er staff.

o

Development Programme :@%se are programmes adopted by Colleges of Education

Delta State staff. QQ\

a) Coa -i®s is a programmes where expert or senior staff offers instruction

a@iirection to help less experienced or junior reach a particular task.

\%’Q;ientation: it is a programmes that give staff basic attitudes, beliefs, or

feelings in relation to college staff.
c) Job rotation: It is a periodically moving employees between different roles or

tasks within an organization to broaden their skills and knowledge.
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d) Conferences; A conference is a formal gathering, typically experts or
professionals, to discuss and exchange information on a specific topic or industry.
e) Workshop: A workshop is a time for conversation and hands-on work on a

specific topic where a group of staff can share their expertise and experience.
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16



10.

11.

. M. A. Lopez-Cabarcos, P. Vazquez-Rodriguez, & L. M. QuinoA-Pineiro, An

Approach to Employees’ Job Performance through Work Environmental Variables and
Leadership Behaviours. Journal of Business Research, /40, 2022, 361-369.

C. Wiradendi Wolor, S., Solikhah, N. F Fidhyallah & D. P. Lestari, Effectiveness of E-
Training, E-Leadership, and Work Life Balance on Employee Performance during
COVID-19. Journal of Asian Finance, Economics and Business, 7(10) 2020, 443-
450.

Y. Rivaldo, & S. D. Nabella, Employee Performance: Education, Traininggkxperience
and Work Discipline. Calitatea, 24(193), 2023. 182-188.

B. Chewe, & T. K. Taylor, Disciplinary Procedures, Employee “Ruhctuality and
Employee Performance at Ndola City Council (Zambia). AfrieanN\Journal of Social
Sciences and Humanifies Research, 4(2), 2021, 32-48.

D. E. Evwierhurhoma, & K. C. Oga, Enhancing Empléyees “Punctuality: The Role of
High-Performance Work System, Academic Scholars\Publishing League (ASPL)
international Journal of Management Sciences, 11 (0), 2023, 149 — 156.

N. M., Kibebsii, & N. G Chufi, Effect ¢fs Time Management on Employee
Performance in Public Sector Organisations\(Councils) in Boyo Division, Cameroon.
International Journal of Research and~Infniovation in Social Science, 6(12), 2022,
608-613.

N. M Zolkapli, N. M. R., S. N SamudinAkma, S. N. B Ahmad, F. S., Johari, & Idayu,
N. The Effect of Role Ambiguity and Time Pressure on Job Performance among
Employees at Water Supply{Services Company in Malaysia. International Journal
of Academic Research in Business and Social Sciences, /2(1), 2022. 750-761.

U. Mohring, M. Bauglann, & K. Furmans, Discrete-Time Analysis of Levelled Order
Release and Staffing in Order Picking Systems. Logistics research, 13(1). 2020. 2-7

T. O. Amie-Ogan, & Unachukwu, Teachers’ Job Performance in Public Secondary
Schools\ tm, Port Harcourt Metropolis of Rivers State, Nigeria Joan International
Jouxnabof Innovative Social & Science Education Research, 9(3), 2021, 1-9.

O.VA. Onikoyi, Relevance of Staff Development in School Administration in Selected

Senior Secondary Schools. Indonesian Journal of Multidisciplinary Research, 3(2),
2023, 277-288.

M., Barry, R. Gomez, B. E Kaufman, A. Wilkinson, & T. Zhang Is it ‘You’ or

Your Workplace’? Predictors of Job-Related Training in the Anglo-American World.
International Journal of Training and Development, 24(3), 2020, 173-203.

17



12.

13.

14.

15.

16.

17.

18.

19.

20.

21.

H. Ibrahim, M. L. M Zin, & P. Vengdasamy, The Influence of Individual
Characteristics, Training Content and Manager Support on-the-Job Training
Effectiveness. The Journal of Asian Finance, Economics and Business (JAFEB),
7(11), 2020, 499-506.

P. D. Ab Rashid, S. A. S. Hamzah, & A. H. Ramli, On-the-Job Training Versus Off-
the-Job Training: Impact on Employee Performance at Franchise Restaurants in
Klang Valley, International Journal of Business and Economy, 2(4), 2020,43-56.

S. Raub, S. Borzillo, G. Perretten, & A. Schmitt, New Employee Orientation, Role-
Related Stressors and Conflict at Work: Consequences for Work gAttitudes and
Performance of Hospitality Employees. International Journalf” of._Hospitality
Management, 94, 2021, 102857.

M. I Hamzah, A. K. Othman, & F. Hassan, Mediating Effects of Individual Market
Orientation on the Link between Learning Orientatioi~and Job Performance.
Journal of Business & Industrial Marketing, 35(4), 2020y 655-668.

O. Isaiah, J. Ejairu, & C. Nwachukwu, Contémporary Review on Employee
Orientation, Placement and Productivity in Public Sector. Annals of' Constantin
Brancusi' University of Targu-Jiu. JuridicahSe¢ierice Series, 2, 2019, 30-32

P. C., Susanto, & N. N Sawitri, Cgaehing, Mentoring, Leadership Transformation
and Employee Engagement: A Revieys’of the Literature. Dinasti International
Journal of Education Management.and Social Science, 4(2), 2022 297-308.

A. Mukhtar, Asmawiyah , F._Sitid G . Nurjaya , M. Inayatul & Suhardi The Effect of
Coaching and Training on\&mployee Performance during the Covid-19 Pandemic,

International Journal “of* Innovative Science and Research Technology 6(6),
2021, 1430-1432.

A. H. Sihombingy Ngaliman, A. Luthfi, The Influence of Job Rotation, Leadership,
and  Caréer\ Wevelopment on Employee Performance, Zona Manajerial
Programmes.Studi Manajemen (S1) Universitas Batam 12( 1), 2022, 1-8.

I. Yakobu, & M. Mohammed, Job Rotation and Performance of Technical University
Udmanistrative Staff, journal of marketing and consumer research 50, 2018, 2422-
8451.

I., Astarina, B., Budiyanto, &, A. Agustedi. The Rule of Competence, Compensation,
and Workshop on Employee Performance Mediated by Prime Service of Public
Health Service. Accounting, 7(1), 2021, 65-74.

18



22.

23.

24.

25.

26.

27.

28.

29.

30.

31.

32.

A. E. Holland, N. S., Cox, L. Houchen-Wolloff, C. L Rochester, C. Garvey, R.
ZuWallack, & S. J. Singh, Defining Modern Pulmonary Rehabilitation. an Olfficial
American Thoracic Society Workshop Report. Annals of the American Thoracic
Society, /8(5), 2021, 12-29.

A. De Grip, & A. Pleijers, Workshop Attendance as a Mode of Learning: Evidence
from the Netherlands, Vocations and Learning, 12, 2019, 361-385.

J., Jesionkowska, F., Wild, & Y. Deval, Active Learning Augmented gRedtity for
Steam Education—A Case Study. Education Sciences, 10(8), 2020, 198-200

V. Wagwu, & A. Echedom, Librarians’ Attendance to Conference ahd MWorkshops as
Correlates of Job Performance in the University Libraries ig=Sowth-South, Nigeria.
Information Impact: Journal of Information and Knowledge Management, 12(2),
2021, 102-112.

G. O Akpam, J. A Adie, E. A. O Udayi, & P. OAtegwu, Conference Attendance,
Information and Communication Technology and Teathers Productivity in Calabar
Education Zone, Cross River State, Nigeria. International Journal of
Developmental Research in Education (IJDRE)R(1), 2022, 132-136.

E. Amadi, Ezeugo & R. Chinyere, Physical’Resources Availability and the Academic
Performance of Students in the Universal Basic Education Scheme, Rivers State
International Journal of Innovative\Development and Policy Studies 7, 2019, 13-23.

A. Haruna & O. J. Chinnwe, Influence of Information and Communication
Technology (ICT) Use on StaffiJob Performance in University Libraries in Benue State,
Nigeria Library Philosgphyand Practice (e-journal). 2023, 7264.

D. N. Mbazor, Influence of Office Facilities and Work Place Environment on
Staffs’ Prodyctivity in the University System, Engineering Science Journal 2(4) 2020
409-418.

S. Modchammad, T. P. N. Mentari Putri, M. Elfa, Design and Implementation of
Scheol Ysus Information and Tracking System Application, Journal of Electrical
Engineering and Computer Science 30(2), 2023, 1047-1058.

A. Elsayed, Quality of the Work Environment and its Relationship to Job
Satisfaction of the Academic Staff of the Faculties of Social Work. Egyptian
Journal of Social Work, 14(1), 2022, 141-160.

P. P. Johnson-Itabita, & E. V. P. Agunuwa, Organisational Culture and Employee's Job
Performance in Selected Institutions in Edo and Delta States. African Scholars
Journal of Business Dev. and Management Res 27(7), 2022, 93-103

19



33.1. P. Odogun, & C. C. Abanobi, Causes and Management of Job-Related Stress
among Academic Staff in Federal College of Education (Technical) Asaba, Delta
State. International Journal of Science and Research (IJSR). 12(11), 1216- 1220

34.D. C. Emefiele, Influence of Principals’ Leadership Styles on Job Performance of

Teachers in Technical Colleges in Delta State. Journal of Entrepreneurship,
Management, Economics, and Business Administration, 1(1), 2023, 14-19. \

Chapter Two
Literature Review

This chapter contain review of related literature. It is presented in the following sub- heading.
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2.1 Conceptual Review

2.1.1 Staff Job Performance
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Performance is the degree to which an individual can effectively complete tasks utilizing
organizational resources under normal circumstances. Performance includes the results of
activities taken by employees depending on their knowledge and abilities. Performance
is simply the accomplishment of a certain job or set of responsibilities by staff or any
other people, which changes the environment and benefits the organiz%l. An
employee's performance is measured by how well they carry out or @ete tasks
relevant to their employment. It entails achieving the organization&&mative goals'.
The effectiveness of staff performance is measured by in-rol out-of-role tasks!.
A person's aptitude, availability, and adherence to the %ﬁs and requirements of
the position are all considered aspects of in-role per@ance. Extra-role performance

is demonstrated by qualities other than those re%@%r the work, such as consideration

for and interest in the challenges that other s@ﬂd have in doing their assigned jobs.

N

Job performance is simply describe @ work-related activities that employees engage
in as quantifiable actions, beﬁe&%&nd outputs that are either directly or indirectly induced
by employees to for @rganizational goals. The projected total value of the
behavioral episoc.ieg\. employee exhibits over the course of a certain period is their work
performanc .J@rformance may be thought of in terms of employee behavior or

results th: employee produces?.

Performance on the work or as an employee is referred to interchangeably is a multifaceted
idea. This is due to the fact that employee performance is determined by a variety of factors
and is influenced by many others. Employee performance is a multi-dimensional concept that

includes two aspects: the behavioral (which includes the process) and the outcome (which
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includes the results). The behavioral aspect refers to what people do at work, whereas the

outcome aspect describes the outcomes of those behaviors?.

Staff performance refers to a person's ability to execute duties or use abilities that are
connected to their job. Working toward organizational objectives is a role and activity of
employees. In order to boost the productivity of the workforce, employees must e eager
to learn new skills. The activities and behaviors of an employee that suppot/@)jectives of
the business are considered to be at the micro level of employee p ance*. Workplace

circumstances, effort, and skill level all have an impact on how is performed.

Staff performance in an organizational environment is a r@gall staff' talents, actions, and

contributions to the organization's increased pr dqe&% and goal attainment. The efforts

made to attain goals are shown by increased % nce of the organization, while enhanced

staff productivity calls for greater ef&k@ Staff performances is the openness and
.

willingness to do their duties. Stat{@st complete their tasks on time in order to meet the

organization's objective or tar. rder to have a standard performance.

Therefore, Staff Job@ance s is characterised as a set of employee actions that have

some expected @n}%‘f

into three tmajer categories which are Task performance, Contextual performance, and

(€ither good or bad) for organizations. This action can be categorized

0
Adab‘{b/%performance Task performance refers to acts that are part of the formal reward
system (i.e., technical core) and satisfies the needs as outlined in job descriptions. Task
performance also refers to a person's contribution to organizational performance. Contextual
performance is activity that supports organizational, relationships, and economic goals while

not directly contributing to organizational success®. Task performance is defined as fixed task
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results that set one profession apart from another. Task performance is profession-specific
since it leaves out performance characteristics that are common to most professions®. It
has a direct relationship to achieving corporate goals for prescribed actions, the
specifics of which are indicated in the job description. It occurs when workers carry out a
given activity using their technical expertise and knowledge. Contextual performapnce may
include devoting extra time to the company, following closely to rules a@ulaﬁons,
promoting teamwork and participating in other voluntary actions’. &hg.)ﬂrorkers assist
others in completing a task, work with their superiors, or offt @estions to enhance
organizational procedures, they are engaging in contextual %ce, which is defined as
actions that do not directly contribute to the technical @nce of the task but instead
create and maintain the psychological, social, 6®annizational settings in which task
performance is prominent. When it come@% and contextual performance, good staff
are those who can exhibit the desired t@ors.
N

Adaptable performance is fe@cg as individual’s capacity to transform to changing
work environments®, A \performance refers to an employee's capacity to cope with
change and trans.feg\ wledge from one task to another in the face of shifting job demands.

It can also i@f&[y\ staff capacity to adapt their behavior in response to demands arising

from new% tions or the extent to which they can adapt to changes in the organizational

syste§v&za whole’.

In the context of education, Staft Job Performance refers to the effectiveness and quality with
which educators and other school personnel carry out their responsibilities and contribute to

the overall educational mission of the institution. It encompasses a range of activities and
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behaviors that directly impact the learning environment, student outcomes, and the
functioning of the educational institution'®. These aspects include class planning, instruction,
student evaluation, commitment, extracurricular activities, effective monitoring,
record keeping, drafting memos and inspection, effective leadership, incentive, and

punishment. educational, professional, and personal attributes®. Staff Job Per&mance

can be measure with meeting deadline and punctuality. QQ
2.1.1.1 Meeting Deadline ’\

A deadline, also called a time limit, describes the earliest time otzdate that a specific work,

project, assignment, or goal must be finished or accompli denotes a specified moment

by which the task must be completed and turne ir}b%ense of urgency and structure for

finishing activities on time are provided by es in a variety of contexts, including

project management, academic seﬁing§§professional environments. Depending on
.

the requirements of the task at ha the standards established by the people in charge

of it, missing a deadline co& ve negative effects on the institution, which leads to

low job performance. QQ

An employee @usually describes a date or time frame by which a staff member
must ﬁnis}bbjob, project, assignment, or reach a particular objective or deliverable.
Instih;{ig/imposes deadlines to guarantee timely completion of work and to promote
efficient project management!?. Because it enables effective task coordination and the
accomplishment of organisational goals, meeting deadlines is frequently essential to the

overall success of a project or the efficient operation of a firm'2. To make sure that
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workers understand and can complete their tasks within the allotted time, employers can

convey deadlines through project timelines, job assignments, or other methods.

Therefore, meeting a deadline" is finishing an assignment, project, or activity effectively in
the allotted time or ahead of schedule!®. It entails making certain that all required tasks,
deliverables, or objectives are completed on time and in accordance with t ndards
and specifications established by the individual or group in charge of the d() key life
skill is the ability to meet deadlines, which applies to the job, ‘sehool, and personal
endeavours alike. It exhibits dependability, time mana ; and commitment
fulfilment'>. Meeting deadlines successfully enhances on’s or a team's general
efficacy and efficiency, facilitating the seamless ,@&ement of projects and the
methodical and ordered achievement of o@%es”. Staff that regularly meet

deadlines are highly valued by adﬁi{@ators since it shows high level of job

pctormance. \é;\&

The benefits of fulfilling de'a{lmg/include the following: The sense of urgency created by

deadlines motivates pe@ work quickly and effectively in groups as well as individually

to finish assignc@ time'>. They assist with task prioritisation, making sure that critical
te

work is corr%

ind ﬁn@f@d accomplishing particular goals within a specified time limit. It helps keep the

first. They act as distinct markers that assist individuals and organisations

entire project on track; deadlines are necessary for organising and allocating responsibilities!?.
Teams and staff members are held accountable for achieving group objectives and for
submitting their work on time when deadlines are observed. It can serve as a catalyst for

people to concentrate and put in the effort needed to complete tasks!®. While fulfilling
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deadlines has the following drawbacks, when the goal is unachievable, it can cause stress and
burnout, which can have a detrimental effect on people's wellbeing and mental health'S. In
an attempt to meet deadlines, rushing could compromise the quality of the work in favour
of speed, which could result in mistakes or poor results. Rigid timelines may hinder some
jobs, particularly those that call for creativity and innovation, as these processes ffequently
benefit from more flexible time restrictions. Establishing unrealistic anes can

demoralise people or groups, which can cause dissatisfaction and a drog\gmt .

2.1.1.2 Punctuality %

Punctuality refers to the quality or habit of being on ti leing at the specified place

at the appointed time. It is the act of being p pb% adhering to scheduled deadlines
or commitments'’. Punctuality is a valued trait &sonal professional, and social contexts
as it demonstrates a person's respec & ther people's time and a commitment to
meeting obligations in a timely @}hner 8. Being punctual is often associated with
reliability, responsibility, an%%fessmnahsm It is considered a positive attribute in
various settings, inclu&@Qhe workplace, educational institutions, social events, and
daily life. Pun %Viduals are generally seen as organized, dependable, and respectful
of the sche%s nd expectations of others'®. In contrast, habitual lateness or a lack
of pun@y can be perceived as a sign of disorganization, irresponsibility, or a lack of
consideration for others' time. As a result, staff punctuality particularly refers to staff

showing up on time and consistently for meetings, work, or other planned activities. It

highlights how crucial it is for workers to show up and be prepared to begin working at the
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appointed hour. Being punctual is essential to professionalism in the job, and companies

frequently reward workers who regularly come on time.

Punctuality is important to staff members and institution for a number of reasons, including
the perception that they are dependable and trustworthy. They will arrive at work on time and
contribute to the efficient running of the company?’ Punctuality makes the wor e more
efficient overall. Staff punctuality contributes to the upkeep of a disct@ and well-
organised work environment. Arriving on time is crucial for efficient feamwork. Attendance
at the appointed time promotes effective group activities, j(& ects, and meetings.
Punctuality shows professionalism. It speaks well of a @ember’s dedication to their
position and the company overall. Being on time sh@%t staff value the time of your

students, coworkers, and superiors. bb

Although being on time is usually seen Kxood quality, it's vital to remember that being
.

extremely strict about being on {%\ or insisting on being on time regardless of the

situation might have some® s&nded consequences®!. Stress and anxiety may result

from it, especially fcﬁ@%e who have trouble managing their time or encounter

unforeseen diffi u@?at cause delays. Rigid scheduling might hinder creative processes
erﬁ

if they are phasised. For some employees to produce their best work, a more
ﬂex'ble@)ach can be necessary. A strict emphasis on timeliness may cause employees
to put their own needs and health before being on time, which could have negative
effects. Cultural conventions regarding punctuality can differ. In various workplaces,

imposing tight timeliness rules without taking cultural differences into account may

lead to conflict or misunderstandings'®. Employee demotivation may result from
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continual supervision and harsh penalties for infrequent tardiness. Tight enforcement
without room for interpretation could foster a culture of fear as opposed to inspiration.
Rigid timeliness may impede impromptu conversations or innovative brainstorming

sessions that could enhance a project's overall success?’.

2.1.2 Development Programmes Q\

Development refers to the process of enhancing the skills, knowledge, @abﬂities of
employees within an organization. The primary purpose is to @e individual and
collective performance, contributing to the overall success effectiveness of the
organization. Staff development is an ongoing and strate rt to empower employees to
meet current job demands, prepare for future re %%ities, and adapt to changes in the
workplace?!. A Development Programmes _is ctured and planned effort designed to
enhance the skills, knowledge, and abilitigﬁ\an organization's employees. The primary goal
.
is to improve individual and colle’gﬁ}performance, ultimately contributing to the overall
success of the organizatio@elopment Programmes can take various forms and

may include a combina Qof training, education, mentoring, and other professional

development ac'C/:\%\

Develop rogrammes are a procedure intended to enhance job comprehension,
encow% more productive job performance, and set goals for future professional
advancement. programmes for staff development assist staff in realizing their roles in
achieving the college's objectives, mission, and vision. All of the opportunities offered to
both new and seasoned employees are part of staff development. These endeavors aim to

elevate the caliber of services rendered and facilitate personal and professional
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development for participants?*. It establishes a setting that fosters human

creativity, corporate effectiveness, system rejuvenation, and personal fulfillment.

A development programmes is crucial in the field of education to guarantee staff maintain
current instructional expertise, improve their abilities on a regular basis, and adjust to the
changing demands of students and the educational system. It is a proces helps
employees or members of an organization gain new skills, improve theirc;@tence, and
advance in their careers. Development programmes are chara tﬁied as specialized

processes that teach people how to carry out direct duties of vagi mplexity and create

QQ

It plays a crucial role in fostering a dynamic ang ef%%fe learning environment. Here are

several reasons why development programm

desired job habits?.

essential in education: Development
programmes provide educators with op \u&es to enhance their teaching skills and stay
XS
current with the latest instructiona{ﬁ%‘egies, methodologies, and educational technologies.
This, in turn, leads to more e@%e and engaging teaching practices?®. When educators are
continually improving@stills and knowledge, it directly impacts student learning
outcomes. Teac b@? participate in relevant and targeted professional development are
better equip@ meet the diverse needs of their students, resulting in improved academic
perf rn@ Education is a dynamic field with constant changes in curriculum standards,
assessment methods, and pedagogical approaches?’. Development programmes help
educators stay abreast of these changes and adapt their teaching methods to align with current
educational trends. Non-academic staff often work in collaborative settings where

effective teamwork is essential?®’.
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Development programmes that focus on communication, teamwork, and collaboration can
contribute to a more cohesive and supportive work environment. For those in supervisory
or managerial roles among administrative staff, leadership development programmes can be
particularly beneficial. These programmes help build leadership skills, effective
management techniques, and the ability to lead teams successfully. The{\ smooth
functioning of an organisation depends on the coordination of various departr@%nd roles.

Development programmes for non-academic staff ensure that they unck&tgdﬁrganizational

goals, policies, and procedures, contributing to efficient and effectis@ations.

potential disadvantages that should be considered. It'@p

O

development programmes can vary depending or@ specific context and implementation.

While development programmes in education can have us benefits, there are also

rtant to note that the impact of

Here are some potential disadvantages: @menting Development programmes can be
expensive. Training sessions, materiz Xa the time spent away from regular duties can
incur costs for schools anc.i i&@ionszg' Teachers and staff may find it challenging to
dedicate time to attend @\g sessions, especially during the school year when their
schedules are alfeg\. acked with teaching responsibilities and other obligations. Some
educators ygsj\;f adopting new methodologies or technologies introduced through staff
developm&ogrammes. This resistance can hinder the successful implementation of new
strat%es. One-size-fits-all training may not address the diverse needs and skill levels of the
staff. Tailoring professional development to individual needs can be time-consuming and
challenging®. If the content of the Development programmes is not relevant, engaging, or
aligned with the specific needs of the educators and the school, it may not yield the desired

outcomes.
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In some cases, there may be insufficient follow-up or ongoing support after the initial
training. This lack of support can hinder the successful integration of new knowledge and
skills into daily practice. If the goals of the Development programmes do not align with the
overall goals and priorities of the school or educational institution, it may not lead to
meaningful improvements in teaching and learning. Intensive staff development pr@mmes,
especially when coupled with existing workloads, may contribute to teache@put if not

managed effectively. There are two types of staff development pr&gmls: on-the-job

training and off-the-job training. EO

’Q&
Q STAFF DEVELOPMENT PROGRAMMES

& |

ON THE JOB TRAINING OFF THE JOB TRAINING
1. Coaching 1. Conferences
2. Orientation 2. Workshop
3. Job rotation
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Fig 2.1 Types of Development Programmes

On-the-job training may entail receiving guidance or mentoring from seasoned experts
or trainers while seated at a workstation. It might also involve team leaders and su&visors,
as well as individual or group projects and assignments. Such training is @ly given
by coworkers, managers, mentors, and supervisors to assist employeegQ&dnd give them
the skills linked to their jobs?!. It can be helpful for introduci nsfer or promoted
staff to their new roles, training newly hired employees, irr@in experienced employees'
abilities when technology is introduced, and cross-train@aersonnel within a department
or work unit. It is a desirable training approach %’bwhen compared to other approaches,
it requires less time or financial investm&@%aterials, trainer salaries, or instructional
design. Its objective is to alter sg@inderstanding, mindset, skills, and habits in

N\
of@"éain job or organizational objectives’?.

On-the-job training refer§\fo,the process through which employees get instruction while they

connection to the completion
[ ]

are actually perfqrﬁétheir daily tasks®. It is said to be the most economical strategy. This
practice is g&huown as learning by doing. on-the-job training.is an approach for
enhanci@worker’s abilities via practical application. the trainee will use the same
toolsM workspace that his regular employer uses to do his duties. Staff will gain
first-hand knowledge of the workplace. A supervisor's more seasoned staff member will
mentor and instruct the trainee employee. This is especially helpful for education sector
where a worker will receive training from an experienced staff or a supervisor*>. On-

the-job training is training that employees get while they are still performing their regular
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responsibilities. The skills, knowledge, and abilities required for individuals to do a
certain job within the workplace and work environment are reportedly taught to them
on-the-job. On-the-job training makes use of the common or already present office
tools, machinery, papers, equipment, information, and skills required for a staff member to
learn to execute his or her job in an efficient manner. The following methods of ofi-the-job
training are available: job rotation, peer mentorship, coaching, orientati Qinduction
programmes, and more**. Different techniques are used to deliver or&%training. The

techniques employed in this study are few which ar; @ntoring/ coaching,

orientation/induction, job rotation.

2.1.2.1 Coaching Q
O

Coaching is "a sort of counseling that is ed by a supervisor or management

functioning as a facilitator of leaminﬁ}he manager or supervisor exhibits particular
.

behaviors that allow his or her st@ grow and learn, hence improving performance?.

To improve workers' leam@%owth, and job performance, daily interactions

between supervisors \@leordinates, one-on-one close supervision, and supervisory

behavior that ii@are all considered management activities. A partnership between the
n

managemen%

com, o@wrstanding of the goals and methods for achieving them. Coaching has become

the employee can be developed through coaching, which fosters a

a vital tool for enhancing performance, whereas teaching is typically one-way contact?®.

The word "coaching" is used broadly to refer to a variety of actions in various situations. As a
personal development approach built on a collaboration between the coach and the client

(the coachee), coaching is described as follows: a thought-provoking and imaginative
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process that motivates the coachee to reach his or her full potential on both a personal and
professional level*’. Thus, coaching is a partnership between the coach and the coachee
in which the coach acts as a facilitator of awareness for the other partner. The ability of the
coach to listen, then create and pose pertinent "powerful" questions to the coachee, is what
allows the coach to facilitate. The coach encourages innovative thinking in the ‘coachee,

motivating him or her to reach a particular professional or personal objective?$ Q

In the field of education, staff coaching is the practice of offering dir€étion, assistance, and

chances for professional growth to lecturers and other sta ers in educational

%

institutions. The objective of this coaching strategy is to se performance on both an

individual and group level, encourage lifelong leaﬂ% and ultimately raise the general
efficacy of the educational system?’. Here are so&sential elements of staff coaching in
the field of education: Education coaa:@ acknowledges the distinct requirements
and objectives of every staff memberN\Administrators collaborate closely one-on-one to
address specific issues and @e the professional abilities of their staff members®.
.
Experts and staff wor t@er to establish specific, attainable goals for professional
development. leeg\ bjectives could be related to the person's function in the
educational S)Qeya\, such as classroom management, instructional enhancement, or
personal opment. the field of education. Consistent feedback is a crucial part of
coaching. Based on performance statistics, assessments, and observations, experts offer
helpful criticism. This feedback encourages teachers to think critically about their methods
and make the required adjustments to improve their instruction®*. Together, experts and

staff can identify problems and come up with workable solutions. Within the

educational institution, this cooperative approach to problem-solving promotes a supportive
36



professional community and a sense of shared responsibility. By implementing effective
employee coaching in education, institutions can create a culture of continuous learning,
enhance teacher effectiveness, and ultimately improve the quality of education provided to

students.

Within the educational system, staff coaching can offer benefits as well as draw These
are a few of their benefits*’; Teachers can receive specialised and individu 'ofessional
development through staff coaching. They are able to improve their e é&y in the classroom
overall, stay current on new teaching approaches, and hone ities. Teachers can

develop self-confidence through coaching. They can a @heir deficiencies, build on
their strengths, and eventually feel more secure in theqi)ﬁas educators with the help of a
coach's feedback and support. Lecturers are e@’baged by coaching to participate in
reflective practice, which involves anal?@ their instructional strategies and student
outcomes*!. Better teaching techn'q?é@%nd ongoing growth may result from this
self-reflection. Administrati\./e At@\nembers can improve their skills through coaching®?.
Enhancing soft skills t\dre important in a professional situation, such as
communication, .t@anagement, and problem-solving, may fall under this category. Staff
can establis g@or their personal and professional lives, get clarity on their jobs, and
create pla reach those goals through coaching. Motivation and work satisfaction can be
incre%ed by having a clear direction and purpose in life. Staff can discover their areas of
strength and growth with the aid of coaching. administrative staff are likely to approach

their tasks with increased self-assurance as they grow in confidence in their skills.

Coaching can help with better job performance by addressing particular issues and

37



offering direction on practical solutions*>. Administrative staff might pick up skills to

succeed in their roles and overcome challenges.

Conversely, the following are the withdrawer®’: Both the expert and the staff may
find coaching to be time-consuming. It can be difficult to find time in a busy school
schedule for regular coaching sessions, which could cause disruptions in t aching
and learning process. Staff see coaching as more of an assessment tool t@lpport one,
they may be resistant to change®. Opposition may restrict the hing relationship's

impact on teacher development and undermine its efﬁcacy% ossible that certain

educational environments lack the tools—such as certi coaches—needed to offer
all staff members quality coaching. The widesprea@iotion of coaching programmes

may be hampered by this restriction. fbb’b

2.1.2.2 Orientation Q
Staff orientation involves givin%ép hires an overview of the company and their role.

Basically, it is seen as a Q@of the employer's socialization process for new hires*.

Socialization can be @t of as a continuous process that instills in each employee the

prevalent attit‘deg\\ﬂo

Socializati necessary for both organizational stability and worker performance. How

s, values, and behavioral patterns expected by the company.

well@employees do at work is greatly influenced by their knowledge of what they
should and shouldn't do. the term '"orientation" should be used to describe some
reflection or representation of a person's overall motivational state at a particular time®.
Staff orientation is commonly understood to be getting used to a new work environment. It

is the procedure used to adjust a new hire to the workplace, the team, and the position.
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A description or evaluation of a person's overall motivational state during a specific time
period should be included in orientation. it influences of needs, values, attitudes, abilities,
and other behavioral factors will be demonstrated by this state. Therefore, orientation
could be interpreted as a reflection of an individual's goals and level of confidence in

achieving those goals in a given circumstance*. \

In the educational system, staff orientation is an essential operation used (Jalnt newly
hired personnel with the rules, regulations, expectations, and cul of an educational
establishment*’. The objective is to assist them in understanding@ anization's goals and
values, adjusting to their new jobs with ease, and makin@@tive impact on the school's
overall performance. These are some essential comp ts'that are usually present in staff
orientation within the educational system*’: @ of the educational establishment,
encompassing its background, objectives, 3}@% principles. Overview of the functions of
the main administrative staff memb%, planation of pertinent rules and regulations,
including attendance require.rlle&@othing codes, and emergency measures. familiarity with
the curriculum, any spe '@ching methods, and grading schemes. physical tour of the
school grounds,. g&amsing key spots including the common spaces, offices, and
classrooms. St@embers have access to technology training and educational tools*.
Describes nstitution's usage of software, grading systems, and communication tools.
Detam\[egarding the requirements for continuous learning and available possibilities for
professional growth. a presentation of mentoring schemes or other new employee assistance
mechanisms. direction on how to communicate with parents and children in an efficient

manner. Techniques for fostering a good rapport with pupils and their families are discussed.
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instruction on safety practices such as lockdown techniques, fire drills, and emergency

medical response.

In the educational system, staff orientation has benefits and drawbacks.
Orientation programmes must be thoughtfully planned and implemented in order to
optimise their advantages and mitigate any potential disadvantages. Below is a ary of
the benefits and drawbacks*. Staff members can easily become part o ucational
institution and learn about its policies, processes, and -culture. f&&lcreased efficacy
and efficiency in their positions. Employees that receive ori 101 are more productive
and can contribute to the educational mission more quic ce they are better aware
of expectations and obligations. It decreased learn,l@c rve and enhanced productivity
at work®. The institution's principles, mission& culture might be discussed and
imparted during orientation. It provides@herent and cohesive workforce working
towards shared objectives. Workers @feel informed and supported are probably more

likely to be happy. é

Orientation ensures tha@Q\members are informed of critical updates and changes by
fostering open b@icaﬁon channels®'. keeps misconceptions at bay and fosters an
informed t% nformation regarding chances for continued professional development
is f%@ provided during orientation. It promotes a culture of lifelong learning
among employees. Orientation exercises can help employees collaborate and form strong

teams. It offers better teamwork and stronger interpersonal interactions.

On the other hand, the following are some withdrawals>?. Planning and carrying out

comprehensive orientations require resources, including time and money. It might be difficult
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for institutions to commit enough money, which could lead to rushed or inadequate
programmes. It Overloading a new employee with information in a brief amount of time
might be detrimental. It's critical to strike the correct balance between preventing overload
and providing the necessary information. It's possible for some employees to object to new
policies or procedures that were presented during orientation. It's critical %ontrol

opposition and cultivate a change-friendly mindset?’. Orientation pr@'ﬂes that

are tailored to a single employee may not meet the unique requ}qngny of a varied

workforce. creating adaptable programmes that may be tailor@:rtain positions and

duties. Q
2.1.2.3 Job Rotation Q :

Job rotation is a work design strategy that is ¢ nly utilized by many firms at different
levels of hierarchy. It involves trainin%kf by having them switch from one task to
.
another®. Job rotation is the indir@vement of staff among various positions and duties
within a job where each req&% different set of skills and obligations. People complete
each task within the all@me while practicing a range of skills®*. Employees who rotate
their job duties rﬁ\&?&r able to understand the many steps involved in producing a good or
providing a Qg how their actions affect the caliber and competency of the final output,
and ov@l team member advances the overall effort. Job rotation is an approach used by
management to control staff dedication, productivity, and innovation in their descriptive jobs
and to keep them informed about the most recent changes in the professional environment

that are critical of any organization's ability to compete and survive in today's market-

driven system®. The term "job rotation" refers to giving employees a variety of
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responsibilities and moving them around at prearranged intervals Employee transitions
alleviate employee boredom from staying in the same role for extended periods of time,
increase employee morale and motivation, and provide flexibility, new experience,
skills, and professional disciplines. Employees can expand their perspectives by taking

on different roles through work rotation. \

Job rotation is an additional educational technique. It involves learning o @t e side of
the organization learning about the staff's strengths and talents, which, helps to facilitate
employee development and the employee learning new skill ccoming adaptable®.
Job rotation entails the deliberate transfer of staff from on @n to another as well as any
changes in assignment, job topic, or department in or%ﬁelp them acquire familiar with
the functioning of different departments withiné’cbﬁrm”. Frequent job changes are a
purposeful strategy to managing people,@ the goal of improving productivity and
performance. It describes workers w e laterally in their positions. It can also be used
to improve fundamental pr.ac&cémstruction, which will reduce inefficiencies and raise

output. Job rotation bo@uctivity and encourages the acquisition of new skills>.

Job rotation is *y understood to be the practice of moving from one position to
another Wit%h same company in order to maximize both an employee's potential and the
wort oqgo‘ company Jobs that rotate are those that move a staff member's sector of work
to another without altering his position level. This allows employees to gain job skills from
a range of diverse areas and relieve fatigue from repeated duties. The basic goal of job
rotation is to familiarize employees with various organizational verticals by shifting

them from one position to another*. Job rotation is described as a management
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strategy used for this purpose. Nonetheless, it is required to outline the precise goals of
the work rotation. As a result, the following lists some of the main goals of the job
rotation®®: To allow each worker to have a different department to work in. To increase job
satisfaction and cross-train staff, in order to lessen the strikes' detrimental effects, to
maintain seamless organizational operations during strikes, to improve emplcl& work
experience, to increase job satisfaction in order to raise worker performance @%ill levels

in the workplace, to lessen the repetitive and dull mindset of staff 1@ toward same

job duties>2. EQ

Job rotation can give them more chances to improve thei mance, pick up new skills,
and gain more knowledge and experience if done corr . Staff can become proficient in all
aspects of the working process and obtain a broa&ge of experience through job rotation
programmes, which boosts efficiency for b@mpanies and workers while also providing
opportunities for employees to havé) eeper understanding of the faculty®. Job rotation
can help employees overcorzle&@m in routine work and the repetitiveness that results
from performing the sa é@s every day for an extended period of time. Job rotation
have the power tgxoost employee interest and dedication®®. When an organization
devotes ti t@rorker and improves their skills, they may inspire them to make a
more seri commitment to their profession®®. Job rotation gives staff the chance to
forge\ew connections with colleagues from different departments while also receiving on-

the-job experience, which can help to improve social and unique staff development.

The drawbacks of job rotation are as follows; it appears to put more pressure on the

remaining employees. Experienced staff' reluctance to use provided equipment, undesired
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physical contact, and psychological strain brought on by workplace issues>. It can result in
longer training times for recently transferred staff and heavier workloads for present
employees. the cost of implementing job rotations is sometime expensive. Job rotation leads
to low production since it takes time for new hires to become accustomed to the system.
There could be a significant gap in the staff's skill levels, which could lead to h&r staff
training expenses or short-term productivity losses®®. An additional cost is @Qgration of
staff education and training for new positions. The resistance of seascyadgt&f is one thing
that prevents job rotation. Highly qualified employees have no desi move or learn new
skills. The opposition of experienced workers is one barrie@%wotationﬁ. Experienced
staff do not desire to acquire new skills or relocate.@y seasoned staff believe that
switching departments requires them to start t}%@ation all over again. Staff view
changing jobs as a tactic to divert someon: '\@on from what they find most enjoyable®.
It's possible that the original role, @&t exist, or management may have developed
other ways to function without &ce')\person rotating, making them hesitant to commit
personnel they've trained. .$
N

Off-the-job trainiflg'\gxeﬁned as training received outside of the workplace®'. As a result, the
focus is sol lycg)ie group exercises, team building, distance learning, outdoor activities,
and work that are part of the training that is provided by the training department, by
outsh&lducation and training institutions, by training providers-training consultants, or by
guest speakers. off-the-job training is provided outside of the typical workplace, giving
employees the chance to engage and exchange ideas with colleagues from
different organizations as well as get access to outside resources and facilities®.

The close involvement of managerial staff helps to facilitate learning transfer, bring
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real-world examples into the classroom, and guarantee that employees taking part in off-the-
job training are carefully chosen, informed, and overseen to ensure that they contribute
appropriately. This training occurs away from the job. Because they learned outside of the

job, such as in school and via community discussions, employees use this training to acquire

new abilities®?. \

Off-the-job training enables employees to engage in the train@ogrammes
without interruption from outside variables since the training locat'G&is typically set up
so that employees can pay attention without distraction®®. A vari chniques are used to
provide off-the-job training, including case studies, ps, seminars, role-plays,

audio-visual training, vestibule training, and confeQ\ce. Conferences and workshops

were the study's approach. 6’6
Nl

2.1.2.4 Conferences
&

A conference is an event @en lasts a few days and is planned around a certain subject or
to bring people.tg&wr who have similar interests®. Attending a conference entail taking
part in a ph ic@visual communication. One of the conference's goals is to safeguard and
enhance@
intern\abﬁ

ibnal, is a means of advancing one's career®. It promotes staff and professional

cssional interests. Attending conferences, whether local, national, or

growth, improve connections among staff, open up new possibilities in the profession, and
aid in understanding the interconnections of knowledge and information. A conference is a

formal meeting or gathering of people who have similar interests who come together
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to exchange ideas, discuss problems in their field, and offer solutions. It can also be a

gathering of people who have similar interests®.

Conferences give instructors the chance to more effectively show off their professionalism
and appreciation of the continual value of professional development for improving
work performance®®.  Additionally, educational conferences frequently re a
variety of educational figures with a wealth of innovative ideas. The leac/®tmosphere
provided by conferences allows participants to share experi , concepts, and
methods from their respective universities or institutions. % nference offers an
opportunity for the team members to discuss the tools logy, and procedures they
may use in their school to enhance their work pe;Q&m nce. Conferences provide staff

with access to a wide variety of ideas, which 1ms@; performance®’.

Therefore, conferences play a crucial role\in the working environment. Since the workplace
-\
is evolving quickly, information\ﬁ%st be tailored to the various demands of each
organization. Attending co@gfes has the following positive impact. It enables
organizations to obtain@ate information on important problems that impact them. They
provide lecture @ance to more effectively convey their expertise, knowledge of the
continual n% r professional development, and comprehension of the larger role of
educato@. It improved self-worth, Greater work satisfaction and professional pride in
teaching and administrative is all a result of recognizing, appreciating, and rewarding
individual innovation. It develops of each participant's sense of responsibility over
their school is influenced by the availability of a venue for participatory suggestions. It

Help staff members organize and preserve records, files, and databases. Assisting
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staff in comprehending and efficiently using new textbooks, lecturer's guides, and
instructional material in the classroom, arranging meetings and keeping calendars,
composing memos and typing up recorded dictation, to better serve their students' needs and
faculty. In a time when staff lack the time to read several specialized books, conferences
may be a very useful tool. Because the speakers, who are experts in these subj& have
already done the vetting and selection of information from a wide rang@urces, it

allows them to spend a fair amount of time and obtain comprehens'&(mdwledge on a

topic of interest®’. EQ

It improves staff' problem-solving abilities in administ @community relations, and
teaching/lecturing through reflective practice. Comference supports a process of
collaboration, reducing staff isolation and in@rgng the possibility of encouraging
meaningful change in lecturers' attitudes\{@ actions. Delegates from other universities
who may be dealing with the same’ @ns and difficulties might interact with others in
the same faculty®®. They .cak@N: problems together as a result. This will enlarge

perceptions in turn. D@}can evaluate their faculty with the use of this information

exchange. . @

One of the @3 s with conferences is that there is no gravity. Conference attendees who
are ill- ’Qed and believe that others will handle the speaking and thinking are a frequent
source of issues®. They think that with less work, they can achieve anything. Most attendees
are not productive most of the time. For an extended meeting, attendees must gather in large
numbers at a set location and time. This may take some time because other commitments

must be postponed to make room for the meeting. It is expensive to plan conferences. It
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necessitates a location in the first place, documentation, advance communications, meal

preparation, work delegation, and participant travel.
2.1.2.5 Workshop Programmes

Workshops are interactive learning experiences where participants actively participate in
learning activities rather than just passively listening to lectures or presentaQé‘. It is
viewed as a retraining initiative to refresh knowledge and abilities in terms, of Subject matter
delivery rather than to upgrade qualifications. Instead, then simply@ ing to a lecture or
presentation, participants engage in a variety of training_activities during interactive
training’’. Additionally, it is viewed as a retraining i to refresh knowledge and
abilities in terms of subject matter delivery rathe tl%%upgrade qualifications. It is based
on the lecture and demonstration format, the pr@ r prepares the ideas and methods before
presenting and discussing them usir@ of visual aids, interactive devices, and
.
c_)\

>
.

The term "workshop" in th of higher learning refers to a particular kind of educational

demonstrations.

programmes that is @ly created for a group of individuals, with practical content

tailored to the< n&?ﬁ

and mu‘a@pport among participants’!. Workshops often consist of a number of

nterests, and affinities of the group and facilitating cooperation

spechQ/ designed exercises given as a comprehensive, interactive educational
programmes or training, with differing durations and topics covered. These can be
anything from one-hour briefings to multi-day training sessions that focus on a particular
topic, the development of particular knowledge, skills, and attitudes, as well as the sharing

of experiences among participants’?.
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A workshop in a working environment helps participants to learn new skills and about
themselves. A workshop may be thought of as a flexible atmosphere or setting where
coaching, various kinds of work, and learning occur. Through group training with a focus on
practical work, workshops encourage participants' personal growth and empowerment, active
engagement, employability, and job skills. In the workshop, training for both indiwls and
groups as well as work training are employed’3. Attendance at workshops, @/en has a
significant impact on staff performance. A few of these effects are lis&gbw Workshops
provide a structure for meditation. Given that the staff member is tive individual, the
session provided guidance on how to focus his teaching effgfts{*. Workshops give attendees
the opportunity to speak with subject-matter speciali@nd provide a framework for
analyzing a particular student or situation. Talkin@?the relevant themes of the specific
subject helps the staff learn about the late %rband knowledge related to the situation at
hand. workshops that include s}q&om diverse educational institutions benefit
from socializing so that particip%ﬁc%y get advice and solutions to common problems’.
Making new friends can c@p new opportunities and promote innovative methods of
learning and thinking. ilitating team workshops may enable employees to develop
relationships V\@ﬂ’ kers, progress their careers, and experience greater fulfillment in
their jobs. @taff will be inspired to investigate new topics connected to the issue of
enco%gment and motivation after talking and learning about a new subject. The staff
will be inspired to do research and pick up new skills. Staff members are inspired to

perform well with the right advice from specialists.

There are challenges with the workshop's programmes, if employees do not think

the material will be useful to them, they will not attend training sessions. A few people
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might even view it as a time waster and a means of avoiding the many tasks that remain
incomplete. Workshop programmes' subjects could occasionally be challenging, especially if
there is a lot to talk about”. To help staff quickly assimilate critical knowledge that is
relevant to their field of work, certain knowledge is condensed into appropriate courses.
The staff finds neither the workshop programmes nor the compliance traini{to be
particularly engaging. Specialists are the only ones who participate sometjfitest, Conflicts

over plans, specifications, and supplementary resources are typical wor%)g.mues%.
2.1.3 Physical Resources %Q

Physical resources or facilities are those essential parts ;ucational systems offered in

the school that are provided to fulfill the ge e% d specialized needs of students,

institution, and staff as well as to support tea , administration, and learning activities

in the educational environment”’. Scho }ysical resources refer to the tangible assets
[ ]

and facilities within an educati@nstltution that contribute to the overall learning

environment. These resourcesk%’ay a crucial role in supporting various academic,

extracurricular, and aé@?rative activities. Here are some common examples of school

physical resourc *
N

School p resources are crucial components that contribute significantly to the overall
learnt gfvironment and educational experience. These resources encompass tangible assets
and facilities within a school setting”. Here are some important aspects of school physical
resources: Adequate and well-maintained classrooms, laboratories, libraries, sports facilities,
and other infrastructure create a conducive learning environment. These spaces are essential

for various academic and extracurricular activities. Access to modern educational technology,
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computers, projectors, audio-visual equipment, and other tools enhances the teaching and
learning process®’. They facilitate interactive and engaging lessons, helping students grasp
concepts more effectively. A well-stocked library with a diverse collection of books,
reference materials, and digital resources supports students in their research, enhances their
reading skills, and fosters a culture of lifelong learning. For schools providing tran%tation,
well-maintained vehicles and efficient transportation services help ensurgg students
can attend school regularly and punctually. Basic classroom supp'@gmh as desks,
chairs, whiteboards, and educational materials, are es for creating a
comfortable and conducive learning®!. The study @%consider information

communication technology, conducive staff office and trz@mtation system.

2.1.3.1 Information Communication T@logy ICT)

.
The educational environment of %\sv?\rld has undergone a change in the 21st century due to
information and commu@ technologies. Information communication technology
enables individuals to@s, analyze, generate, exchange, and utilize data, information, and

knowledge in v@'&t

ere previously unimaginable®”.

Inforrna%@echnology describes it as the collection, handling, archiving, and sharing of
inforr&on technology that facilitates communication and access to knowledge. This covers
mobile devices, laptops, desktop computers, wireless networks, email, SMS, and text
messaging. In the recent years, technology has given society a wide range of communication
skills and transformed society into a global village®?. Information and communication

technology, is defined as "a diverse set of technological tools and resources used to create,
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disseminate, store, and manage information," including devices like cameras, audio, and
video, networks (Internet, intranets, and extranets), computer hardware, and so on®’. This
category includes products that have the ability to store, modify, retrieve, send, and

simultaneously receive information (text, sound, motion, etc.) that has been electronically

transferred in digital form. \

Information and Communication Technology (ICT) includes the use @nunication
devices, mobile technological hardware devices, software applicati ﬂs\suc as Microsoft

Word, Excel or spread sheets, power point, graphic design, Co , Adobe page maker,

online networking and connectivity, social media application$, and so on®. ICT also involves
some online devices that help with effective con{;gm ation within an environment.
Information and communication technology als&des any gear, devices, or apparatus
utilized for information processing or transhq\@)n, such as computers, mobile phones, DVD
. [ ] . .
players, flash drives, CDs, and Q@ ICT comprises several components such as
hardware for mobile devic&Q}mputer software, cloud computing, desktop and
[ ]

workstations, social rr%h@plications, and other communication tools including TV

transmitters and OWS.

ICT use in the cldSsroom increases active engagement and participation from students in the
lea in@ess, strengthens the ability of lecturers to accommodate students with a variety
of learning requirements, and helps students retain the material well. As a result, students and
educational institutions both perform better academically and instructors are better able to
convey their ideas, emotions, and thoughts to pupils®3. ICT gives staff members the chance to

access more complex and expansive areas of managing and instructing in order to sharpen
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their ability to study. Through its dynamic, interactive, and engaging content, ICT enhances
teaching and learning and has the potential to deepen, enrich, and accelerate skills. It also
motivates and engages staff, helps to connect work experience to real-world situations, and
contributes to overall development®4. It enables staff to communicate with one another using
chat rooms, mailing lists, and e-mail. It enables staff get quicker and simpler xess to
more thorough and current information. ICT may also be utilized to comple@ncult jobs
since it gives staff a reliable channel for releasing studies. DujQ)(Lh% established
communicative process between members and the opportunity to 'inate information in
several ways, as well as the ability to work at our own pa@%exercises, and website,
ICT enable staff to learn autonomously and independen@CT can help the staff member
reflect on his or her personal progress while a%’@?isting the supervisor in keeping
track of the staff development. ICT gi raff the chance to use online educational
resources, get rapid access to them, g@o gives them access to new resources to support
resource-based education. \C)\
&

Several Nigerian instit '@s\ncounter several obstacles when it comes to staff ICT
utilization. One syg:&stacle is the lack of fundamental computer operation and ICT skills
among ma&@ teachers, which has an impact on the caliber of their services.

Additiona is has made unused ICT services and resources available®. Staff members

who\ahwwt accustomed to using ICT tools may find it challenging to include this practice
into their presentations. In addition, occasionally, setting up the devices may be challenging.
Financial constraints may also make it more difficult to have access to the newest equipment.

ICT may also limit the staff's capacity for critical, analytical, and creative thought.

Unpleasant physical side effects from ICT may include impaired vision or back ache.
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Plagiarism is a problem that regularly occurs since many staff would rather copy and paste

stuff from the Internet than come up with their own ideas.
2.1.3.2 Staff Office

An office is a building in a place of work where information and knowledge are managed,
processed, and transmitted through document filing and planning, designin éﬁsing,
analyzing, deciding, and communicating®”. An office is also a pla re clerical
operations take place. It is also a place where crucial information o@is prepared, filed,
and used for present and future organization operations®®. T @Dﬂit}/ of amenities like

furniture, equipment, appliances, and climate control Q part of the office working

environment. The arrangement, cleanliness, neatn sy&%{laﬁon, organization, convenience,

aesthetics, and beauty of the office environmen all considered to be part of the physical
layout of the workplace. Q
A good office and work envir cat is one that is free from distractions like noise,

interference, and other unp@t situations, as well as from sleepy flooring, heat, cold, and
moisture. It should @ree from bad lighting and unattractive color. If all amenities are

there and with@gxé

ployees' reach, a decent office environment improves the workers'
ability to S@ete duties®.

Staft%ﬁﬁce has the following good effects for staff job performance Offices help these staff
be more productive while also creating a moral connection and a sense of belonging, both of
which are crucial for keeping top talent inside their school. If all amenities are available
and within their reach, a decent office helps employees do their duties more effectively

and without undue stress. staff might be inspired and have a happy work environment
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with the help of a well-designed staff room. Offices aid in communication and promote
conversations in various parts of the facility, which also boosts staff spirit®®. Staff can
store necessary personal goods at the school office instead of bringing them to every
class because they move about the building all day Staff members need a lot of energy,
and the only practical place for them to eat, drink hot beverages, and rest before\the start
of the next instruction is the school staff office®®. staff that work i Qonducive
encourage a growth mindset. Staff currently focus on developing theiggski further their
personal and professional lives. Working in an organization mi e difficult if there
aren't enough facilities like warmth, lighting, furniture, @e onfigurations, or noise
levels. Poor office circumstances, such as loud @undings, unclean walls, an
atmosphere that is excessively hot or cold,%’é‘%king environment, an unsightly

workplace, etc., make it difficult for em to stay in their offices to complete their

tasks, which lowers the rate of produgtg\i.gx

2.1.3.3 Staff Transportation @
Transportation is essertia Qhe efficient physical distribution and provision of services in

any society. T@r of the products and services that marketing offers to clients is
ra

facilitated b portation. Transport is the act of shipping or moving an object from one
plac to@’gwrm. School transportation is a special and important social issue because of
its impact on work performance. As a result, Staff Transportation is a paid staff

transportation service that offers workers a rapid and easy way to get to work, boosting

their usage of public transportation. Choosing the choice that best suits the demands of the
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staff and the institution at large is the administrator's responsibility. The type of transport

system (road, air, and water) that the school uses is determined by its location®?.

Staff transport, or transportation services provided for staff, holds significant importance for
several reasons within an organization. Here are some key points highlighting the importance
of staff transport: Staff transport provides a convenient mode of commuting fo loyees,
especially those who may not have access to personal transportation b e public
transit®. By providing organized transportation services, staff transpo s employees save
time on their daily commute, contributing to better time manag% d work-life balance.
Reliable and comfortable transportation services can redu @tress and fatigue associated
with long and unpredictable commutes, contributin@@nproved employee well-being.
Staff who have a stress-free and reliable meaéo commuting are likely to arrive at

work in a better state of mind, potenth@eading to increased productivity and job

satisfaction. Staff transport services'%g rioritize safety, implementing measures such as

secure boarding and disem@ procedures, well-maintained vehicles, and trained
drivers, ensuring the v%@g of employees during transportation®.

Staff who mii:}f\o' ally have to pay for individual transportation costs like fuel,

maintenanc%

Providi aff transport can be a very beneficial benefit for recruiting and employee

lic transportation can save money by using organised staff transportation.

retention initiatives. It shows how dedicated an institution is to the comfort and welfare of its
employees. Staff transport can help staff members feel more connected to one another by
offering chances for socialising, networking, and team-building outside of the office®.

School transport for staff plays a crucial role in ensuring the smooth functioning of
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educational institutions. Here are some key points highlighting the importance of school
transportation for staff: School transport provides staff members with a convenient and
accessible means of commuting to and from the school®. This is particularly important for

those who may not have their own transportation or live at a distance from the school.

School transport helps ensure that staff members arrive at the school on tim oting
punctuality and timeliness. This is essential for the efficient functioning @ ucational
institution and the execution of daily activities®*. Having a dedi transport system
reduces the stress and fatigue associated with daily commutin% members can focus
on their responsibilities without the added burden of d ith traffic, parking issues,
or long commutes. School transport often comes with, safety measures, such as trained
drivers and well-maintained vehicles. This co&tes to the overall safety of staff
members during their commute, reducirﬁ\@ risk of accidents or incidents. Providing
school transport for staff can be m'@-efﬁcient compared to reimbursing individual
transportation expenses’?. IE a Q}&the school to negotiate group rates, optimise routes,
and manage transportati sts more effectively. Shared transportation fosters a sense
of community am, & members. The time spent together during the commute can be
an opportu 'ty@ocialising, collaboration, and team building, strengthening the sense of
camaradéj ong the staff.
N\,

A well-organised school transport system can contribute to reducing the environmental
impact associated with individual commuting®’. Offering school transport as a benefit can

enhance job satisfaction and contribute to staff retention. It adds to the overall appeal of

working at the institution and can be a valuable factor for staff members when
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considering employment opportunities. School transport helps in efficiently utilising
resources by optimising routes and minimizing the number of individual vehicles on the
road’®. This is beneficial for traffic management and reduces the overall environmental

footprint.

Staff transportation to schools offers a number of benefits, but there may also b backs
that need to be taken into account. The route and schedule for school @ ation are
frequently set in stone. Workers with certain scheduling requireme f&those who would

rather have more control over their commute arrangements ma is lack of flexibility

to be bothersome. Staff members who depend on @ transportation may face

challenges when transport services are interrupted@r strikes, mechanical issues, or
unanticipated schedule changes. Under such &nstances, this reliance may cause
inconvenience®. The privacy of ernploye%\\@y be jeopardised by shared transportation.

Given that school transit is shared Qme people may prefer to commute alone, which

could limit their privacy and @ml space.
2.2 Theoretical VIQQQ

221 Learm‘ &uaﬂon Theories

A leami%éganization is a collection of individuals who have knitted a continual, expanded
capacity’ for learning into the institutional culture. Such an intuition analyses, screens,
develops, and aligns learning processes with established goals. staff training is replaced with
organizational problem solving, creativity, and learning in a learning institution. For instance,
in a learning instruction, when a creation is poor, the staff members find the root of the issue

and create ways to stop it from happening again. In a learning business, the focus is on the
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single asset that increases in value over time—its staff. The ideal workplace always offers a
collaborative learning atmosphere where people may benefit from one another. Every

employee tries to improve and grow!'®,

Learning organizations are places where individuals continuously develop their potential to
produce the outcomes, they genuinely desire, where fresh and expanded ways of ing are
fostered, where group aspiration is allowed to flourish, and where indiv@re always
learning to understand the big picture as a whole. According to th &Q of the "learning
organization," any effective organization must constantly lea% der to develop and
respond to environmental changes. Any institution t @m to apply the learning
organization concept must have a comprehensive pla@th specific objectives. Once these
have been determined, it is necessary to determi ’Qinstruments required to facilitate the
plan'®!. A learning organisation has the ‘ﬁ\\@&ring five traits: system thinking, personal

.« @ .
mastery, mental models, shared visions am learning.

N\

Team learning is foundationa@&éanisational development, emphasising that the collective

capacity of a team to @rpasses that of any individual member. Conversations within

teams form the Eb@of this process, requiring members to set aside beliefs and engage in
or

genuine co!&

gather Qf}b, and evaluate outcomes, fostering an environment where learning is integral

ion. Through reflective dialogue, individuals challenge presumptions,

to achieving shared objectives. This approach not only enhances employee credibility
and creativity but also diversifies organisational structures. Sharing vision acknowledges
the value of individual perspectives and contributions. Each person's unique vision

enriches the collective understanding and drives innovation within the organization.
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However, to effectively implement these visions and structure the organisational
model, thorough reflection is essential. This reflective process ensures alignment

with overarching goals and promotes clarity in execution.

Personal mastery is identified as a fundamental discipline for creating a learning organisation,
emphasising continuous self-improvement and lifelong learning. It involves cl ing and
strengthening one's unique perspective, bridging the gap between es ills and
desired abilities. By committing to truth, fostering personal vision, &mbracing creative

tension, individuals gain self-confidence and resilience in naviga@ lenges.

System thinking is highlighted as crucial for under ;g the interconnectedness of
processes within an organization. It enables the ab&@f systemic interactions rather than

isolated cause-and-effect links, emphasising th€uiportance of viewing systems as holistic

N

entities. By recognising the inherent @p exity of organisational dynamics, systems
[ ]
thinking facilitates the integration@sarious disciplines and promotes effective decision

making by anticipating uninten&géonsequences.

N\

In conclusion, the kbelements that have been discovered are dynamic in their
interactions wi@a other. For instance, originality and variety of ideas will rise when
workers a'caéren actual flexibility and trusted to perform their duties with proper help
from\‘t/ team members and suitable resources. Their ability to understand and respond

to the events will improve as a result of developing a sense of the wider picture!?-1%,

Dimension of Learning Organisation
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The elements of a learning organization, including continuous learning, discussion and
inquiry, teamwork and learning, embedded systems, empowerment, system linkage, and

strategic leadership'®%.

Continuous Learning; The goal of continuous learning in an organization is to provide
ongoing learning opportunities for every staff, from the senior management grou e staff.
The ability of staff to achieve the goals specified is also being improved. e they are
more competitively positioned in the job marketplace, the individua also benefits from
the dimension. People have an excellent chance to improve thei set because of this
opportunity. Additionally, it helps with employee rete '@ince internal learning and
development provides the organization with the necesg&kc pabilities without having to hire
new staff. In addition to its success, creativity, ar&petition factors, it has the benefit of
increasing productivity. The only way for a?@nization to meet the demands of the modern
world and continue operating and '@1 is using continual learning. There are several
ways to enhance learning op.pc&@s within an organization, including the establishment of

research grants, trainin% mes, and academic scholarships.

Inquiring and ﬁ\&& : Knowledge is acquired by people from others via inquiry and
discussion. % an institution with this dimension are good listeners and thoughtful about
others' @ns. To improve one's capacity for comprehending fundamental assumptions
and ideas, it is crucial to nurture the spirit of inquiry. People might find commonalities
among themselves in an environment that is relaxed and free of distractions. Inquiry
and dialogue are two key elements because they promote effective communication and

system thinking and increase the possibility that the organization will promote open
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communication. In such institution, communication is a two-way process that fosters the

exchange of ideas and opinions as well as innovation.

Team Learning and Collaboration: It also called "intelligence of a team” outperforms that of
an individual by a factor of many in fields like sports, science, and the arts. A team,
employees of organizations also work together. The practice of team member loping
ideas and abilities as well as a mechanism to share them with others is w, a learning
is concerned with as a feature of a learning organization. Members @and interact with
one another as coworkers when team learning and collabora@ used. As a result,
people working at the bottom of the organization% ture should feel free to
express their thoughts and opinions to those in leadership positions. Building a team that
works together increases the likelihood and c of attaining organizational goals.
The information produced via teamwo?‘l\@d collaboration should be preserved by
organizations. Despite the fact that @embers may be at various learning stages, trust

and support for one another i@&s team performance.
[ ]

Embedded System; A@edded system should make use of low-tech components
to facilitate a @hrough targeted group discussions. Systems for assessing the
differences @v n the actual and anticipated results are developed by the organization
that haéb embedded system. Additionally, the amount of time and money employees
spend\éarning new skills is monitored. Such an integrated system is essential for
maintaining a learning culture and improving organizational performance. This idea
emphasizes the significance of recording learn information, keeping it, and

disseminating it throughout all levels of management within the organization.
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Organizations typically devise ways to save newly acquired knowledge and techniques
because they aid in flexibility during periods of market instability and significant staff
replacement. When the need arises to collect and keep data to improve an organization, a
system of sharing captures knowledge is required. A learning organization has a culture
of compiling information in a way that it may be quickly accessible and &ieved.
The information gathered may subsequently be distributed and propag@cross the

organization, especially to the new members entering the organization. ’\(/

Staff Empowerment: Another aspect of a learning organizatien. s “the empowerment of
the staff, which focuses on inspiring employee @ realize the shared or
collaborative organizational goal. However, the succ%&his profession depends on the
application of collaborative method, staff ernpow@’glt is a process that increases people's
rights and will via collaboration, trainin&@ring, and assistance. In accordance with
development and competitiveness 2’;\&& global labor market, the term "employee
empowerment” has underg(.)neq@gral revisions and adjustments. Four factors may be

\ engagement: corporate performance, decision-making

used to categorize ¢

authority; perfo@e information, the real facilitation of an understanding of
contribution; an@ormance.

Syst m@%ection: The sixth dimension of a learning organization is system connection.
Organizations typically experience resistance and become aware of how difficult it is to
adapt to a changing environment. The longer it takes an organization to adapt to market
changes, the less chance it has of regaining its desired position. A successful system link will

aid the organization in capturing and enhancing organizational capabilities.
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Strategic Leadership; It is the shifts more decision-making authority from the highest
positions to the lowest ones. As a result, everyone recognizes the necessity of establishing
connections with both upper and lower levels of management in order to build
relationships that are genuine and long-lasting. The fundamentals of strategic leadership
should assist a company in shifting capabilities and resources to forge a c&etitive
edge against rival companies and a shifting institution. Strategic leader@st linked
to improving the development of information collecting systems e& ring learning
inside an organization. It enables the dissemination of knowl@in an organization

and the production of new knowledge. Q

How to Achieve the Principles of a Learning Organie&io;

O

The first stage is to establish a time frame for 1 enting the kinds of changes required to

realize the concepts of a learning organiﬁha. At level one, the focus is on establishing a
.

communication system to facilita@ormation exchange, recognizing its pivotal role in

organizational learning. Lev@% entails the creation of a readiness questionnaire to

assess the gap betwe&@chrrent state and the ideal state across various dimensions

such as contin o®ming, strategic leadership, and cooperation. Level three emphasizes
the commitx@t o

Level f@volves involving every employee in developing the organization's vision and

fostering an environment conducive to learning, sustaining it over time.

mission statement, ensuring collective ownership. Level five prioritizes enhancing employee
abilities through training and awareness programs, enabling effective collaboration across
departments. Level six involves leveraging both technological and human resources to

embed cultural changes within the organization. At level seven, emphasis is placed on
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team learning and contributions, fostering self- management skills and adaptability in
employees. Level eight advocates for encouraging employees to challenge established
business tenets and assumptions, fostering a culture of critical thinking. Level nine entails
setting realistic expectations for behavior change, acknowledging the gradual nature of
organizational transformation. Finally, at level ten, it's crucial to recognize that tran§forming
into a learning organization is a time-intensive process, with failu@%eing an
anticipated part of the journey. This comprehensive approach ens&(.sﬁrstematic and

sustained effort towards organizational learning and growth!®, Q

This theory has relevant implications for this study b@@it can adopt a mindset of
continuous improvement, fostering a culture where fagulty, administrators, and students are
encouraged to learn and adapt. This approach e@rg that the institution stays abreast of
evolving educational theories, teachin}\\gethods, and technologies. The theory
emphasizes the importance of a '@ vision. It can promote team learning by
encouraging  staff membe.rs té)llaborate, share insights, and collectively develop
innovative teaching met @d curricula. It emphasises systems thinking, which involves
understanding hQ@ferent components of an organisation interact. It cultivates an
environmen @adaptation and innovation are encouraged, enabling the institution
to respo ectively to shifts in educational paradigms, policies, and societal needs. To
emb&e' technological advancements involves integrating innovative educational
technologies and leveraging them to enhance the learning experience. By embracing the
principles of the Learning Organisation Theory, in this study help create environments that

not only prepare future educators effectively but also contribute to the ongoing improvement

and innovation in the field of education.
65



2.2.2 Theory X

Theory X is a style of leadership in which the administrators centralise power and
makes decisions without consulting subordinates. It is a reflection of the administrator's

personality, which presents an outwardly self-assured and actively controlled organisation'®

This theory represents a pessimistic and traditional view of human nature and
Administrators who subscribe to Theory X assume that staff are inherently @s ike work
and will avoid it whenever possible., lack ambition, and are resistan hange In order to
make sure that workers accomplish company objecti Qdmlmstrators must

constantly monitor, oversee, and guide them. Staff me : not necessarily motivated

and would rather shirk accountability instead of takingsthe initiative, they would rather be
guided and want protection. Administrators \@ adopt an authoritarian or directive
leadership style!'* the management style 1 ded on the idea of command and control,
in which administrators make chmo&’ﬁsanticipate unquestioning compliance from their

staff. The administrators rel @he reward and the threat approach, using incentives

and threats to inﬂuenc@ haviour.

Communicatio ﬂa\%\rimarily from top management to the staff. Decisions are made at
the top, and\in ation is disseminated downward. There is limited feedback or input
sought @ employees. Decision-making is centralized, and staff are expected to
follow orders without much input. Theory X assumes that staff are primarily motivated by
external factors such as salary, benefits, and job security. These external rewards are seen as
the main drivers of performance. Fear of punishment or negative consequences is a key

motivator. Managers may use coercion or disciplinary measures to enforce compliance!®.
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Theory X administrators tend to have limited trust in their staff. They may view staff as

needing constant oversight to ensure that work is being performed.
2.2.3 Theory Y

In regard to Theory Y, it is anticipated rather than necessary that brainpower, will be
distributed at work. When it comes to an individual's success, commitment is t@ to be
one of the key behaviours. When assigned duties that need a high degree of inyehtiveness to

solve institutional difficulties, staff members in this setting will xognised for their

responsibility to the institution'®®. Theory Y assumes thi %duals can find work

fulfilling, are capable of self-motivation, seek respo , and can be creative in

solving organisational problems. Theory Y ass‘urp@at work is a natural and inherent

part of human life. Staff can derive satisfactiorf@ fulfilment from their work.

O

Staff can be self-motivated and t miitiative in the absence of external rewards or

punishments. Staff are motivated& h intrinsic job satisfaction and extrinsic forces. Staff
. A

have an inherent desire tc&e on responsibilities and contribute to the achievement of

organisational goals@ are capable of creativity and innovative problem-solving.

Employees ar< géﬂ

contributigsé organisational success through their unique perspectives. Administrators

as resources with valuable ideas and insights, capable of

adop\\agfnicipative and collaborative approach to decision-making. They involve staff in
the decision-making process, recognising that their insights and contributions can enhance
the quality of decisions and foster a sense of ownership. It emphasises the importance of
employee development and continuous learning. They believe that individuals seek

opportunities for personal and professional growth, and organisations should support these
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aspirations. It promotes open and effective communication within the organization. The flow
of communication is not strictly top-down but encourages a two-way exchange of ideas and

feedback between management and employees!%.

The relevance of X and Y theory to this study is in understanding managerial perspectives
and approaches towards students, teachers, and the overall learning environme eory X
may manifest in an approach that assumes staffs are inherently unmotiva 'g external
control, and must be directed and disciplined to stay on track. admififstrator must enforce
strict rules and regulations, assuming that students require %pervision to ensure
academic progress. School administrators subscribin heory X may adopt an
authoritarian leadership style, closely supervising and@&lling teachers. There might be
a tendency to micromanage teachers, assumin they lack intrinsic motivation and
need constant oversight. Decision-makin@@d be centralised, with limited input from
teachers in the development of cuf@ and teaching methodologies'?’. It can lead
to a more structured and. &@ed school culture, potentially hindering -creativity

and intrinsic motivatic@k both students and teachers.

While Theory :@ with an approach that views students as capable of being self-
e

motivated a%

particip@ learning environment where students are involved in decision-making and

gaged in the learning process, Staff and administrators might create a

problem-solving. It involves empowering teachers and trusting them to make decisions that
benefit the learning environment. emphasis on professional development, recognising that
teachers seek growth and can contribute significantly to the improvement of

07

educational practices'”’. Administrators might foster a collaborative culture where
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teachers are encouraged to share ideas, collaborate on innovative teaching methods, and
contribute to the overall improvement of the school. It contributes to a more collaborative,
empowering, and positive school culture, promoting a sense of ownership, innovation,

and continuous improvement.

2.2.3 System Theory of Management Q\

System theory emphasized the need for every organization to interact @ts external
environment. It believed that an organization should work in an 01@ tem rather than a

closed system in order to thrive, much like a live body does. h$hat led to the success

of his work in establishing system concepts as a st "@\ at organizations may use

to increase their efficiency and effectiveness in raliid@ging and dynamic situations'?’.

System denotes arrangement, and by orgar@fbwe mean the structuring of the systematic
whole. Each component in it clearlys&s to the others, making up the total. Systems
are assemblages of things or @%&aﬁons of things or pieces that come together to
form a complex unified w& he term "system," according to its etymology, refers to a

collection of such %eg that are managed and run by ongoing interactions or

processes that <are§€p

integrates @ous concepts in a methodical way.

ndent on one another. A system is a comprehensive procedure that

The \l%:lr fundamental components or parameters of  the Basic
System Components/Parameters System are as follows: Input is processing.
Product and Environment'®®. The words "input" and "output" both refer to the things or
resources that are used as raw materials in a system to create a good. A system is what is

put into it. Process: Using current technological understanding, a process is any activity
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that is taken to change a raw material used as an input into a finished good. An operation
transforms input into output. It explains what goes on inside a system. The modified
form of an input that a process produces is referred to as a product. Environment: An

environment is the set of circumstances in which a system performs'?.

The following are crucial aspects of a system: A system is a cohesive, dynamic made
up of a number of pieces that are interconnected and dependent on onec/@r in order
to achieve the system's primary goals. A system's compo é&{ and parts are
interconnected, whether more or less directly or indirectly. T naturally into the
totality. A system is not just the sum of all of its ¢ components and subpart;
rather, it is the way in which they are assembled: %ﬁy system has a limit. In a

social system, this border is invisible, yet &netheless aids in building healthy

relationships between the system and the e ment The boundary of each system divides

it into two parts: (a) closed system a@en system.

In this study, there are seve&&s in which system theory is pertinent, considering the
entire educational 1nstm@s a system with interconnected components such as students,
teachers, }% curriculum, and the physical environment. Understanding
how change nefne area (e.g., curriculum, policies) may impact other areas helps in
maki ng@med decisions. System theory's input-process-output model is applicable to
education. Inputs, such as students, physical and human resources, and curriculum, go

through processes (teaching and learning) to produce outputs (learning outcomes, graduates).
23 Review of Empirical Studies

2.3.1 Orientation and Staff Job Performance
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Staff job performance refers to the effectiveness and efficiency with which an employee
carries out their duties and responsibilities within an organization while orientation It can
refer to the process of introducing a new staff to institution and job responsibilities, or it can
denote the alignment of an object or system in a particular direction. A study looked at how
much value orientation programmes affected teachers' performance in public unix&sities in
north central Nigeria!®”. The descriptive survey approach was used as the @h design
for this study. The population of this study is made up of all of he(Z,OOO academic
staff members (7747) and the 25,387 students who work and att; sses at the thirteen
public universities and the Federal Capital Territory in nort‘r@tr Nigeria.

The sample consisted of 2363 students and 501 t er; from six public universities.

. ) ()
This was based on the sampling formula ptopdSed by Yamene (1967). The 'Value

Orientation Programmes and Job Effecti@ of New Academic Staff' Questionnaire
(VOPJENASQ) for lecturers and thg %mic Staff Effectiveness Questionnaire' (ASEQ)
for students were used to ge&@}\e data. While Pearson Correlation was employed to
test the hypothesis at t @ level of significance, Mean and Standard Deviation were
used to answer t.hg&ly questions. The findings indicated a strong correlation between
value orie at@rogrammes in public universities in north-central Nigeria and the
work e&é@ ness of instructors. The results also showed that value orientation
progMes for new academic staff members have a favorable impact on lecturers'

ability to do their jobs effectively!®.

Likewise, another study looked at how much the value of orientation sessions affected

instructors' public performance. Universities in Nigeria's central region!''’. The study
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was conducted prematurely and looked at how much value orientation programmes
affected instructors' public performance. Universities in Nigeria's central region. The
majority of teaching staff members at North American public colleges in the central area of
Nigeria have consistently performed below average, which has led to chronic
problems with the institution's bad culture. The majority of them are dissatisﬁed&d lack
motivation due to the unfavourable work environment. The absence Q%adequate
working conditions has undoubtedly resulted in inadequate instruction, a lack of
commitment, a lack of dedication to obligation, inadequate stud back, lower levels
of research output, and community service, with sub ;n%effects on academic
achievement and the objectives of the university. T@oal of induction training is to

facilitate a new hire's seamless integration into tl@ny, which is frequently why it is

conducted'?. @%

The descriptive survey approach '&\us d as the research strategy in this study. The
participants in this study are ‘@ hundred and fifty-three thousand eight hundred and
seventy-two (253872) u@ and the seven thousand seven hundred and forty-seven
(7747) academic.sSa\‘ embers who work and study in the Federal Capital Territory and the
thirteen public @sities in north-central Nigeria. A sample consisting of 2363 students
and 501 b;ers from six public universities was employed. This was predicated on
Yame\s;’QJsampling formula (1967). The Academic Staff Effectiveness Questionnaire
(ASEQ) for students and the Value Orientation programmes and Job Effectiveness of the
New Academic Staff Questionnaire (VOPJENASQ) for lecturers were used to gather data.

The study questions were answered using the mean and standard deviation, and the

hypothesis was tested at the 0.05 level of significance using Pearson correlation. The
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findings demonstrated a strong correlation between value orientation programmes
and professors' work effectiveness in public universities in north-central Nigeria.
The results also showed that value orientation workshops for recently hired

academic staff members improve lecturers' productivity on the job of transferring

professionalism'!°. \

2.3.2 Coaching and Staff Job Performance ( Q

In order to assist people or groups in achieving particular obj ectives@cing performance,
and developing skills, administrators can offer a variety of r@ guidance and support
such as coaching. A study evaluated how coaching and 1 ring affected academic staff
members' work performance at the University of a@ Oyo State, Nigeria. For the study,
data from 90 academic staff members of the Fa f Agriculture University of Ibadan were
collected using a multistage sampling te %ue. Chi square and Pearson Product Moment
Correlation were used to analyze t@a%he average age of the respondents was 51 years,
with 66.3% of them being be& 1 and 70 years old. 52.3% of the respondents were men,
and 50.2% were marri&@ respondents had an average of 18.1 years of experience, and
the majority 0@9.1%) had earned a PhD. Respondents cited time and workload

pressure as @

envi on@that is not suitable to coaching and mentoring (x=2.67) were recognized as the

ast restraint, whereas mentee resistance to mentoring (x=2.84) and an

significant problems. The majority of responders (62.1%) exhibit high levels of
job performance. The respondents' marital status and work performance had a
significant connection (P 0.05). The study found that coaching and mentoring have a

positive impact on employees' job performance among academic staff at academic
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institutions, and it suggested that university management provide a favorable work

environment for coaching and mentoring of academic staff!'!.
2.3.3 Job Rotation and Staff Job Performances

Job rotation is a human resource management strategy that involves  moving
employees between different roles and responsibilities within an organization Qtu was
to develop and test a model that looks at the mediating roles @anizational
commitment and work satisfaction in the relationship between er@ performance and
job rotation policies. The study design used a cross-sectignal “survey methodology and
polled 122 members of the University of Education, @1 a's administrative staff for
data. The study's suggested model was tested sipb Partial Least Squares, Structural
Equation Modelling (PLS-SEM) method. The gs validated the hypothesized model,
demonstrating that organizational co xnent and job satisfaction play a small
mediating role in the associati@tween employees' performance and job rotation
practices. Based to the ﬁnd'\m%, anagers must make sure that workers are happy and
committed to the job *@% methods if they are to improve performance. Therefore,

work rotation I@nust create an environment that stimulates employees' creativity

and profess@a progress rather than just acting as a standard procedure or a form of
disc@

Another study examined how organizational goal attainment in secondary schools in Bayelsa
State was correlated with job rotation and career counseling. Two research questions and two

hypotheses served as the study's guiding principles. The study was designed using

correlation. All 9,400 teachers in the 446 public secondary schools in Bayelsa State made up
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the study's population, and 384 of them were chosen as samples using the proportionate
stratified random sampling technique. The Job Rotation and Career Counseling
Questionnaire (JRCCQ) and Organizational Goal Attainment Questionnaire (OGAQ) were
the instruments utilized to collect the data. Three professionals from the University of
Port-Harcourt's Measurement and Evaluation department evaluated the questipnnaire's
face and content validity. To calculate the questionnaire's reliability coeffigi QCronbach
alpha was employed. While OGAQ's reliability was 0.86, JR%QA/as 0.84The
study's findings showed a somewhat positive link betw b rotation, career
counseling, and achieving organizational goals, with respe@ lues of r=0.48 and0.47.
To effectively advance the objectives of secondary ed@n in the State, it was advised

that employment rotation take place within linked@%lds or areas of expertise'".

2.3.4 Conference and Job Performance&Q

.
The conference programmes act as @\rough overview of all the sessions and activities that
will take place during the ev@%e conference programmes aid participants in navigating
the entire programmes% udy looked at librarians' participation in conferences and job
satisfaction in a @cted university libraries in South-South, Nigeria. The research used a
descriptive %g{h. To direct the investigation, two research questions were developed. 113
libraria ected from all the federal university libraries in South-South Nigeria make up
the stuyw's population. A mean score of 2.5 or higher and a percentage score of 50% were
deemed acceptable out of a total distribution of 113 copies of the questionnaire, which was
extracted from 95 copies using descriptive statistics. The study found that attending

conferences increased librarians' professional experience, their knowledge of current affairs,
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their understanding of modern technology, their awareness of contemporary trends, and their
level of job satisfaction. The study also confirmed that librarians attend conferences to a large
level. It enhances interactions among librarians, it opens new horizon in the profession, it
helps to identify the connection of knowledge and information and to improve on their basic

education. Due to the report, parent institutions should make every effort to pay forl&arians'

attendance at conferences in order to expand their knowledge base’. QQ

&
O

2.3.5 Workshop and Job Performance QQ
A workshop is a particular kind of meeting s that focuses on developing skills and

engaging in interactive learning in a part‘&\@ field of interest. Within that framework,
workshops provide a more focus&n specialised experience. A study investigated
managerial issues relating to @@ planning at University of Education, Winneba. The
poll included 150 acz@@taff members from the University of Education, Winneba
(UEW) as a samp@rveys were utilized to collect information from a randomly chosen
group of u 'Veﬁj.w teachers. The data analysis utilized descriptive statistics. The findings
showed @participants generally concurred that difficult workshop session guides and a
lack of\ime for training workshops in universities were important obstacles impacting their
career development sessions. On average, 74% supported decentralizing training workshops,
accommodating participants' opinions, repeating workshops to improve learning results,
timely availability of workshop learning materials, and incorporating computer technology

into training sessions. The study's findings suggest that professional development
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programmes may not deliver effective workshop sessions if they don't take adult learning

characteristics into account!''4.
2.3.6 Information Communication Technology

Technology that makes it easier to handle, process, and communicate information over a
variety of channels, including as email, computers, and phones, is known as infi &tmn and
communication technology, (ICT). The study examined the impact of ICT staff work
performance at two universities in Nigeria's Oyo State. The neces@%ta were gathered
using the descriptive survey study design. Statistical metr s%ding Mean, Standard
deviation, and Pearson Product Moment Correlation wer o examine the data gathered.
For this investigation, a combined total o %Qecretariat employees from the
two universities were used. Purposively, 22\86 ants were used in this investigation. It
made use of a structured questionnaite. Using Cronbach Alpha, the overall
.
dependability coefficient was de{f%ﬁne to be 0.76. Frequency counts, percentage
scores, means, and Pearson ct moment correlation analysis were used to examine
the acquired data. The@bund a substantial relationship between the staff's capacity to
effectively use '@their job performance in the two institutions and the availability of
ICT facilitie@grvice training, and restraints. The recommendation was that there should

be o g@CT training for the workers in order to provide them the new skills they need

for using ICT devices!'>.

A separate study investigates how the administrative staff at Redeemer's University
uses information and communication technologies and how that affects how well they do

their jobs. The questionnaire instrument was used in the study's descriptive research

77



design to collect data. 50 members of Redeemer's University's administrative personnel
make up the population. The study used a comprehensive enumerative sampling
strategy. Frequency, percentages, and tables were used to assess the data that had been
gathered. The results showed that the majority of participants use ICT tools to
carry out their official responsibilities. It also showed that using ICT tools wag simple

for the respondents. The results also showed that using ITC technologi@%bled the

C
&
O

2.3.7 Staff Office and Job Performance Q

participants to produce high-quality work!'®.

Staff office a location where staff are at ease b@en‘tally and physically. This area is
utilised for non-teaching activities. It's an @en‘[ that encourages prosperity, happiness,
and health. The Federal University& echnology Akure Nigeria's staff offices were
evaluated for their facilities, and &’&s\dy also looked at the key amenities that affect worker
productivity. A total of ZO@ionnaires were distributed to academic and non-academic
staff members from Kﬂersity's eight (8) academic schools. In order to conduct the study,

184 of the @%}s

were coll from them. The data were analysed using a descriptive technique. The

tered questionnaires—representing 90.2% of the respondents—

inve?siglg()n found that the restroom facilities and conditions of fire prevention facilities,
including fire extinguishers placed for workers, are both poor. The staff's extreme
dissatisfaction with the quality of the sofa in the offices and the condition of the
restrooms was further exposed. Finally, the survey found that Wi-Fi, water, and

electricity are the facilities that have the biggest effects on staff productivity. The
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study so suggests that universities should adequately equip staff offices with water,
toilets, power, sofas, and fire extinguishers as they could encourage employees to give more

commitment and produce more!!”.
2.3.8 Staff Transportation and Job Performance

The study used a descriptive survey and focused on the effects of transportation @on the
effectiveness of primary school female teachers in the district of Lakki M@. he study's
population consisted of (N = 810) respondents (GGPS teachers) district of Lakki

Marwat, and (n=162) respondents (female primary school ;ez@) were chosen as the

study's sample using the L.R. Gay sample size form employed simple random,

stratified, and disproportionate sampling method akki Marwat was used to delimit
the data. A self-created questionnaire using a Lﬁ@

\S)

(76-100%), More Affect (51-75%), Muc@ﬁ:ct (26-50%), Less Affect (1-25%), and Never

ype scale with the options "Most Affect

Affect (No Effect) bearing values \(,} 3,74, and 5 was used to gather data. Results and
conclusions were established bg&lonstrating that transportation issues negatively impacted

the effectiveness of tm@? for female primary school teachers in the district of Lakki

Marwat!'8, '@

C
This stud)b®ked at how transportation and socioeconomic factors affect students'
attenﬁ& in class. Self-administered questionnaires were used to collect primary data
for this study project. 150 randomly chosen students from the Moshood Abiola
Polytechnic in Abeokuta, Ogun State, Nigeria, received these. SPSS 21 was used for the
electronic analysis of the data. Multiple Regression, Correlation Matrix, and Coefficient of

Determination were the analysis methods used. The analysis's findings demonstrated that
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socioeconomic and transportation factors have a favourable impact on students'
attendance in class. However, neither their individual nor combined favourable
effects are statistically significant. Socioeconomic considerations have a greater overall
impact on students' class attendance than transportation factors. An additional 49.8% of the
variation in students' class attendance is caused by socioeconomic and trar%rtation
factors. The multiple correlation coefficient result shows that there is a @ positive
but unreliable link between the independent variables ragpdrtation and

socioeconomic characteristics) and the dependent variable (c dance)!!!

QQ
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The conceptual model above demonstrates the int tion and interdependence

Source: Researcher’s Computation, 2024.

of development programmes, availability of physi(}%@source and staff job performance
in Colleges of Education Delta state. The mode ayed a combined and relative influence
of development programmes (oriente@\éoaching, job rotation, conferences, and

workshops) and the availability ’o&té!

technology, staff offices, and Q%tansportation) on staff job performance (punctuality and

iéal resources (information and communication

meeting deadline) ar@ relative  difference of staff type (academic and
administrative) .@ff Job Performance (punctuality and meeting deadline) in

Colleges o%gedion Delta State, Nigeria.
2.5 ng‘ary of Literature Reviewed

The literature review within the study “Development Programmes, Physical Resources, and
Staff Job Performance in Colleges of Education Delta State, Nigeria" offers a comprehensive

examination of factors influencing Staff Job Performance within educational institutions.
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Firstly, the review delves into the conceptual aspects of Staff Job Performance, highlighting
the importance of meeting deadlines and punctuality. These are foundational elements that
contribute to the effective functioning of any organisation, particularly in an educational

setting where time management and adherence to schedules are paramount.

Moving on, the review explores various staff development programmes, includ@@ching,

orientation, job rotation, conferences, and workshops. These training @mmes are

’o%ghow, and general

competency. By investing in these initiatives, institutions aim tivate a more capable

acknowledged as crucial tools for improving employees' abilities,

and adaptable workforce, thereby improving job perfor@@cross different dimensions.
Additionally, the literature review underscores the @giﬁcance of physical resources in
facilitating Staff Job Performance. Conducivybge spaces, equipped with appropriate
facilities, foster productivity and mo%@ong staff members. Likewise, access to

[ ]
information and communication tec@g

vital roles in supporti.nQ%e daily operations of educational institutions,

(ICT) and efficient transportation systems play

ultimately influencing sta ormance outcomes.

From a theoreé&i\ﬁ;}point, the review draws upon organisational theories such as the
Learning Organisational Theory, which posits that organisations evolve and improve through
cont}\u}gi learning and adaptation. Moreover, classical management theories like the X and
Y theories offer insights into human behaviour within the workplace, informing strategies for
staff development and management practices. Furthermore, empirical evidence is presented
to corroborate the relationship between various development programmes and job

performance metrics. Studies examining the effectiveness of orientation, coaching, job
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rotation, conferences, workshops, ICT utilisation, and transportation on staff

performance provide valuable insights into the practical implications of these interventions.

Finally, the literature review culminates in the proposal of a conceptual model. This model
synthesises the findings from the reviewed literature, offering a framework to conceptualise
the interplay between staff development programmes, physical resources, f Job
Performance within Colleges of Education Delta State. It serves as a@g tool for
future research endeavours and informs decision-making ’O&stes aimed at

enhancing organisational effectiveness and staff productivity in e@onal settings.
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Chapter Three ( 0
Methodology 6\

This chapter describes the methods and techniques that wege. uséd to achieve the aim and

objectives of this study. It was presented in the follo subheadings: research design,

population of the study, sample and sampling t ck@es, instrument for data collection,
RS

validity and reliability of the instrument, %

analysis. *

° \\
3.1 Research Design Q’/&C)

f data collection and methods of data

A descriptive survey re@esign was adopted for this study. it is appropriate because it is
concerned with .tl\&ﬂlection of data for the purpose of description and interception

without any ogn/of variable manipulation. Therefore, information was collected from

sample(@mpants to describe the population of interest.

v

3.2 Population of the Study

The population for this study comprised all the academic and senior Administration staff
(CONPCASS 1-7 and CONTEDISS 6-14) in Colleges of Education Delta State, Nigeria,

which comprises of three collages, eight hundred and thirty-six staff. five hundred and sixty-
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four (564) academic staff and two hundred and seventy — two (272) administrative in
Colleges of Education Delta State, Nigeria. The total population eight hundred and thirty-six

(836).

Table 3.1 Population of the Study

o\

S/N Names of Colleges of Year of Academic inistrative
Education Establishment Staff ,Staff
1 College of Education Warri 1979 304 Q%’
2 Federal College of 1987 168 Q 43
Education (Technical), Asaba
3 Delta State College of 2006 9 0 34

Physical Education, Mosogar

Total A’b‘ 64 272

Grand Total = 836 N

Source!?3 \\’

33 Sample and Sampl'&&kchniques

The study employe’\' omplete enumeration sampling technique. The method was chosen to
due to the la@ small size of the population, consisting of five hundred and sixty-four
(564) aca staff and two hundred and seventy-two (272) administrative Staff in Colleges
of Ehvtion Delta State at the time of the study. As the population can be entirely included
in the research, a complete enumeration approach ensures that data will be collected from
every individual within the population, providing a comprehensive and accurate
representation of the entire academic staff and senior administrative staff in the Delta

Colleges of Education.
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Table 3.2 Sampled Population of the Study

S/N Names of Colleges of Year of Academic Ade}%ﬁve
(Staff

Education Establishment Staff
1 College of Education Warri 1979 304 ‘95\J
2 Federal College of 1987

Physical Education, Mosogar

168 43
Education (Technical), Asaba Q
3 Delta State College of 2006 92 0 s 34

Total 64V 272

Grand Total = 836 690‘
Vo N

Source!?*?3 O
N\
5

3.4 Instrument for Data Colle ®\

To guide the research, a s Qveloped structured questionnaire titled SDPPRSJP. This was
used to obtain i Q)\GQ%?n from the respondents. The instrument consists of four (4) sections
(A,BC an@). ection A demographic data such as gender, age range, years of working
experie@%d staff type. Section B, 10 items carefully structured the level of Staff job
performance in College of Education Delta State Such that 1-5 measure punctuality, 6-10

meeting deadline.

Section C, contain 25 items carefully structured to measure the level of development

programmes in Colleges of Education Delta State such that item 1-5 describe orientation, 6-
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10 describe coaching, 10-15 describe job rotation, 16-20 describe conference, 20-25
describe workshop. Section D, 15 items carefully structured to measure the level of available
physical resources in Colleges of Education Delta State such that item 1-5 describe
conducive staff office, 1-10 describe information communication technology, 11-15

describe transportation system. Section B to D will be measures with 4-Point Likert{cale.
3.5 Validity of Research Instrument ( QQ

The questionnaire was subjected to face and content validity for @lr%son, the research
instrument will be scrutinized by the supervisor. Also, experts_i %rch items generation in
the department of educational management, Faculty 0@1 tion, Lead City University,

Ibadan, Oyo State, Nigeria will be consulted. all C:I’I’?@S were made before administration

3.6 Reliability of Research Instrument @

The reliability of the instrument w@g d out using 30 staff of the Federal College of
Education Technical Ekiadolo@&y Edo State, Nigeria, who were not be part of the ones
used for the actual resea@e collected data was collated and subjected to the Cronbach
alpha method tg &nine the internal consistency of the instrument. The result was
analysed, a &Qﬂbach’s alpha coefficients (r = 0.953,0.923 and 0.825 respectively) were

generat@eaning that the instrument was reliable.

N\,

3.7 Method of Data Collection

The researcher obtained a letter of introduction from the Head of Department, which
served as a means to seek the necessary permission from the selected respondents. To assist

with the data collection, five research assistants helped out in the administration of the
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questionnaire. The researcher closely supervised the research assistants and personally

participated in administering the research instrument.
3.8 Method of Data Analysis

The data gathered from the field were subjected to analysis through infer&)ﬁarl and
descriptive statistics. Descriptive statistics such as frequency, percentage, mean Q standard

deviation were utilised to address the research questions. While, infer@tatistics of

multiple regression analysis and t-test was employed to test the hyp@, at a significance

level of 0.05. %
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Endnotes

1. Field Report, College of Education, Warri, 2023.
2. Field Report, Federal College of Education (Technical), Asaba, 2023. Q\

3. Field Report, Delta State College of Physical Education, Mosogar, @
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Chapter four Q\
Results and Discussion of Findings ’\(/

This chapter presents results of the analyses and discussion ings. The results and
discussion of findings are organized to cover the follow;i @nographic characteristics of
the respondents, research question and hypotheses te%t'b nd discussion of findings.

4.1 Questionnaire Return Rate @

Eight hundred and thirty-four (836) .cg&of the questionnaire were sent out to field staff
members who work in academia &alministration. Eight hundred and ten (810) of these
questionnaire copies were .b%ssfully retrieved, making up 96.9 % of the total. Seven
hundred and eighty-fi ®84) of the 96.8% of the collected questionnaires were judged
suitable for a@\! t was not possible to retrieve the twenty-six (26) copies of

the question@e that made up the remaining 3.31%. due to incomplete items.
4.2 emographic Data Analysis
The analysis of demographic characteristics of the participants is presented in tables below

Table 4.2.1: Distribution of Participants Demographic Characteristics by Gender

Gender Frequency Percentage
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Female 226 28.8
Male 558 71.2

Total 784 100.0

Source: Researcher’s Field Survey, 2024
Table 4.1.1 and Appendix II shows that a total of 784 individuals participated in the study

among which 226 (28.8%) of the participants are females, while 558 (71.2%) artee

Table 4.2.2: Distribution of Participants Demographic Characterist? lggAlge

Age Range Frequency Perc
25-29 25
30-34 304 8.8

35above 455 Q 58.0

Total 784 ?\’b 100.0

Source: Researcher’s Field Survey, 2024. \Q’bv

Table 4.2.2. and Appendix III reveab@even hundred and eighty- four participate in the

study among which 25 (3.2%)&@% participants were in the age range of 25-29 years, 304

(38.8%) are between 3(%@% and 455 (58.0%) are 35 years and above.

Table 4.2.3: Dis )‘Q\Non of Participants Demographic Characteristics by Years of
Experience (

'Y

Years of ex@e ces Frequency Percentage
OO

1-5 Q;O 150 19.1

6-10\/ 108 138

11-15 304 38.8

16ab0ve 222 28.3

Total 784 100.0

Source: Researcher’s Field Survey, 2024
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Table 4.2.3 and Appendix IV reveals that 150 (19.1) of the participants have 1-5 years of
experience, and 108 (13.8) have years of experience. 610, 304 (38.8) of the participants

have 11-15 years of experience, and 222 (28.3) of the participants have 16 years and above.

Table 4.2.4: Distribution of Participants Demographic Characteristics by Staff Type

Staff type Frequency Percentage A\
Academic 531 67.7 9

Administrative 253 32.3 ‘ 0
Total 784 100.((.’\\

Source: Researcher’s Field Survey, 2024 @’

Table 4.2.4 and Appendix V reveals that 531 (67.7%) o@participants are academic staff

and 253(32.3) are administrative staff. &Q

4.3 Presentation of Answers to Rese@estions

This sub-section contains tables %gi?g analysis of responses to answer formulated research
[ ]

questions. QQ\A
4.3.1 Question goy

What is the dgv staff job performance (punctuality and meeting deadline) in COEs Delta

State? ’b
\/QJ
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Table 4.3.1a: Level of Punctuality among Staff in Colleges of Education, Delta State

S/N Items VO% 0% ST% R% Means SD RE

1 I regularly arrive to work on 506 230 48 3.58 < EGS High
time (64.5) (29.3) (6.1) Level

3@@ .60 High

2 I adhere to the attendance 402 338 44

requirements set by the (51.3) (43.1) (5.6) ’\ Level
school. 0

3 I give prior notification of 84 508 190 % 2.87 .58 High
any absences or delays. (11.0) (64.8) (2

4 I consistently exceed the 42 635 1.24 .54  Low
permitted number of vacation 5.4 ) (81.0) Level
days. Q

5 I haven't been to work for a 1 530 1.65 94 Low
few days or arrive lately. ,@ (0.1) (67.6) Level

Weighted Mean =2.56 (High) AN\
Source: Researcher’s Field Survey, 202§ \\'

KEY: VO= Very often (4), O= often (3);»8ST= sometimes (2), R= rarely (1), SD= Standard
Deviation and RE= Remarks. CQ/\

Forholds: Mean value of 3.25@( ery High), 2.50-3.24 (high), 1.75-2.49 (Low),1.00-
1.74(Very low) .

Table 4.3.1a reveals t Qe items of the participants' responses to the level of punctuality
among staff of<io§l@¥e of Education, Delta State. These items are: I consistently arrive at
work on ti .58), indicating a high level; item 2: I follow the school's attendance policies
(3.4@&caﬁng a high level. Item 3, I give prior notification of any absences or delays
(2.87), which indicates a high level, is followed by Item 4, which indicates a low level (1.24),

in that I consistently take more vacation days than is allowed, and Item 5, which indicates a

low level (1.65), is that I haven't been to work in a few days or have only now arrived.
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Table 4.3.1b: Level Meeting Deadline among Staff in Colleges of Education, Delta State

S/N  Items VO% 0% ST% R% Mean SD RE

6 I foster a culture of 106 592 86 3.03 49 High
accountability at my 135 755 11.0
work

7 Considering that I am 570 173 41 3.68 57 igh
careful, 1 consistently (72.7) (22.1) (5.2) “&/el
complete my assignment
with excellence.

8 I completed every task 250 520 10 4 3.30 .SQ/ High
that is given to me on (31.9) (66.3) (1.3) (0.5) ’\ Level
time. 0

9 I encourage teamwork 55 600 19 110 % 78 High
and actively contributes (7.0) (76.5) (2.4) (14.
to a positive team b
dynamic. Q

10 I created goals for myself 294 452 35 3.32 .58 High
so that I could properly (37.5) (57.7) (4: fb 4) Level
handle things.

Weighted Mean =3.22(High) A\&bv

Source: Researcher’s Field Survey, 2024

KEY: VO= Very often (4), O= often T= sometimes (2), R= rarely (1), SD= Standard
Deviation and RE= Remarks.

Forholds: Mean value of 3.25-4.0 High), 2.50-3.24 (high), 1.75-2.49 (Low),1.00-1.74

(very low) . A
\)

Table 4.3.1b itern.s Ke%&nalysis of responses in the research instrument to assess the level
of meeting ea@among Staff in Colleges of Education, Delta State. The followings are
the means’ ) 6, I foster a culture of accountability at my work is 3.03 which indicate a
highM 7, I always do my work in a high-quality manner because I pay attention to details
is 3.68 which indicate high level, item 8 I completed every task that is given to me on time is
3.30 which indicate a high level , item 9, I encourage teamwork and actively contributes to a

positive team dynamic is 2.77 which indicates high level, item 10, I created goals for myself

so that I could properly handle things is 3.32 which indicate high level.
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Table 4.3.1c: Level of Staff job Performance in Colleges of Education Delta State

Items Very often  Often Sometimes ~ Rarely Means
Freq (%) Freq (%)  Freq (%) Freq (%) Freq (%)
Punctuality 198.4(25.4) 274.2(35) 78(9.9) 233(29.7) 2.56
Meeting deadline 255(32.5) 467(59.6) 38(4.9) 23(2.9) 3.22
Overall weighted mean=2.89 High level
Sources: Researcher’s Field Survey, 2024 \

O

The table 4.3.1c presents the level of staff job performance among ()Qg@/of Education,

Delta State, focusing on punctuality and meeting deadline% @arding punctuality,

approximately 25.4% of respondents reported very often, @ 5% reported often, with
29.7% indicating rarely, resulting in a mean score of , suggesting a high level of
adherence to punctuality standards. However, 6%:@, deadlines appears to be more
consistently maintained, with 32.5% rep%%ry often and a substantial 59.6% often,
yielding a higher mean score of 328\@*icative of a better performance in this aspect.
Overall, the weighted mean for %&‘?ctors averages at 2.89, reflecting a high level of staff
job performance across Co&s of Education, Delta State. This suggests that while meeting
deadlines is a strength, t is room for improvement in ensuring punctuality among staff.
N
C
432 Q %ﬂ two

Wha\{s%’fe level of Staff Development Programmes (orientation, coaching, job rotation,

conferences and workshop) in COEs Delta State?
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Table 4.3.2a: Orientation Programmes among Staff in Colleges of Education Delta State

S/N  Items VO% 0% ST% R%  Means SD RE

1 I feel well-informed about 449 297 38 3.52 .59 Very
the organizational High
structure and policies of 57.3 379 4.8 level
the college

2 I understand how my role 509 275 3.65
contributes to the overall 1gh
goals and objectives of the 64.9 359 Q level
college ( ( )

3 I effectively communicate 83 556 145 High
my job responsibilities 10.6 709 18.5 Q level

and expectation. %

4 I have access to the 296 149 293 g 2.89 .99 High

necessary resources and 37.8  19.0 37.4 level
tools to perform my tasks
efficiently Q
5 I integrate myself into the 146 51 3.08 .54 High
campus community and level
11.1

cultivate a feeling of 18.8 %
acceptance. ° 5\%
A\

Weighted Mean =3.21 o\’

Source: Researcher’s Field M 2024

KEY: VO= Very often (; ),@ often (3), ST= sometimes (2), R= rarely (1), SD= Standard
Deviation and RE= Re

Forholds: Mean Valu* 3.25-4.00(Very High), 2.50-3.24 (high), 1.75-2.49 (Low),1.00-

1.74(Very low) Q

O

The tab%%&a items present analysis of responses in the research instrument to assess the

levehgentation programmes among staff in Collages of Education, Delta State. The
following are means, item 1, I feel well-informed about the organizational structure and
policies of the college is 3.52. which indicate a very high level, item 2, I understand how my

role contributes to the overall goals and objectives of the college is 3.65, which indicates
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very high level, item 3, I effectively communicated my job responsibilities and expectations
is 2.92 which indicates high level, item 4, I have access to the necessary resources and tools
to perform my tasks efficiently is 2.89 which indicates high level | item 5, I integrate myself

into the campus community and cultivate a feeling of acceptance is 3.1 which indicates high

level. \

Table 4.3.2b Level of Coaching Programmes among Staff in Colle @Z ucation,
Delta State
S/N Items VO% 0% ST% R% % RE

6 I am aware of the relevant 41 532 210 52 High

details and skills that are 5.2 67.9 269 % level
relevant to my role

7 It addresses my wunique 154 408 22Q .69 High
strength and areas of 19.6  52.0 level
improvement fb

8 I received constructive and 199 \@ 103 248 249 1.18 Low
actionable feedback 25.3\ 9.8 13.1 31.6 level

9 I understand the specific areas, % 321 99 3.34 .69 High
of my work \ 4 409 12.6 level

10 1 get in touch with® eéms 191 358 120 115 2.80 97 High
whenever 1 nee itional 24.4 457 153 14.7 level

information or assistance.

Weighted Mean =2,86, (high)

Source: Researther’s Bield Survey, 2024

KEY: VO=4«Ve ten (4), O= often (3), ST= sometimes (2), R= rarely (1), SD= Standard
Devia‘uon a E= Remarks.

ForholdQ) an value of 3.25-4.00(Very High), 2.50-3.24 (high), 1.75-2.49 (Low),1.00-
1.74 owW)

The table 4.3.2b presents analysis of responses in the research instrument to assess the level
of coaching among Staff in Delta State Collages of Education. The following are the means,

item 6, I am aware of the relevant details and skills that are relevant to my role is 2.78 which
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indicates high level ,

item 7, It addresses my unique strength and areas of improvement is

2.91 which indicate high level, item 8, I received constructive and actionable feedback is

2.49 which indicate low level, item 9, I understand the specific areas of my work is 3.34

which indicate high level, item 10, I get in touch with experts whenever I need additional

information or assistance is 2.80 high level.

Delta State

S\

Table 4.3.2c: Level of Job Rotation Programmes among Staff in Colle s@l ucation,
¢ QD RE

S/N  TItems VO O ST R Mea

11 It gave me the chance to 221 507 56 3. 65‘6 High
acquire a wider range of 28.2 64.7 7.1 % level
abilities necessary for my
position in the college of Q
education. Q

12 it enhanced my capacity to 228 534 .50 Very
manage a variety of issues at 29.1 @ High
work. level

13 I have learned and received ﬁ* 30 12 348 .65 Very
important perspectives from S%L 403 3.8 1.5 High
several college departments. \c’) level

14 1 am capable of fo's«%g 257 505 22 3.30 52 Very
communication Q nd 328 644 28 High
collaboration ac?&éseveral level
teams or dgpg&nts.

15 Tam llg@are of the ways 182 449 135 18 3.01 .70 High
in different roles 23.2 573 172 23 level
su e college's overall

0 10ns.

Weightetl Mean =3.25 very high

Source: Researcher’s Field Survey, 2024
KEY: VO= Very often (4), O= often (3), ST= sometimes (2), R= rarely (1), SD= Standard
Deviation and RE= Remarks.
Forholds: Mean value of 3.25-4.00(Very High), 2.50-3.24 (high), 1.75-2.49 (Low),1.00-
1.74(Very low)
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The table 4.3.2c presents analysis of responses in the research instrument to assess the level
of job rotation among staff in Delta State colleges of education. The followings are the means,
item 11, It gave me the chance to acquire a wider range of abilities necessary for my position
in the college of education is 3.21 which indicate high level, item 12, it enhanced my
capacity to manage a variety of issues at work is 3.26 which indicate very high level \item 13,

I have learned and received important perspectives from several college dep Qts is 3.48
which indicate very high level, item 14, I am capable of fosterin (mmmca‘uon and
collaboration across several teams or departments is 3.30 which in ery high level, item
15 1 am fully aware of the ways in which different rol pport the college's overall

operations, which is 3.01, which indicates a high level. Q

\

Table 4.3.2d: Level of Conference Programm&mg Staff in Colleges of Education

Delta State

S/N TItem VO \QQ SE R Means  SD RE

16 1 regularly attend 317 Aé 182 55 3.01 .70 High
conferences relevant to my 9.3 232 70 level

field of work.

17 1 receive adequate ﬁn’a@l 20 33 395 336 3.03 95773 High
support or reso e%\ to 26 42 504 429 level
attend conferenc&

18 1 actiy, \ﬁ)ly the 256 501 27 1.67 .67879 Very
know alned to my 327 639 34 low
work. ‘8 level

19 Igjn valuable networking 296 339 149 3.29 52536 Very

\p@ortunities and 37.8 432 19.0 High
knowledge sharing. level

20 The interactive activities 167 503 114 3.19 73015 High
and exercises enhanced my 21.3 64.2 14.5 level
understanding of  the
concepts

Weighted Mean =2.84
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Source: Researcher’s Field Survey, 2024

KEY: VO= Very often (4), O= often (3), ST= sometimes (2), R= rarely (1), SD= Standard
Deviation and RE= Remarks.

Forholds: Mean value of 3.25-4.00(Very High), 2.50-3.24 (high), 1.75-2.49 (Low),1.00-
1.74(Very low)

The table above presents analysis of responses in the research instrument to assess the level
of conference among staff in Colleges of Education, Delta State. The followin&re the

means, item 16: I regularly attend conferences relevant to my field of work@n is 3.01,

which indicates a high level; item 17: I receive adequate financial swﬁp’ resources to
attend conferences, which is 3.03, which indicates a high level; iteg @ I actively apply the
knowledge gained to my work, which is 1.67, which indic@ ery low level. Item 19: 1
gain valuable networking opportunities and knowledge sh which indicate 3.29 very high
level. Item 20, The interactive activities and exeéf@ enhanced my understanding of the
concepts, which is 3.19, which indices a hiﬂ;{@rb

Table 4.3.2¢ Level Workshop Pro@s among Staff in Colleges of Education, Delta
State

P

S/N Items .\, VO O SE R  Means SD RE
21 facilitators were knowledgeable 364 411 9 3.45 52 Very
and effectively@ed the 464 524 1.1 High
material. level

22 1 feel e&%@with practical 47 405 232 100 2.51 .79 High

skills% ledge gained 6.0 51.7 29.6 128 level

23 O, nities for me 105 550 129 2.97 .55 High
\ir;%gement and discussion were 13.4 70.2 16.5 level

effectively facilitated.

24 The training session was at the 215 410 123 36  3.03 78 High

right phase for me to understand. 27.4 52.3 15.7 4.6 level

25 The materials and resources 2 3 129 650 1.18 41 Very
provided was not helpful to me 03 04 165 829 low

level
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Weighted Mean =2.63

Source: Researcher’s Field Survey, 2024

KEY: VO= Very often (4), O= often (3), ST= sometimes (2), R= rarely (1), SD= Standard
Deviation and RE= Remarks.

Forholds: Mean value of 3.25-4.00(Very High), 2.50-3.24 (high), 1.75-2.49 (Low),1.00-

1.74(Very low)

The table 4.3.2e above presents analysis of responses in the research instrum assess the

level of workshop among staff in Colleges of Education, Delta State. The guywings are the
means, item 21, facilitators were knowledgeable and effective eyed the material,
which is 3.45, which indicates a very high level; and item &qulpped with practical
skills or knowledge gained, which is 2.51, which @ates a high level. Item 23:
Opportunities for me engagement and discussion %fectively facilitated is 2.97, which
indicates high level. Item 24, The training s&@vas at the right phase for me to understand
3.03, which indicates a high level, 1te$ he materials and resources provided were not
helpful to me. 1.18, which 1ndlcaté§§@:ry low level.
N
N\

Table 4.2.2f Level ofwevelopment Programmes in Colleges of Education, Delta
State <\

Items e@hp Often Sometimes  Rarely Means
. Ereg% Freg% Freg% Freg%

Orientation 6296 6(37.88) 355.6(46.8) 112.6(14.36) 9.2(1.18) 321

cOa@ 189.8(24.2)  370.6(47.26) 150.8(19.24) 72.6(9.26)  2.86
Job rotation  262.8(33.52) 462.2(58.96) 53.6(6.74)  6(0.76) 3.25

Conference  211.2(26.96) 321.2(40.96) 173.4(22.1)  78.2(9.98) 2.84

Workshop  146.6(18.7)  355.8(45.4)  124.4(15.88) 157.2(20.06) 2.63

Overall weighted mean 2.96 high level
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Source: Researcher’s Field Survey, 2024

The table 4.2.2f items the level of staff development programmes in Colleges of Education
Delta State, with various activities categorized by their frequency of occurrence. The results
indicate that orientation programmes are quite prevalent, with 37.88% of respondents
reporting very often and 46.8% often, resulting in a mean score of 3.21, indi % high
level of availability. job rotation programmes are reported to be accesf/@r often by
33.52% and often by 58.96% of respondents, yielding a mean score 25, very high level
of availability. Coaching programmes are also accessed frequ% with 24.2% reporting
very often and 47.26% often, though the mean score % uggests slightly high level
compared to orientation and job rotation. However, w@shop programmes seem to have the
lowest availability, with only 18.7% reporting ften and a significant 20.06% rarely,
resulting in a lower mean score of 2.63, ina&g a comparatively high level of availability.
Overall, the weighted mean for all Q.r%g,ﬁmes averages at 2.96, signifying a high level of
staff development programrr%es\A%}’\ability across Colleges of Education Delta State.
N

4.3.3 Question T,hg&
What is the Vgaya\ilable physical resources (ICT, conducive office and transportation

system) 4 s Delta State.

v
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Table 4.3.3a: Level Availability of ICT among Staff in Coll

O
,\(4

D

Education, Delta

State

S/N  Items VO O SE R (Mean$ SD RE

1 I have easy access to a 57 124 493 11 75 Low
well-equipped wireless 7.3 157 629 14. level
network and computer Q
system. b’b

2 It allowed me to speed 55 300 131  2.36 .84 Low
up operations related to 7.0  38.3 .0 16.7 level
timetables, *
communication, s\\'
registration, and student \C)
records . @

3 It enables me c% 120 400 207 57 2.74 .80 High
analyze, and sto 153 510 264 73 level
large amount ta at
once. < N\

4 It gi Ge access to 316 305 163 3.20 .76 High
inf@ion and allows 40.3 389 20.8 Level
‘% 0 communicate
globally.

5 It allows me to promote 142 371 198 73 2.74 .86 High
immediate interaction 18.1 473 253 93 level

via social media, video
conferencing, emalils,
and messaging.

Weighted Mean =2.64
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Source: Researcher’s Field Survey, 2024

KEY: VO= Very often (4), O= often (3), ST= sometimes (2), R= rarely (1), SD= Standard
Deviation and RE= Remarks.

Forholds: Mean value of 3.25-4.00(Very High), 2.50-3.24 (high), 1.75-2.49 (Low),1.00-
1.74(Very low)

The table 4.3.3a shows analysis of responses in the research instrument to assess the level of

availability of ICT among staff in Delta State Colleges of Education. The fol s are the

means, Item 1, I have easy access to a well-equipped wireless network omputer system
>

is 2.16 which indicate low level, item 2, It allowed me to spee§ @
3

timetables, communication, registration, and student records is=2.36\which indicate low level,

rations related to

item 3, It enables me collect, analyze, and store a large a@:t of data at once is 2.74 which
indicate high level, item 4, It gives me access to i @on and allows me to communicate
globally is 3.20 which indicate high leve@ , It allows me to promote immediate

interaction via social media, video @cing, emails, and messaging is 2.74 which
[ ]

Table 4.3.3b: Level Av. il@%ty of Staff Office among Staff in Colleges of Education,
Delta State \\

indicate high level.

S/N  Items o\ VO O SE R Means SD RE

6 1 have enSughy personal 400 295 89 340 .68  Very
and shated work space to 51.0 37.6 114 High
stay ferganised and cut Level
d clutter.

7 \y provides me with 311 463 10 3.38 Sl Very
opportunities for wellness 39.7 59.1 1.3 High
programmes and career level

advancement in addition
to other forms of

assistance.
8 It gives me access to a 435 345 4 3.55 Sl Very
disciplined, orderly 55.5 44.0 0.5 High
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workplace that is level
consistent with the
college's ideals

9 It allows me to have 621 163 3.79 41 Very
channels of 79.2 20.8 High
communication open level

between  administration

and other staff. \
10 It enables me to obtain 244 412 128 0QH1gh

and make use of the tools 31.1 52.6 16.3 level
and resources I need

Weighted Mean =3.45
Source: Researcher’s Field Survey, 2024
KEY: VO= Very often (4), O= often (3), ST= sometimes (2), ely (1), SD= Standard

Deviation and RE= Remarks.
Forholds: Mean value of 3.25-4.00(Very High), 2.50- gh), 1.75-2.49 (Low),1.00-

1.74(Very low)
™

The table 4.3.3b presents analysis of participate,i&% research instrument to assess the level
of availability physical resources staff a@in Delta State Colleges of education. The
followings are the means, item 6, ]E’h;\& nough personal and shared work space to stay
organised and cut down on Qlu@s 3.40 which indicate very high level, item 7, It provides
me with opportunities @wss programmes and career advancement in addition to other
forms of ass1stan.c§$38 which indicate very high level, item 8, It gives me access to a
disciplined, workplace that is consistent with the college's ideals is 3.5 5 which
1ndlcate®% igh level, item 9, It allows me to have channels of communication open
betwé(admlmstration and other staff is 3.79 which indicate very high level, item 10, It
enables me to obtain and make use of the tools and resources I need is 3.15 which indicate
high level

Table 4.3.3¢ Level of Availability of Staff Transportation among Staff in Colleges of
Education, Delta State
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S/N Items VO O ST R Means SD RE
11 Imake use of the staff shuttlesto 11 59 118 596 1.34 .69 Very
get to work every day 14 75 151 76.0 Low
level
12 The ride to work causes me less 23 170 91 500 1.64 91 Very
anxiety and inconvenience. 29 21.7 11.6 638 Low
level
13 It ensures my safety 33 126 51 574 151 91 Very
42 16.1 65 732 {)rw
el
14 It enables to meet other staff 17 85 184 498 1.52 Q Very
member 22 108 235 635 () Low
level
15 It lowers the expense of my 7 36 54 687 .55 Very
school transport. 09 46 69 87.6 6 Low
& level

Weighted Mean =1.44 very low 0 o

Source: Field Survey, 2023

KEY: VO= Very often (4), O= often (3), ST= sometim@, R= rarely (1), SD= Standard
Deviation and RE= Remarks.

Forholds: Mean value of 3.25-4.00(Very High)@ .24 (high), 1.75-2.49 (Low),1.00-
1.74(Very low)

The table 4.3.3c presents analysis of respo@he research instrument to assess the level

of availability staff transportation a;r&h%staff in Delta State colleges of education. The
followings are the means, item 1@@6 use of the staff shuttles to get to work every day is
1.34 which indicate very l@el, item 12, The ride to work causes me less anxiety and
inconvenience is 1.64 & indicate very low level, item 13, It ensures my safety which is
v@evel, item 14, It enables to meet other staff member is 1.52 which

1.51 indicate

indicate V@W level, item 40, It lowers the expense of my school transport is 1.19 which

indi&&*y low level.

Table 4.3.3d Level of Availability Physical Resources in Colleges of Education, Delta
State

Very Often  Often Sometimes Rarely Means
Items Freq% Freq% Freq% Freq%
ICT 138(17.6) 300(38.24)  271.8(34.6) 74.2(9.46) 2.64
Staff office 402.2(51.3) 335.6(42.82) 46.2(5.9) 3.45
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Staff 18.2(2.32)  95.2(12.14)  99.6(12.72) 571(72.82) 1.44
Transportation

Overall Weighted Means 2.51 high level
Source: Researcher’s Field Survey, 2024

The table 4.3.3d presents the level of availability of physical resources in C&ges of
Education, Delta State, segmented by various items. The results indicate tha resources
are accessed very often by 17.6% of respondents, often by 38.24%, som ingwy 34.6%, and
rarely by 9.46%, with a mean availability score of 2.68, sugg t moderate level of

availability. Similarly, staff offices are frequently accessed, .3% reporting very often
and 42.82% often, resulting in a higher mean availabili@)re of 3.44, indicating a better
availability compared to ICT resources. Howev %%transportation appears to be less
accessible, with only 2.32% reporting ve %12.14% often, 12.72% sometimes, and a
significant 72.82% rarely, resulting i.n&ver mean availability score of 1.44, suggesting a
comparatively poor level of availa&ﬁa\.Overall, the weighted means for all items average to

2.51, signifying a high level @Vailability of physical resources in Colleges of Education,

Delta State. g

4.4 Test of Hy@Ses

Hol: Tlébvill be no significant joint contribution of Staff development programmes
(oriehﬁon/ induction, monitoring/coaching, job rotation, conferences, and workshop) and
physical resources (ICT, conducive office and Staff transportation system) on Staff Job

Performance at College of Educations, Delta State Nigeria

Table 4.4.1: Summary of Regression Analysis Showing Joint Influence of Staff
Development Programmes (Orientation, Coaching, Job Rotation, Conferences, and
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Workshop) and Physical Resources (ICT, Staff Office and Staff Transportation) on
Staff Job Performance at College of Educations Delta State, Nigeria

Model Summary
Adjusted R Std. Error of
Model R R Square  Square the Estimate
1 .985¢° 971 .970 .08652
a. Predictors: (Constant), Availability of physical resource, staff
development programmes Q\
ANOVA* (/Q
Sum of
Model Squares Df Mean Squarqs@ Sig.
1 Regression  192.826 2 96.413 7/~ N\ 12880.166 .000°
Residual  5.846 781 007(\\)
Total 198.672

Source: Researcher’s Field Survey, 2024

Table 4.4.1 shows the regression analy31s Q‘cted on the joint influence of staff
development programmes and physwa § rces on staff job performance at Delta State
College of Education in ngerl compelhng insights. With a remarkably high
correlation coefficient (R —°®g/and an impressive R Square value of 0.971, it's evident
that there exists a ro@ltlve relationship between the predictors and the outcome

variable. This f @ that staff job performance is strongly impacted by both staff

developmen rammes and the availability of physical resources such as ICT
infrastr@ conducive office spaces, and efficient staff transportation systems. The
Adjusted R Square value, which is nearly identical to R Square, indicates a stable and
reliable model fit. Moreover, the ANOVA confirm the statistical significance of the

regression model, with an exceedingly high F-statistic of 12880.166 and a corresponding P-

value of 0.000, implying a negligible likelihood of obtaining these results by chance.
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Therefore, both hypotheses are rejected the showing the critical importance of investing in
staff development programmes and enhancing availability of physical resources within the
college environment. Such investments have the potential to substantially enhance staff job
performance, ultimately contributing to the overall effectiveness and success of College of

Education, Delta State. \

Ho2: There will be no significant Relative contribution of Staff develop@ogrammes
(orientation/ induction, monitoring/coaching, job rotation, conferences,“and workshop) and
physical resources (ICT, conducive office and Staff transpor@ System) on Staff Job

Performance at College of Educations, Delta State Nigeri Q

4.4.2a: Summary of Regression Anm@ howing Relative Influence of Staff
Résou

Development Programmes and Physica rces on Staff Job Performance at College
of Educations Delta State, Nigeria.+ 5\'
e\

Standardize
Unstandardized d
Coefficients Coefficients
Model B Std. Error Beta T Sig.
1 (Constant)™~\ 397 .017 23.923 .000
Staff (Develdpment .789 017 918 45.368 .000
Programmes
A&bbility of .061 018 070 3.472 .001
Physical resource

a. Dependent Variable: Staff Job Performance
Source: Researcher’s Field Survey, 2024

Table 4.4.2a shows the provides valuable insights into the relative influence of staff

development programmes and physical resources on staff job performance in College of
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Education, Delta State Nigeria. The result revealed the magnitude and direction of the
relationship between the predictors and the outcome variable. For staff development
programmes, the unstandardized coefficient (B) of 0.789, with a standard error of 0.017,
indicates that for every one-unit increase in staff development programmes initiatives, there
is an expected increase of 0.789 units in staff job performance. This relationshi%highly
statistically significant, with a t-value of 45.368 and a p-value of 0.000, E@ising the
substantial impact of staff development programmes on enhancing qu performance.
The standardised coefficient (Beta) of 0.918 highlights the re importance of staff
~

development programmes compared to other predictors@i ting a strong positive

influence. Q
\

Similarly, for physical resources, the unstandardi b&s 0.061, with a standard error of 0.018,

suggests that for every one-unit increase&r&k@avaﬂabﬂity or quality of physical resources,

there is an expected increase of 0.06&$&s

smaller compared to staff dqv@ent programmes, it remains statistically significant, with

n staff job performance. While the coefficient is

a t-value of 3.472 an@hue of 0.001, indicating that physical resources also play a
significant role in i&ncing staff job performance. The standardised coefficient (Beta) of

0.070 sugg ts(a/comparatively smaller influence of physical resources on staff job

perform@%relative to staff development programmes.

v

Overall, these findings highlight the importance of both staff development programmes and
physical resources in contributing to staff job performance at College of Education, Delta
State. Investing in these areas can lead to tangible improvements in staff performance,

ultimately benefiting the institution as a whole.
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Table 4.4.2b Summary of Regression Analysis Sho Relative Influence of Staff
Development Programmes (Orientation/ Induction nitoring/Coaching, Job Rotation,

Conferences, and Workshop) and Physical Res (ICT, Conducive Office and Staff
Transportation System) on Staff Job Perf ce at Colleges of Educations, Delta

State Nigeria ‘®

. % Standardized
Unstandardized Coefficients  Coefficients

Model R\? Std. Error Beta T Sig.
1 (Constant) . &(ﬂ .039 10.622  .000
Orientation QQ 130 .026 142 5.021 .000
Coaching -@ -.002 .017 -.003 -.124 901
Job Rot@ 216 .017 227 12.544  .000
Co ce 345 .032 429 10.761  .000
Workshop 337 .026 354 12.930  .000
Information 022 .022 .030 1.030 304
communication
Technology
Staff office -.155 .028 -.151 -5.493  .000
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Staff transportation -.021 .010 -.030 -2.150 .032

a. Dependent Variable: Staff Job Performance
Source: Researcher’s Field Survey, 2024

The table 4.2.2b shows the regression analysis conducted in Colleges of Education, Delta
State provides valuable insights into relative influence of Staff development programmes
(orientation/ induction, monitoring/coaching, job rotation, conferences, and w *p) and
physical resources (ICT, conducive office and Staff transportation systcg Staff Job
Performance in Colleges of Educations, Delta state, Nigeria. The coeffictents generated from
the analysis shed light on the strength and direction of these relatj 1ps. Firstly, regarding
staff development programmes, it is evident that orienta'QQ) rotation, conferences, and
workshops significantly contribute to enhancing sta@ob performance. Specifically, for
every unit increase in orientation, job rotationr@;gmce at conferences, and workshops,
there are corresponding increases in staff '@formance, with coefficients of 0.143, 0.227,
0.429, and 0.354, respectively. Thesé:;\&f ients reflect the standardized influence of each
programmes on job perfqrr&%, indicating their relative importance in predicting
performance outcomesﬁ@\fsely, the analysis reveals that coaching has a negligible effect

on staff job perfqrq&, with a coefficient close to zero and statistically insignificant (B = -

0.003, t= —0&@ 0.05).

This&& that coaching may not significantly impact performance outcomes at Colleges
of Education, Delta State. Moving on to physical resources, the presence of ICT resources
has a minor positive influence on staff job performance, although the effect is not statistically
significant (f = 0.030, t = 1.030, P > 0.05). Conversely, a conducive office environment
significantly impacts staff job performance negatively, with a coefficient of -0.151,
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indicating that it may hinder rather than enhance performance. Additionally, the availability
of a staff transportation system has a slightly negative but statistically significant influence

on staff job performance, with a coefficient of -0.030.

In summary, the findings underscore the importance of targeted investments in staff
development programmes such as orientation, job rotation, conferences, and ps to
enhance staff job performance at Colleges of Education, Delta State. Howf/@ impact of
coaching, ICT resources, a conducive office environment, and the staff transportation system
appears to be either negligible or detrimental to staff performan%hls highlights the need

for strategic resource allocation and programmes imple%@n to optimise performance

2

Ho3: There will be no significant staft typ. mic and administrative) difference in the

outcomes in educational settings.

level of staff job performance in Collg@Education, Delta State.

(Academic and Administra in the Level of Staff Job Performance in Colleges of

Table 4.4.3: Summary of tlg est Showing the Significant Role of Staff Type
Education, Delta State. \(\

Group Statistics

Staff Type N Mean Std. Deviation  Std. Error Mean
Staff : ademic 531 3.1514 .33849 .01469
Performance (/
"8 Administrative 253 2.3360 .30862 .01940

N

Independent Samples Test

Levene's

Test for

Equality

of

Variances t-test for Equality of Means
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Std. 95% Confidence
Sig. Mean Error Interval of the
(2- Differenc Differe Difference
F Sig. T Df tailed) e nce Lower  Upper
Staff job Equal 20.3 .000 32.429 782 000  .81544  .02515 .76608  .86481
perform variances 85

ance assumed
Equal 33.507 539.400 .000 .81544  .02434 .761« 86325
variances
not Q
assumed " (J

Source: Researcher’s Field Survey, 2024 '\

O

Table 4.4.3 show the data compares the staff performance ra@ tween two types of staff:
academic and administrative. The mean staff performance@'lg for academic staff is 3.1514,
with a standard deviation of 0.30862 deviation of T§9, while for administrative staff, the
mean rating is 2.3360 with a standard. The %%s Test for Equality of Variances indicates
that the assumption of equal Variance.s 1 %ed, as the significance value (Sig.) is less than
0.05 (p <0.05), suggesting unequal\@nces between the two groups. The t-test for Equality
of Means shows a signiﬁ'c@%fference in staff performance between academic and
administrative staff, \@ t-value of 32.429 and 782 degrees of freedom (p < 0.05),
assuming equa {/@s, and a t-value of 33.507 with 539.400 degrees of freedom (p <

0.05), not a@ning equal variances. This indicates that the difference in staff performance

ratin% cen the two groups is statistically significant.
4.5 Discussion of Findings

The research question one was formulated to determine the level of Staff Job

Performance at Colleges of Education Delta State and the outcome of, with an
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emphasis on punctuality and meeting deadlines, the Colleges of Education Delta State staff.
Results indicate that punctuality is generally high, with 25.4% reporting very often and 35%
often being punctual. However, there is room for improvement, as 29.7% indicated rarely
being punctual. Meeting deadlines fares better, with 32.5% reporting very often and 59.6%
often meeting deadlines, suggesting a stronger performance in this area. The overall&ighted

mean for both factors is 2.89, indicating a high level of staff job performanc@it with a

need for improvement in punctuality. The high level of adherence to lity standards
could be attributed to several factors, such as a strong organis culture that values
punctuality and instills it in employees, effective staff tr rt ion system expectations

regarding punctuality, and possibly the implementation o@sequences for tardiness, which
may contribute to this high level of complian% wever, it's essential to consider
potential challenges or limitations that ¢ slééct meeting deadlines, such as inadequate

physical resources, resource constraiqts,&vorkload pressures.

These results are further. @d by research showing higher levels of staff
punctuality and mee‘w@adlines in educational institutions, suggesting potential
differences in qrg&tional practices and work culture!. Similarly, effective leadership
practices awlb(@doad management strategies significantly improved Staff Job
Perform Conversely, research demonstrates the difficulties with time management
and pbActuality in educational settings as a result of excessive workloads and
insufficient support systems’. Additionally, meeting deadlines were often compromised due

to workload pressures and insufficient time allocation, supporting the reported

frequency of meeting deadlines among higher institutions®.
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The second research question sought to determine the level of development
programmes among Colleges of Education Delta State, showcasing the frequency of various
activities such as orientation, coaching, job rotation, conferences, and workshops. The
data reveals differing levels of accessibility and utilisation across these programmes.
Orientation programmes emerge as highly prevalent, with a substantial propdrtion of
respondents indicating very often or often participation, resulting in a mea@& e of 3.21.
This could be attributed to the institutional emphasis on onboarding an gmnous learning.
Similarly, job rotation programmes exhibit high availability, wit mﬁcant percentage
reporting frequent access, indicating proactive efforts to div % f experiences and skill
sets, as reflected in a mean score of 3.25. Conversely, co g and conference programmes
show slightly lower mean scores, indicating co%%%ely lower accessibility. Coaching
programmes, though accessed frequently, &@mean score of 2.86, suggesting potential
areas for improvement in terms of .ay&ility. Likewise, conference participation, while
relatively common, reflects a m({c@ score of 2.84, indicating room for enhancement.

Workshop programmes, .b@‘rer, show the lowest availability, with a notable

percentage reporting r. rébccessing them, resulting in a mean score of 2.63.
Possible re.&cgs./ or the \wvariability in programmes availability could include

resourceé@
cons%ﬂ

s, limited facilities, or scheduling conflicts may affect the frequency and

ion, institutional priorities, and staff preferences. Factors such as budget

accessibility of certain programmes. Moreover, differing perceptions of the
importance or relevance of specific development activities among staff members could
influence their participation rates. Moreover, the perceived quality and effectiveness

of the programmes themselves may vary, influencing staff members' willingness to
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participate. with the findings of previous research conducted both within and outside the
region. For example, research found that high development programmes have increased
levels of participation because of effective strategies such as planning, investing in human
capital, or good mmunication’. On the other hand, a study challenges the consistent
implementation of development programmes across educational institutions, %ﬂg to
moderate levels of rticipation®.  Another study identified resource (@%ints and

competing priorities as factors contributing to the observed moderate J<eg.gl development
programmes implementation’. E Q

Research question three was posed to determine ®J€1 of available physical
resources to Delta College of Education Staff. T%data reveals varying degrees of
accessibility and utilization across these resoy,gé’thich are critical for supporting the
operational activities of the institution. St ffices emerge as highly accessible, with a
significant proportion of respondené)%ﬁjc ting very often or often access, resulting in a
high mean score of 3.45‘ @uggests that the institution has effectively provided
sufficient workspace res \o support staff members in their daily activities. The high
availability of s.ta&ﬁces is crucial for facilitating collaboration, productivity, and a
conducive o&JnVironment. In contrast, ICT resources exhibit a moderate level of
availabili h a notable percentage reporting frequent access but a significant proportion
report\mg sometimes or rarely accessing them, resulting in a mean score of 2.64. This suggests
that while there is provision for ICT resources, there may be limitations in terms of
consistent access or adequacy of resources to meet the demands of staff members. This
could potentially hinder the integration of technology into teaching, learning, and

administrative processes, impacting overall efficiency and effectiveness. The availability of
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staff transportation presents a significant challenge, with a vast majority reporting rarely
accessing it, resulting in a low mean score of 1.44. This indicates a substantial limitation
in the provision of transportation services for staff members, which could hinder their

mobility, access to professional development opportunities, and overall satisfaction.

Possible reasons for the disparities in resource availability could inc budget
constraints, infrastructure limitations, and logistical challenges. For 1@/@ the high
availability of staff offices may reflect a prioritization of ical infrastructure
investments, while limitations in ICT and transportation resour%ay stem from resource
allocation decisions or logistical constraints. Supportin nding, a study reveals of
infrastructure in education institutions highlighted Q\c allenges of resource allocation
and emphasised the need for a balanced appr &resource provision®. Similarly, other
study emphasised the importance of a&@e resources like staff offices for creating
conducive learning environments’. Ii?;\&' , contrasting perspectives exist. studies such as
challenges of inadequate in.frat@\re in Nigerian education institutions underscored the
adverse effects of limite \ce availability on staff and student experiences!'®. Similarly,
resource allocati.og\s%i utilization in education a comparative study argued against
moderate r ouﬁylevels, suggesting that they often lead to inefficiencies in resource
utilizati%";h hese studies collectively shed light on the complex dynamics of
resm%/ management in educational institutions, emphasizing the need for strategic
planning and equitable resource allocation to address the diverse needs of staff and students

effectively.
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Hypothesis one was tested to examine the combined influence of Development
Programmes (orientation, coaching, job rotation, conferences, and workshop) and physical
resources (ICT, conducive office and Staff transportation system) on staff job performance at
Colleges of Education Delta State, Nigeria and staff development programmes. The
findings indicate a robust relationship between staff development programme%lysical
resources, and performance. The model summary illustrates a high leV@explained
variance in performance, with both Development Programmes and phy@ urces serving
as significant predictors. The results further confirm the substantia 't of these variables
on performance, as evidenced by the large F-value and ificant p-value. Additionally,
the coefficients highlight the strong positive effects c@evelopment programmes and
physical resources on performance, with b@%ﬁctors demonstrating statistically
significant relationships. These results su@%t investing in Development Programmes
and physical resources can signiﬁpa&di\enhance performance outcomes in educational
institutions. These findings ali%\sv% previous studies that have emphasized the
importance of investing ".&\Aaff development initiatives and providing adequate physical
resources to enhr;lg" rall performance outcomes. The study institutions with

comprehensive (de\q ent programmes reported higher levels of employee satisfaction
and prodl}cbéy”.

Simﬂ}lfQ,:tudy highlights the positive impact of access to modern physical resources, such as
state-of-the-art facilities and technology, on student learning outcomes'’. However, a
number of studies cast doubt on these findings. For instance, research found that while
development programmes were beneficial, their effectiveness was influenced by several

factors of the programmes's design and execution'®. Additionally, studies have shown
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that an over-reliance on physical resources in the lack of adequate staff training and
support may negatively impact performance outcomes'>. These opposing points of view
emphasise the need for a thorough understanding of the complex connections that occur in

educational contexts between staff development, performance, and physical resources.

Hypothesis two was tested to examine the relative influence of ment
programmes (orientation, monitoring, job rotation, conferences, and workﬁ@nd physical
resources (ICT, conducive office and Staff transportation system) o f Job Performance
at Colleges of Education Delta State. The analysis reveal@mﬁcant relationships
between various factors and performance outco ® an educational context.
Specifically, orientation, job rotation, confere@ attendance, and  workshop
participation exhibit positive standardized lents, indicating their significant
positive influence on performance. Con@r, coaching and information communication
technology show non-significant o&g ive coefficients, suggesting limited or no
impact on performance. Rgs@howing that job rotations and orientation programmes
had a favourable effect \ff performance in academic institutions is one study that
supports these .tg&sionsm. In a similar vein, research has demonstrated how

beneficial a:te&'m} conferences and seminars is for raising staff capabilities and job

satisfact'&

Studies contradicting these findings, such as the work of, suggest that coaching
programmes don't always result in appreciable performance gains, especially if they
aren't customised to each individual's needs'®. Furthermore, studies showed how crucial it

is to successfully integrate ICT into educational settings because the effects of ICT on
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student performance can differ based on staff training and implementation tactics!®. These
outcomes could be caused by a variety of factors, including as staff preferences and
competencies, institutional support, and the differing efficacy of various development

programmes.

Hypothesis three was tested to examine the significant difference between th ~&(sta‘rus

and job performance. The study revealed that a substantial perforrn@p between

academic and administrative staff, which may have implicati for organisational
effectiveness and workforce management strategies within educaty institutions. There are
a number of reasons why the academic and administrativ embers of the educational

institution performed differently from one anothﬁirstly, academic staff may have
specialised training and expertise relevant to %&s, which could contribute to higher
performance levels. Their job responsibiliﬂ\\c\gay also focus more on teaching, research,
and scholarly activities, which ¢ ) ance their performance metrics. Conversely,
administrative staff may h.ani%\broader range of administrative tasks, which could
lead to greater Vari%\Q\m performance levels. Additionally, differences in job
expectations, agﬂbility structures, and performance evaluation criteria between
academic and (d.ministrative staff could also influence the observed performance gap.
Moreon anizational factors such as resource allocation, leadership styles, and
work?b(e culture may further contribute to disparities in performance outcomes between
these two staff groups. This supports the idea that academic and administrative types conduct
jobs differently by being in line with findings from other pertinent studies’’. One of the

study's main findings is that academic and administrative staff performance levels at
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educational institutions do not differ statistically significantly?!. This suggests that variables

other than titles of positions may have an impact on results related to performance.
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.\A@

Q Chapter Five

Q Conclusion
This chapter @\e conclusion of the study. The conclusion is organized to cover
the follow mmary of findings, conclusion, recommendations, contribution to knowledge,

and M%ced areas for further research
5.1 Summary of Findings

The research aims to explore the influence of development programmes (including
orientation, coaching, job rotation, conferences, and workshops) and the availability of
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physical resources (ICT, staff office and staff transportation) on staff job performance
within Colleges of Education Delta State. The study encompasses 784 participants, with a
male majority comprising 71.2% of the sample. Regarding age distribution, the majority fall
within the age bracket of 35 years and older. In terms of experience, the highest proportion
of participants has 11-15 years of experience. Additionally, the study indi&&s that
academic staff constitutes the larger portion (67.7%) of the participan@pared to

administrative staff. Three research questions and three hypotheses we&fogmdated to guide

the investigation. EQ

Research question one assesses the level of staff job ance within Colleges of
Education Delta State, with a focus on punctualitdeQeeting deadlines. The findings
reveal that punctuality is moderately maintained’b&approximately 25.4% of respondents
reporting very often, and 35% reporting @ However, meeting deadlines appears to be
consistently upheld, with 32.5% repc'n%g ry often and a significant 59.6% reporting often.
The mean score for punctual.it}&é& indicating a high adherence level, while for meeting
deadlines, it is 3.22, su e@ even better performance. The overall weighted mean for
both factors is. & indicating a generally high level of Staff Job Performance.

Nonetheless t@ a notable area for improvement in ensuring punctuality among staff

members. fbb

Resea>{ question two investigates the prevalence of staff development programs in
Colleges of Education Delta State, categorizing various activities by their frequency of
occurrence. The findings reveal that orientation programs are widely available, with

37.88% of respondents accessing them very often and 46.8% often, resulting in a high mean
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score of 3.21. Job rotation programs are similarly prevalent, with 33.52% accessing them
very often and 58.96% often, yielding a mean score of 3.25. Coaching programmes are also
accessed frequently, although slightly less so, with a mean score of 2.86. In contrast,
workshop programs exhibit lower availability, with only 18.7% accessing them very often
and a significant 20.06% rarely, resulting in a lower mean score of 2.63. Hov&n the
weighted mean for all programs averages at 2.96, indicating a generall)@ level of

staff development program availability across Colleges of Education D&Q@&.

Research question three evaluates the availability of physic%@xces in Colleges of

Education Delta State across various items. The findings g o@i- that ICT resources exhibit
a moderate level of availability, with 17.6% accessing them very often and a total of 72.1%
accessing them often or sometimes, resulting in&an availability score of 2.68. Staff
offices are frequently accessed, with 94. f respondents accessing them very often or
often, yielding a higher mean avai @ score of 3.44. However, staff transportation
appears to be less accessil)leqé\ the majority reporting rare access, resulting in a lower

mean availability score A4 Overall, the weighted mean for all items averages 2.51,

indicating a geng& igh level of availability of physical resources in Colleges of

Education D lt®.

Hyp th@%ne investigates the joint influence of development programmes and physical
resources on Staff Job Performance at Colleges of Education Delta State in Nigeria. The
regression analysis reveals a strong positive relationship between the predictors and the
outcome variable, with a high correlation coefficient (R = 0.985) and an impressive R

square value of 0.971. This emphasises the significant impact of both development
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programmes and physical resources, such as ICT infrastructure and office spaces, on Staff
Job Performance. The ANOVA confirms the statistical significance of the regression
model, with a very high F-statistic and p<0.005, indicating the null hypothesis is
rejected. The findings underscore the critical importance of investing in development
programmes and enhancing the availability of physical resources to substantially \improve
Staff Job Performance. While both factors are influential, developme@grammes
appear to have a greater impact compared to physical resources. Ove)wq investing in both
areas can lead to tangible enhancements in staff performance, be é@ the institution as a

whole.

Hypothesis two's regression analysis at Colleges of ca;ion Delta State reveals insights
into the influence of development program:ré;nd physical resources on staff job
Performance. Orientation, job rotation, cb@nces, and workshops significantly enhance
. . [ o . . .
performance, while coaching show,\\ue ligible impact. ICT resources have a minor
positive influence, but a co @e office environment and staff transportation system
negatively affect perf%@e Targeted investments in effective training programmes
like orientation Workshops are crucial for performance enhancement, emphasising

the need fi @ic resource allocation and programme implementation in educational

settings.
Q0

The hypothesis three compares staff performance ratings between academic and
administrative staff. Academic staff have a higher mean rating of 3.1514 with a standard
deviation of 0.30862, while administrative staff have a lower mean rating of 2.3360 with a

standard deviation of 0.33849. Levene's Test for Equality of Variances reveals unequal
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variances between the groups (p < 0.05). The t-test for equality of means confirms a
significant difference in staff performance between academic and administrative staff, with
statistically significant t-values under both equal and unequal variance assumptions (p

< 0.05), thus rejecting the null hypothesis and indicating a substantial disparity in

performance ratings between the two groups. \

5.2 Conclusion ( Q

In conclusion, this study delved into the dynamics of Staff ’\erformance, staff
development programmes, and the availability of physical _resourcCes within Colleges of
Education Delta State. Through a comprehensive anal 684 participants, several key
findings emerged. Firstly, the study revealed a m e@vel of staff job performance, with
notable variations in punctuality and meetin dlines among employees. Furthermore,
although development programmes we&}&nemlly deemed to be reasonably effective,
variations in the degrees of enga@ht among different programmes indicated areas that
could benefit from further °®gﬁmen‘[. Thirdly, the availability of physical resources
varied, with ICT res@g showing moderate availability, staff offices being more
accessible, and '@ransportation facing challenges in availability. Importantly, the
study's hypothes€s underscored the significant positive impact of both development
pro arr@and physical resources on performance outcomes, emphasising the importance
of investing in these areas. Specifically, orientation, job rotation, conference
attendance, and workshop participation were identified as key factors positively

influencing performance. Conversely, coaching and ICT resources showed limited or no

significant impact on performance. Additionally, the study shed light on a notable
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performance gap between academic and administrative staff, suggesting implications for
organizational effectiveness and the need for tailored management strategies. In essence, this
study provides valuable insights into enhancing staff performance in educational institutions

through targeted interventions in development programmes and the optimization of physical

resources. \
5.3 Recommendations ( QQ

In order to improve employee job performance and maximise 1 XS at Colleges of

Education Delta State, a number of recommendations can ﬁ @in light of the study's

findings. Q

1. The institutions should prioritise and fu%’&% development programmes, giving
special attention to those that hazb\Qgg shown to have a beneficial impact on
performance outcomes, like .ca&nces, workshops, job rotation, and orientation.
These programmes shou@ép\made exciting, relevant, and easily accessible to all
staff for optimum ef@\%d engagement.

2. Physical reso ® (particularly ICT resources and personnel transportation
systems(%p\@l%

m ent tactics must be customised to tackle the discrepancy in

be made more easily available and accessible. Moreover,

\&formance between administrative and academic personnel. This may involve
implementing  targeted training and  development initiatives,  creating
opportunities for collaboration and knowledge sharing between different staft groups,

and ensuring equitable access to resources and opportunities for career advancement.
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3. Colleges should set clear policies and standards for due dates and reliability. Staff
that consistently meet deadlines and arrive on time should be recognized and
rewarded. This could involve rewards like bonuses, more time off, or public
acknowledgement for exceptional work.

4. There should be continued investment in, expansion, and staff dev&pment
initiatives. This could involve increasing funding for trainin@grammes,
workshops, and seminars aimed at enhancing staff skills ’Qd(blowledge and
providing good physical resources to enhance staff performa (Q

5. Stakeholders should provide opportunities for cross@%between academic and
administrative staff members to foster a better @rstanding of each other's roles

and responsibilities. This can promote co&%&?on, teamwork, and mutual support,

leading to improved job performanc@ll staff types.

By implementing these recommen'd@ the institutions can promote organizational
effectiveness, improve staff &@é and productivity, and ultimately contribute to the
[ ]

achievement of their ed%ﬁ@f objectives.
o)
5.4 C(@Jtion to Knowledge

This dy significantly contributes to the existing body of knowledge by offering
comprehensive insight into the influence of development programmes and the
availability of physical resources on Staff Job Performance in Colleges of Education Delta
State. By assessing the level of staff job performance and the effectiveness of development

programmes and physical resources within Colleges of Education Delta State, this study
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provides valuable insights into the dynamics of human resource management in
educational institutions. It offers a nuanced understanding of the factors that influence

staff performance and highlights areas for improvement in staff development strategies.

The empirical findings from this study contribute significantly to understanding the
dynamics of Staff Job Performance in Colleges of Education Delta State. ugh a
comprehensive investigation of development programmes and the avail i@o physical
resources, the research unveils crucial insights. It reveals an aver level of staff job
performance, with punctuality and meeting deadlines bei able strengths. The

study sheds light on the effectiveness and f%@y of staff development
n

programmes, highlighting variations in participatio@ effectiveness across different
initiatives. Additionally, it highlights the impon& of physical resources such as ICT
resources, staff offices, and transport@ systems in facilitating staff performance,
albeit with varying degrees of availaﬁ%g, rthermore, the study's hypotheses confirm the
substantial joint contributiozl i@&elopment programmes and physical resources to Staff
Job Performance, emp their significant positive impact. Its identity with the
performance gap ;b&een academic and administrative staff highlights the need for
targeted wo kf&cie\ﬂanagement strategies to ensure organisational effectiveness. Thus, this

study conftpibutes to the knowledge base by offering actionable insights that can drive

posiMhange and improvement in educational management practices.

The theoretical contributions to understanding staff job performance in Colleges of
Education Delta State encompass several key frameworks. Firstly, insights from learning

theory emphasize the importance of development programmes in fostering continuous
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learning and skill acquisition, aligning with the study's emphasis on the effectiveness of
orientation, coaching, job rotation, conferences, and workshops. Secondly, Theory X and
Theory Y provide a lens through which to view staff motivation and management styles.
The study's findings support Theory Y principles by demonstrating the positive impact of
empowering staff through development opportunities and adequate physical re%rces on
job performance. Lastly, a systems perspective illuminates the interco@%ness of
various factors influencing staff performance, including developmj‘(gmgrammes and
external physical resources elements. By highlighting the joint tribution of these
factors to staff job performance, the study undersco@t% systemic nature of
organizational effectiveness. Overall, these theoretical fr@rorks enrich our understanding

of staff performance dynamics and provide Valua%’@%nce for educational institutions in

optimizing performance outcomes. @
5.5 Suggested Area for Further é@

Further research endeavou\ explore alternative indicators for both physical
resources (micro—teach%%s, school libraries, etc.) and development programmes
(apprenticeships ‘E\@al training, etc.) on Staff Job Performance. Hence, colleges of
education v@ sed in this study; other higher institutions can be used, such as
pol ec@ universities, and monotechnic. This study was carried out in Delta; other
states can also be used. Additional leadership styles, decision-making processes, etc. can be

used to solve the problem of Staff Job Performance.
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Staff Development Programmes, Physical Resources and Staff Job Performance
in Colleges of Education Delta State, Nigeria. (SDPPRSJP)

Dear Esteemed Respondent,

This instrument is designed to gather data regarding the research topic stated above be rest
assured that all information provided will be used exclusively for the research &nd be
treated with confidentiality. Therefore, we kindly request your honest and s ce;

esponse to

all the items in this instrument. Your participation is highly valued. 6\

Yours Sincerely 0

The researcher
)

A
N,
* \%’ruction

Please tick (V) the space provid '(?ront of the option that best fit your responses to the

question below. QQ\A
1. Gender: & Female ( ) Male( )
Age:

20-24 () 25-29( ) 30-34( ) 35 andabove( )

3. Yealéblorking Experience: I-5( )6-10( )11-15( ) 16 above( )

4. Staff Type: Academic ( )  Administrative ( )

Section B
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This section contains items to collect information from the respondents on the level of staff

job performance (punctuality and meeting deadline) in Delta state teaching institute. Please

respond to the statement in the table below by ticking your preferred response; Very Often,

Often, Sometimes, rarely.

S/N

ITEM

Very Often | Often

Rarely

1

I regularly arrive to work on time.

I adhere to the attendance requirements set
by the school.

So;n\e@jtk‘
(,\)

3 I give prior notification of any absences or «\
delays. \(.\
4 I consistently exceed the permitted number V&v
of vacation days. O\
5 I haven't been to work for a few days or \.J
arrive lately. Qv
6 I foster a culture of accountability at my
work. X’?)Q
7 I always do my work in a high—qua%)v
manner because I pay attention to deta
8 I completed every task that is given t(hq on
time. . %
9 I  encourage teamwork \ tively
contributes to a positive tez@amic.
10 | I created goals for mys y that I could

properly handle things.\.
N

\
(@ Section C

This secti@mains items to collect information from respondents on staff development

progMes (orientation, coaching, job rotation, conferences and workshop) in Delta State

teaching institute. Please respond to the statement in the table below by ticking your

preferred response; Very Often, Often, Sometimes, rarely.

S/N

Items Very Often | Often

Sometimes

Rarely

1

I feel well-informed about the
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organizational structure and policies of
the college

I understand how my role contributes to
the overall goals and objectives of the
college

I effectively communicated my job
responsibilities and expectations

I have access to the necessary resources
and tools to perform my tasks efficiently

I integrate myself into the campus
community and cultivate a feeling of
acceptance.

I am aware of the relevant details and
skills that are relevant to my role

It addresses my unique strength and
areas of improvement

I received constructive and actionable
feedback

I understand the specific areas of my
work

10

I get in touch with experts whenever I
need additional information or {

6,6(\

11

It gave me the chance to acquire a wider
range of abilities necessary *{ny

position in the college of edug&

assistance. \\(:;b

12

it enhanced my capacity @nfanage a
variety of issues at wor}{\\

13

I have learned a ceived important
perspectives several college

departments. \

14

I am le of  fostering
communigcatipn and collaboration across
severNams or departments.

15

Ia y aware of the ways in which
d nt roles support the college's

\Qwrall operations.

16

I regularly attend conferences relevant to
my field of work.

17

I receive adequate financial support or
resources to attend conferences.

18

I actively apply the knowledge gained to
my work.

19

I gain valuable networking opportunities

and knowledge sharing.
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20 | interactive activities and exercises
enhanced my understanding of the
concepts

21 | facilitators were knowledgeable and
effectively conveyed the material.

22 | I feel equipped with practical skills or
knowledge gained

23 | Opportunities for me engagement and
discussion were effectively facilitated.

24 | The training session was at the right é»
O\

phase for me to understand.

25 | The materials and resources provided ( \J
A

was not helpful to me
30\
Section D 0

This section contains items to collect informatior@; respondents on the level of
availability of physical resources ICT tool, condu taff room and staff transport in Delta

State teaching institute. Please respond to\{@atement in the table below by ticking your

preferred response; Very Often, Ofteré) times, rarely.
S/N | Items "\\% Very often | Often | sometimes | rarely

1. I have easy acce & well-equipped
wireless networkhand, Computer system.

2. It allowed me\to Speed up operations

related te°® bles, communication,
registratipn, gnd student records

3 It enables me collect, analyze, and store
al ount of data at once.
4 I@ es me access to information and

Mallows me to communicate globally.

5 It allows me to promote immediate
interaction via social media, video
conferencing, emails, and messaging.

6 I have enough personal and shared work
space to stay organised and cut down on
clutter.

7 It provides me with opportunities for

wellness programmes and career
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advancement in addition to other forms
of assistance.

transport.

8 It gives me access to a disciplined,
orderly workplace that is consistent with
the college's ideals
9 It allows me to have channels of
communication open between
administration and other staff.
10 | It enables me to obtain and make use of
the tools and resources I need
11 I make use of the staff shuttles to get to
work every day (
12 | The ride to work causes me less anxiety /\V
and inconvenience. N\
13 | It ensures my safety %‘})
14 | It enables to meet other staff member
15 | It lowers the expense of my school
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Figure 2: Distribution of Pa@fnts Demographic Characteristics by Age
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STAFFTYPE

W Academic

= A dministrative

Figure 2: Dis
Experience

ographic Characteristics by Years of

Source: Researcher’s Field*Suryey, 2024
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