AN EVALUATION OF HUMAN RESOURCES MANAGEMENT FUNCTION AND EFFECTIVENESS OF PUBLIC SECONDARY SCHOOL

ABSTRACT

This study was carried out to examine the functions of human resources management and public secondary school effectiveness in Lagos State education district IV. Specifically, the study was aimed at examining the functions and roles of the school human resource management in public secondary schools, examine human resources management leadership styles and teachers' productivity in secondary schools, and assess ways through which human resources managers in schools can motivate teachers and the impact to enhancing quality education effectiveness in secondary schools. The study employed the survey descriptive research design. A total of 230 responses were validated from the survey. From the responses obtained and analysed, the findings revealed that there is a positive significant relationship between human resource management functions and secondary school effectiveness. Also, the findings revealed that there is a significant positive influence of management styles on teachers’ productivity and job satisfaction in public secondary schools. Furthermore, the findings revealed that there is a positive significant relationship between motivation and teacher’s productivity in public secondary schools effectiveness. The study therefore recommend that training and development programmes/policy should be introduce and monitor to ensure the implementation like in-service course for teachers, staff seminar like induction courses, on-the-job-training, off-the-job-training. Refreshers courses etc. Also, human resource management should have sound policies in respect of staff transfer and promotion to ensure that justices and fairness prevail in dealing with the staff. More so, teachers who are the bedrock of any education system need to be treated fairly well in terms of prompt settlements of their entitlements and enjoyment of other benefits enjoyed by other public servants. So that the desire of the government, parents and solicit for an improved educational system will be a hopeful dream and not a night mare; and investment in education will be very beneficial to society in the final analysis.
CHAPTER ONE

INTRODUCTION

1.1
Background to the Study

The ability of an organization's or institution's administrators to coordinate the various resources and activities of the enterprise toward objective accomplishment through management is a function of many variables, including the quality of human resources and infrastructural facilities available to the organization's or institution's administrators (Karl, 2015).

The creation and implementation of strategic concepts to the process of management decision making is a major characteristic of a successful coordination of institutional resources, including human capital and material resources.

This necessitates the effective and efficient implementation of management objectives and functions, as well as the concepts that underpin and support optimal resource coordination and utilization in order to achieve an institution's goals and mission statement (Mark, 2000).

Mankind's engagement in management processes dates back to the beginning of time. For example, in African culture and customs, it is learnt early in life to form small groups for hunting, farming, constructing houses, fishing, or dancing in the village square, with a group leader to instruct and demonstrate others how to work toward the group's goals (Karl, 2015). Once leaders emerge and are acknowledged as such by the rest of the group, they wield influence and authority over the rest of the group; this is a part of management, and it leads to the achievement of specified group goals. Management, whether in administration or in institutions, is a dynamic process in human existence.

Mr. Effiong (1995). According to him, management may be described as the process of getting things done via people by planning, organizing, directing, co-coordinating, and managing their actions in order to achieve goals. Human resources are a crucial part of production, and the unpredictable nature of humans necessitates the presence of a manager(s) to provide direction and management to all individuals in a company.

Organizational effectiveness, or an organization's ability to adapt, sustain, thrive, and develop in the face of changing circumstances, is largely determined by how well its workforce is managed and employed.

This is because an organization's most essential and valuable assets are its human resources, which include any persons, regardless of their function or rank, who are involved in any of the organization's operations.

According to Health field (2014), human resources management (HRM) is the function inside an organization that is responsible for the recruitment, management, and direction of the people that work there.

Members of the HRM department offer the information, tools, training, administrative services, coaching, legal and management counsel, and talent management oversight that the rest of the business requires to function effectively. They are in charge of overseeing tasks to ensuring that their organization builds proper teams and empowers individuals (Mark, 2000).

Human Resources, according to Tracey (2015), are the individuals who staff and administer an organization, as opposed to the financial and material resources. Human resource refers to employees who work for a company.

Because people are an organization's most valuable resource, human resources are seen as important.

Human Resources, according to Tracey (2015), is also the name of the department or functional area from which personnel deliver HR services to the rest of the company. People are an organization's most valuable asset. Employees must be recruited, employed, pleased, motivated, developed, and kept.

Human beings or individuals must be motivated or inspired to carry out the ideal procedure successfully. Behavioral scientists have proposed a number of hypotheses on how individuals behave when it comes to carrying out commitments. Douglas McGregor (1960), for example, proposed two hypotheses on the nature of human beings as part of a behavioral school of thought. These are the Y and X hypotheses.

According to Douglas Mc Gregor (1960), the ordinary individual despises work and would do anything to escape it. To get most individuals to work toward achieving organizational goals, they must be forced, controlled, directed, or threatened with penalty.

People have thus become a critical factor in achieving organizational goals because all organizational activities are determined by the people who make up the organization, either willing or coerced to work, without which infrastructural facilities used in the organization are unproductive on their own except for human effort and direction, thus good organizational structure does not guarantee enhanced performance and increased productivity except with w

This does not apply to educational institutions or secondary school administration, though.

Teachers play an important role in the educational setting as an institution that facilitates the teaching-learning process.

The quality of secondary school education is determined by the performance of teachers, as evidenced by their work happiness and performance.

Teachers have been shown to have an important influence on student academic performance and also play a crucial role in the education set standards, according to Afe (2001), because teachers are ultimately responsible for translating policy into action and principle based on practice during interactions with students.

In the area of human resource management, school administrators or managers are responsible for various aspects of teacher matters, such as appointment, promotion, retention, and effective planning to ensure that teachers are given opportunities for professional development to reflect on their job performance and service delivery.

The construction of a decent work environment directed toward the improvement of the workers' productive capacities is critical to the success of school administration, as it is to the success of any other organization or institution.

To achieve the desired results, a leader should be appointed to organize, control, and steer both human and nonhuman resources relevant to the schools.

Human resource management, according to Effiong (1995), refers to individuals who execute leadership responsibilities in a company.

Olayote claims that (2004). The most significant information about workers in a company is a verified assessment of his degree of job happiness, as well as the process of motivating him to freely do better in the pursuit of corporate goals. School administrators should do all possible to ensure that instructors are content with their work since low motivation will inevitably affect students' academic performance and achievements.

Teachers must be motivated in order to be devoted to their jobs and have a good influence on the teaching-learning process in schools.

Nwogbo (2001) emphasized that in order to achieve both organizational and individual goals, management and school administrators should link rewards to task performance. The rewards process must respond creatively to both employee and organizational needs, and when this is done well, job satisfaction will result.

Workers' willingness to achieve desired goals is largely determined by how well they are rewarded and motivated at work.

According to Kester (2004), if Lagos state teachers were not financially motivated, they would "stifle and discourage high instructors' classroom performance" by experiencing extreme irregularity in the payment of their salary and allowances.

Afe claims that (2011). In a school system, effective management and investment in teachers in terms of happiness, motivation, and growth are critical. Teachers' competence, commitment, and motivation all play a role in how well and dedicated they carry out great teaching-learning processes.

Human resource management in secondary schools may be productive and have a beneficial impact on all aspects of the teaching-learning process as well as quality education if secondary school human resource employees knew that HRM is:

1. Human resource management is an organizational role that deals with or offers leadership and counsel for all issues concerning an organization's personnel.

Compensation, hiring, performance management, organization growth, safety, wellness benefits, employee engagement, communication, administration, and training are all included under HRM.

3. HRM is also a systematic and comprehensive approach to managing people, as well as the culture and environment of the workplace.

4. Effective human resource management enables employees to contribute effectively and productively to the company's overall direction and achievement of its goals and objectives.

5. It is now expected to add value to employee strategic utilization and to guarantee that employee initiatives planned and implemented have a good quantifiable impact on the business.

1.2
Statement of the problems

The notion of improving teacher productivity and job performance entails a mix of numerous aspects in the workplace that are dependent on and should be provided by the school administration (Obi, 2000).

These various elements include factors such as a pleasant working environment, adequate infrastructure, instructional materials, teaching aids, job satisfaction, motivation, rewards, and staff training and development programs, all of which contribute to increased productivity and improved secondary school education standards.

In general, it is difficult to gratify each and every teacher at work.

However, outside of the basic pay package or compensation, various incentives such as promotions, bonuses, and prizes will serve to fulfill and inspire the teacher and will promote improved performance among the instructors.

The task for co-ordinating and administering an education program's human capital and material resources falls entirely on the shoulders of school administration.

Unfortunately, the school system in Nigeria has been plagued by insecurity, as well as constant changes in educational programs, purposes, and objectives.

As a result of the repeated changes of government, there has been a strike and school closures (Adi, 2010).

The system of schools enrollment in public secondary schools is fast rising beyond effective and efficient supervision by management capacities, and there is a growing scarcity of resources, equipment, and instructional materials. Teachers are forced to labor in a deplorable and inhospitable educational atmosphere, and as a result, they appear to be dissatisfied, frustrated, uninspired, and unmotivated in their chosen job.

However, the unsatisfactory state of Nigeria's secondary school education system, particularly in Lagos State Education District IV, has invariably resulted in mass failures of students in both internal and external examinations, unabated examination malpractices, and student cheating in examination halls.

Constant teacher strike activities, a high attrition rate, and a bad work attitude among instructors are further symptoms of the school system's inadequate academic morale and failing standard (Uwu, 2018).

Untimely school closures, examination malpractices, absenteeism, truancy, and high teacher turnover have all been linked to ineffective and ineffective human resource management in most secondary schools due to a lack of proper planning, directing, and co-ordination, as well as a lack of motivation and rewards.

1.3
Purpose of the study

The general purpose of the study is to determine human resource management and secondary school effectiveness.

However, the study seeks to:-

1.     Examine the functions and roles of the school human resource management in public secondary schools.

2.     Examine human resources management leadership styles and teachers' productivity in secondary schools.

3.     Assess ways through which human resources managers in schools can motivate teachers and the impact to enhancing quality education effectiveness in secondary schools.

1.4
Research questions

1.     What are the functions of human resources management to ensure effectiveness of public secondary school system?

2.     Does Leadership styles employed by the secondary school principals and vices, influence the productivity level of teachers performance in public secondary schools?

3.     What are the various ways through which school principals motivates teachers in public secondary schools in enhancing quality education and secondary school effectiveness?

1.5
Research Hypotheses

Ho1: There is no significant relationship between human resource management functions and secondary school effectiveness.

Ho2: There is no significant influence of management styles on teachers, productivity and job satisfaction in public secondary schools.

Ho3.  There is no significant relationship between motivation and teacher’s productivity in public secondary schools effectiveness.

1.6
Significance of the study.

The study is conducted to shed light on the working conditions of teachers in public secondary schools in Lagos state. The findings of the study can be useful to both private and public school Managers. A public secondary school management that understands the importance of its human resources in the successful and productive running of the school will ensure that the teachers are well managed, sustained and most utilized.

Moreover, it would benefit the government and its policy makers on education matters, recruitment, placement, training, welfare and development of teachers.

There will be well defined structures in terms of responsibilities, functions and roles each individual plays towards the success of the school. with a good structure and system of management, areas of weakness can be easily identified corrected and improved upon.

Finding from the study will be significant in terms of monitoring and assessing teachers' professional conduct towards job description and satisfactory service delivery.

The teachers will through this study be able to evaluate themselves, in terms of dedication, commitment, discipline and job performance, try to improve on areas of deficiencies.

The general public and specifically parents will benefit from this study because of its contributions to quality education services.

1.7
Scope of the Study

The Study focused on the human resources management and secondary school effectiveness in Lagos State education district IV.

The study covered 10 public secondary schools in education district IV Yaba Local council Development Area of Lagos State.

1.8
Definition of terms

The following terms are defined operationally

 Human Resources management: function within an organization that focuses      on the recruitment of management of, and providing direction for the people who work in an organization.

Human Resource: the people that staff and operate an organization as contrasted with the financial and material resources of an organization.

Management: the process of getting things done through people by planning, organizing, directing, co-coordinating and controlling their activities for the purpose of accomplishing objectives.

System: it is the style or pattern adopted by school managers in carrying out their managerial functions.

Teachers: School academic staff who engage in the task of providing education for the students

Productivity: is the average measure of the efficiency of teachers in their job performance.

Job Satisfaction: shows how satisfied and contended the teachers are with their job and welfare conditions

Motivation: the process of stimulating the desire and output of the teachers to be committed, continually interested on their job their job through rewards and incentives.

School Effectiveness: It constitutes peaceful environmental condition of the school, good students academic and behaviourial performance, staffs good attitude towards teaching, etc.
CHAPTER TWO

REVIEW OF LITERATURE

INTRODUCTION

Our focus in this chapter is to critically examine relevant literatures that would assist in explaining the research problem and furthermore recognize the efforts of scholars who had previously contributed immensely to similar research. The chapter intends to deepen the understanding of the study and close the perceived gaps.

Precisely, the chapter will be considered in two sub-headings:

Conceptual Framework, and
Theoretical Framework

2.1
CONCEPTUAL FRAMEWORK

Concept of Human Resource Management

Human resource management has been defined as the methods of integrating and maintaining workers in an organization so that the organization can achieve the purposes and meet the goals for which it was established. It is the coordination of the activities and efforts of the workers in an organization so that organizational goals are achieved. In other words human resource management is the process of motivating workers in the organization so as to obtain maximum output from them. According to Armstrong (2001,3-4), Human resources is the strategic and coherent approach to the management of an organization‟s most valued assets; the people working there whom individually and collectively contribute to the achievement of its objectives. Also Schuler 1995:6, defines human resource management as „the use several activities to ensure that human resources are managed effectively for the benefit of the individuals, society and the business‟.

Personnel management is the planning, organizing, directing, and controlling of the procurement, development, compensation, integration, maintenance and separation of human resources to the end that individual, societal objectives are accomplished. (Flippo 1984:5) From the above definition of human resources, the major thrust of Flippo‟s definition lies in the attempt to identify the key activities involved in human resource management which includes the management/organic functions-planning, organizing directing, and controlling and the operational functions- procurement, development, compensation, integration, maintenance and separation.(Ugbam,2011:5- 6). In the word of late professor Harbison, according to Asiegbu (2001:91) which is clearly epitomized in his „Human resources as the wealth of Nations” as he wrote „Human resources not capital, not income, nor material resources constitute the ultimate basis of wealth of nations. Capital and natural resources are passive factors of production. Human beings are active agent who accumulate wealth, exploit material resources, build socio-economic and political organization and carry forward national development. There is no doubt that a country which is unable to develop the knowledge of its people, and utilize them effectively in pursuit of national goals will be unable to develop anything else Human Resource is one significant and distinct resource in any organization. It ensures the survival and growth of such organization. It is an integral part of the overall organizational management process, which is a composition of highly interrelated activities such as planning, budgeting, supervising etc. it is a set of organizational activities that are designed to influence positively, the effectiveness of the organization and the realization of the organizational goal.

Development Of Human Resources Management In Education

Ubeku (1998: 91) defined human resources as "all individuals engaged in any aspect of the organizational activities irrespective of level. The central objective is to help the organization use the skills effectively for the mutual benefit of the individual employee and the organization. People (Human resources) are essentially the most 'active resources, while other resources like money, machinery, capital etc are passive and can only be activated by the human resources. The productive capacity of human resource is no longer in doubt among organizations. Management on the other hand is the process of planning, directing, organizing, controlling and coordinating organizational resources towards the achievement of organizational objectives, ft can also be viewed as that part of management concerned with people at work and their relationship within an enterprise. The purpose is to bring together and develop into an effective organization, men and women who make the enterprise and having regard to the well being of the individuals and the working groups to enable them make their best contribution to its success. Human resources management is indeed required to make things happen and to combine other resources in their right mix, through formulation of appropriate strategies and policies to guide the achievement of the organizational goals. Orbiter (2001: 89) opined that 'it is setting of things in motion so as to direct, coordinate and monitor the implementation of functions and control operations towards the cost effective accomplishment of defined objective. The history of educational development and management cannot be complete without the contributions made by both the Christian church and Islam. Before the advent of these two religious groups, the indigenous or traditional education was in practice throughout Nigeria. The practice varied from one ethnic group to another and from one community to another according to variation in cultural and traditional norms. Although the education objectives then could not be neatly distinguished namely; to develop the child's talent, physical skills, to develop character, intellectual skills and to inculcate respect to acquire vocational training, to develop a healthy attitude towards honest labour and to understand, appreciate and promote cultural heritage of the community at large. The early management of human resources in our primary and secondary schools started with the coming of western education into Nigeria through the missionaries. As a result of many school's were established and managed by the churches and private individuals who where granted aids by the government to run the schools. The management of the schools by the early missionaries were closely followed in the 1950's by the local educational authorities and the private voluntary agencies. For instance in 1955 the eastern Nigeria regional government established some non denominational schools called THE LOCAL AUTHORITY SCHOOLS. The proprietors of missionary schools saw this move is a threat to their own schools and therefore opposed the programme. Their fear stemmed from the fact that their own schools might eventually be supplanted by the local authority (L.A) schools and education would then become not only non-sectarian but secular and godless. However these schools were poorly managed because their proprietors were poorly equipped academically to run such schools. Equally the managers of L.A school were inenicient and corrupt. These led to the collapse and closure to most of them. However a good number of the L.A schools functioned until the government took them over in 1970. With government take over of the schools the management of education and its human resources went over to the government of the respective stales with little or no compensation paid to the private proprietors. In the east central state, government's attempt to own and control the mission schools took a radical turn as the then governor promulgated an edict vesting the ownership and control of all primary and secondary schools in the hands of the government. Through the force of tins edict, all mission school, which formed more than ninety percent (90%) of all the existing school in the state then, were automatically taken over by the government. Thus take over of schools by the various state governments in Nigeria culminated in the establishment of education management' Boards and committees at the local government levels. These boards and education authorizes were charged with the responsibility of managing available human and material resources for educational development of their respective states. Government take over of voluntary agency schools has serious implications on the man power development of this country. The persistent economic depression of the 1980's made it practically impossible for the government to provide the required resourced needed for investment into the stale education system. This situation was compounded by the full scale embezzlement of available fund for allocation into the sector. The removal of formal education from the efficient and experienced hands of the missionaries and the politicization of education destroyed the system. In retrospect Ubgaja (2002) concluded that the formal education in tin's country was compelled to abandon its normal vocation of producing knowledgeable and morally sound people with the necessary skills and competences to manage the affairs of this country. The school system suddenly become a breeding ground for mediocrity to the detriment of manpower development needs of the country. All the schools taken over by the states as well as the new ones built by communities are seriously undergoing rapid and steady infrastructural decay due to lack of maintenance occasioned by the persistent economic depression in the country. Consequently, most, if not all of our post primary institution are glorified primary schools. Well equipped libraries and science laboratories belong to the past. In the absence of these two vital facilities in our school, one wonders how our human resources development programme can fit into the technologically driven 21st century. Those - charged with the character formation, skills acquisition, intellectual and cognitive orientation of our youth (our greater tomorrow) have abandoned their noble task. Men entrusted with the sacred duty of giving this nation, good future leaders, have turned out to be very bad influences on them. Since human resources management according to Ubeku (1991) is aimed at the improvement of human elements in an organization like the school system. Since Nigeria is in a period of economic recession, the need for a well articulated and designed manpower programme becomes very paramount. Manpower planning according to Walker (1992: 114)' is the process of analyzing an organization's human resources need under changing conditions and the development of activities necessary to satisfy these needs". Planning of human resources therefore the means the process by which the organization ensures that it has the, right number of people and the right kind of people in the right place at the right time who are doing those thing for which they are economically most suitable. In view of the economic depression, poor human resource planning and development brings untold hardship to workers. It is a period associated with irregular payment of workers salaries, worst condition of service, retrenchment of workers, premature retirements, lay off and non payment of benefits. The status of managers of the education in any nation and a given time usually reflect in the quality and quantity of output of such system. Same goes to the rate of development of any nation. This is staked on the quality of education of such nation. The working condition to leaders directly affects the learning condition of students. Therefore good quality of education is only the outcome of effective teaching and learning based on the prevailing teaching and learning condition in a state.

Recruitment And Utilization Of Human Resources In Educational Institution

The existence of a stock of training manpower will consequently create a need for the consumption of trained manpower. Production is carried out with consumption in mind. Manpower utilization in 'the opinion of Ukachi in Nwagwu, Okonkwo, Igwe and Anwnka (Ed. 1992) is the ability of a country to produce and utilize available manpower. Development of manpower is carried out so that they can contribute (heir quota to the economic and social progress of the nation. In a report on the education development of Africa, published by UNESCO Shoror asserted that: The product of the education sector just as the product of others is destined for consumption and must therefore correspond quantitatively and qualitatively to the requirements of the economy and of the society at large particularly with regards to the various skills needed for the economic and social development. This indicates that manpower development does not stop at production level but rather extends to consumption or recruitment and utilization stage. Unfortunately, manpower utilization problem confronting developing countries like Nigeria can be explained in the mismatch between the education sector and the real needs or absorption capacities of the economy. Hence, there are numerous educated idlers, semi employed (or-people performing tasks different from their training and orientation). Tin's is typical of period of economic depression with redundancy, retrenchment. Irregular payment of salaries and allowances, freeze on promotion, high rate of unemployment and underemployment became the order of the day. The seventies and eighties were remarkable decades in Nigeria with respect to recruitment and utilization of human resources by the industries and in the education sector. Before that period, there were fair recruitment and utilization of human resources, the magnitude however dropped to a lower level in the seventies and eighties. In' the educational sector then there were planners and administrators and sound managers of human resources. The presence of managers ensures proper management of personnel in the education sector for quality output. They included headmasters, headmistresses, traveling teachers, assistant inspectors of education, principals, inspectors of education ' and education officers managing secondary schools. About the sixties and beyond was the era of self-government and independence; educational development in Nigeria took a dramatic turn. Independence brought challenges with respect of rapid economic development, political growth and maturity and later military editorship. In the sixties and seventies, education was a major factor for the realization of manpower development and national objectives. With the spark of economic depression in the eighties, debates was center on how to expand the education system and later how to improve the quality of its products to ensure effective utilization of the manpower thus generated. The sixties and seventies were periods of boom fore educational expansion in Nigeria. Many state governments introduced free primary education, highly subsidized tertiary. Aghanta in Nwagwu et al (1992:138) said "the greatly expanded and expanding educational system in Africa needs planners and administrators at all levels particularly if the various countries are to keep pace with the expansion, monitor the quality, trim the costs and direct the product of this system to the sector where their skills were most needed". Training of manpower is important, but training without effective utilization of the trained personnel is a colossal waste. This is because without the application of the acquired skills to the task that is to be performed, there cannot be progress or advancement. The utilization of trained manpower is constrained by existing manpower policies, political realities and above all economic depression. The point must be stressed further that there are some negative effect associated with faulty manpower utilization. First it perpetuates a vicious circle of mediocrity and inefficiency. In the words of Ubeku (1995) employees who have not received adequate training lack the necessary confidence with which to carry out the job" in fact the essence of training is in anticipation of role than a role incumbent who is not adequately prepared for the task would be lacking the necessary skills to perform effectively within the mainstream of role; Ubeku (1995). Staff development is a basic factor in building and maintenance of the organizational effectiveness. According to Ngu (1990:26) staff development is so important that it is not only imperative but continuous. No organization can dispense with it as a programme and as a process. This means, however, that no matter the cost, organizations have to train their workers at least to enable them handle the assigned jobs. This is concurred and elaborated in Roscoe and Freak (1976:292) when they noted that: Organization has to give the minimum training to its employees to make them at least become acquainted with the objectives, policies, rules, standards, and procedures peculiar to the organization and the particular job. At the other extreme, staff development can include a long programme of education and planned experience, leading to key positions. Some organizations have development programmes for supervisors and executives, enabling them to handle their jobs better and preparing them for greater responsibilities. To meet the challenges of change, organizations must ensure that sufficient training and programmes for development of workers are put in place. According to Longenecker (1977:232) an organization‟s greatest asset is its people and so it makes sense to ensure that every employee is trained for the job he is doing and developed to take on future responsibilities within his scope of competence. This view is in consonance with view of Sharma (1979:96) when he noted that when the aim is to broaden the experience of an individual, it becomes necessary to offer him opportunities to develop familiarity with different and/or longer range of the organizational operations. The views of Longenecker and Sharma were streamlined and moderated to suit the interests of employees, by Miner (1968:57) when he noted that although the development effort must have something to do with the organizational goals, the particular goals under consideration need not be restricted to narrow economic aims. Personal development for personal development‟s sake may indeed be a conscious objectives of the organization. However, it is imperative to note that although an organization can provide opportunities for staff development, it cannot actually develop employees. They need to accomplish development themselves. That is they need to assume some responsibilities for their own progress. In any organization personnel division is responsible for planning and coordinating training activities. The division can conduct training activities for employees even outside their regular work assignment. This is accepted by Longenecker (1977:1770) when he noted that personnel development often organizes training conference to impart knowledge or to improve skills of participants. This, he went further to say, is conducted when the employees have the training needs, where for instance, certain basic ideas are imparted to the participants to develop their careers and help in enhancing the progress of the organization. This view is in line with the view of Hurst (1970:174) when he expressed that :Personnel management deals with an extensive programme, ranging from the placement, induction and training of new personnel to the provision of courses for management. The effort is directed to the development of careers and progress within the organization by utilizing the educational resources and facilities available to each stage. Evidently, inappropriate utilization of manpower in our economy explains why the country seem to be failing to meet the needs of its citizenry. But, since the societal needs are dynamic and the essence of education is to provide the needs of the society, the operators of education system should not only be dynamic but also sufficiently informed of the actual needs to the society and their expected roles. Nigeria's economic revival and indeed educational advancement requires greater creativity in our approach to effective manpower utilization. We must harness and effectively manage our human resources for the must expected economic survival and growth. The index of manpower utilization is the extent to which employers of labour are able to motivate and direct the effort of their staff in utilizing, resources towards meeting societal needs and aspirations.

Retraining And Development Of Human Resources In Educational Institutions.

Training may be defined as a planned programme designed to improve performance and to bring about measurable changes in knowledge, behaviour of employee in doing a particular job. Tins means that a day's training has an additional purpose of facilitating change in an employee. Manpower service commission (1981) defined training as "a planned process to modify attitude, knowledge or skill and behaviour through learning experience to achieve effective performance in an activity or range of activities. Its purpose in the work situation is to develop the ability of the individual and to satisfy the current and future manpower needs of the organization. Without a well trained and well developed manpower resources, no meaningful economic and national development can take place. Harbson and mayers (1964) have shown that there is a high positive correlation between composite index of human resources development and the Gross National Product (GNP) per capita. Marshall (1930) and Harbison and Mayer (1964) have also indicated that on of the best of developing human resources and human capital is through education. Retraining is used to embrace all activities, structured or unstructured which serving personnel passes through while on the job it means therefore that retraining assumes that one is already on the job before one can avail of such opportunities. The Oxford Advanced Learners Dictionary gave the meaning of development as "an act of growing larger, fuller and more mature". Therefore training, retraining and development of human resources aim at remarking the employee of greater productivity . human resources is an unpredictable process maximize the use of human resources, improving the competence of future challenges and utilizing unemployed resource. Development will depend on the human resource needs of the organization, the mechanism being used and the facilities provided. The role of retraining and development starts from the analysis of the organizational objectives, characteristics of available resource and desired specification on manpower planning, recruitment, placement, performance, appraisal, reward, punishment and maintenance of resources etc. most importantly the retraining is comprehensive, systematic and continuous and should be closely linked to the strategy with which the organization is planning to fight competition. While a leader may be born by training or restraining, one may be more useful through the process. This is to say that employees' talents are not fully productive without training, retraining and development. Therefore the purpose of retraining programme is to improve or develop new talents and to update the old ones. Baridand (1993:94) exposed the numerous reasons for embarking on staff retraining and development as follows: The rapid rate of technology and societal change in our time has necessitated the retraining of manpower. The introduction of automation intense market competition from foreign countries, the growth of new markets in developing countries has led to the need for the development of manpower. Increased recognition by the organizations of the social and public responsibilities of management has development. The increased size and complexity of most organizations requires retraining of manpower etc. According to Kerith Alan and John (1988) the objective of retraining is to bridge the gap between existing performance ability' and desired performance of defined tasks. It is designed to assist employees to function more effectively in their present position by exposing them to the latest concept, information and techniques and to develop the skills they might need their future roles. In designing Human resources programmes, it is necessary to dc so with great though and care in order to serve as vital instrument to both the organization and the employees. The need for training should be first identified, and the objectives and the scope of the progrmme should be defined. Retraining is an essential stool in a changing environment Retraining will involve unlearning old concepts and acquiring new skills. The alternative of firing existing employees and hiring new ones is much expensive. Retraining is not a substitute for any manpower ineffectiveness; rather it's aimed at improving performance when the necessary conditions are created within an organization. The result of retraining becomes spectacular when corresponding changes accompany the training effort. According to Kerith and Lockyer (1988:107) "the objectives training is to bridge the gap between existing performance ability and desired performance. (a) To impact in new entrants the basic knowledge and skills they need for an intelligent performance of defined task. (b) To assist employee to function more effectively in their present position by exposing them to the latest concepts, information and techniques and developing the skills they will need in future roles. (c) To build a second line of competent officers and prepare them to occupy more responsible positions. (d) To broaden the mind of managers by providing them with opportunities for an incharge of experiences within and outside, with a view to correcting the narrowness of outlook that may arise from over specialization. John A. Shubnin (1986: 269) outlined the major purpose of training and development as: (a) To increase quality and productivity (b) To help an organization fill its future personnel needs (c) To improve organizational climate (d) To improve health and safety of personnel. (c) To address personnel growth and prevent obsolescence. (f) To develop innovations and creativities. (g) To improve interpersonal communication, leadership and team work. Training methods according to Baridam Don M. (1993:232) can be categorized into two main kinds:

(1) ON THE JOB TRAINING: training in this aspect is conducted by the supervisors or senior employee who is responsible for instructing the employees. This may take the following forms ore methods; (i) Job instruction (ii) Coaching (iii) Job rotation (iv) Apprenticeship (2) OFF-THE-JOB TRAINING: Management of an organization in many cases uses off-the-job training when it wishes to provide training that will supplement its on-the-job training efforts or facilities. Off-the-job training according to Baridam (1993:232) takes the form or methods of worker did indeed think about his job, had various kinds of reactions to it and most importantly believed his feelings affected how lie worked.

Types of Staff Development (Training)

Training policy can be defined as a written statement on organizational plans or programmes to develop the skills of the workers. Training needs or objectives are usually derived from the current manpower situation in an organization, state or country. The existing manpower situation determines the training objectives. To be able to identify training needs will entail a comprehensive manpower survey, which will expose the type of skills of personnel that need to be trained or developed. The types of training that can be readily available for an educational organization will include:

1. In-service Course for Teachers

One most important concern and duty of the school head is the professional development of its staff through in-service training. Whenever possible and necessary, the staff should be given opportunities to attend relevant useful courses, which will update their knowledge in their subject areas and help some teachers and even the school heads upgrade their qualifications and thereby improve their conditions of service and prospects of advancement in the service. Apart from the benefit to the individual members of staff who participate in in-service courses, other members of staff could benefit as well through discussion and implementation of some of the ideas and techniques gained in the course. Thus, all the staff members would be grounded in their knowledge and techniques of current development and problems in their respective area of discipline. The school therefore, stands to benefit from a well planned and coordinated staff training programme as it would contribute to qualitative improvement in education.

2. Staff Seminar

Sometimes seminars on selected topics for staff members can be organized as part of school programmes, such seminar can contribute to staff professional development. There may be the very knowledgeable and experienced teachers among his staff, or in the community who may be willing to lead discussions on such topics which are organized not only as a means of promoting staff professional growth but also as a way of improving staff relations.

1. Induction Courses

These are conducted to introduce the newly employed personnel to their new jobs, since most of them are not likely to possess previous experience. It is designed to bring the knowledge and skills of the new employees to a satisfactory level.

2. On-the-Job-Training

This is similar to the induction course just concluded above. The major objectives of the two types of training are similar in the sense that they entail acquiring new skills to be able to handle new jobs. Induction course is basically meant for new employers. However on the job training can be extended to include old employees, if a new skill is introduced in the organization.

3. Off-the-Job-Training

This is the type of training that can be conducted outside the working environment. It is usually conducted in classrooms where trainees are given theoretical knowledge on how to handle a particular operation. The only practical aspect of this type of training is the use of films or charts or diagrams for illustrations.

4. On - and- Off – the -Job Training

It combines classrooms instructions with practical instruction in the working environment. This has almost the same major objective with “Industrial Attachment” programmes for technicians or teaching practice for teacher trainees.

5. Vestibule Training

It is similar to “On-the-Job Training”. Here the trainees are given instructions using the types of machines or materials they will operate in the working environment. In most cases, similar model machines are used for vestibule training. It is very costly and has the advantage of not interrupting the flow of work in operating departments. Example of such is the Business Apprentice Training Centre (BATC) being in operation in Kaduna State and a few other States in Nigeria.

6. Refresher Courses

It is used mainly to update knowledge and skills or externally or both. It is very useful and necessary with innovations through changes of ideas. It serves as a motivating factor where the employee feels satisfied for being given the opportunity for learning.

7. Conference Training

This is sometimes conducted through conference or workshops. This is not highly formalized since the trainees are treated as participants and not just passive recipients. The theme chosen for conferences must be relevant to the organization‟s objectives.

8. Role Playing

This is another training device that can be used in organizations; it can be used for executive development. The participants assume the roles or positions they are expected to occupy after the training and their performance are simultaneously evaluated and corrected where necessary by the training instructors.

9. Sensitivity Training

It is used for development of awareness to behavioural pattern of oneself and one‟s colleagues. It is used to encourage mutual understanding among working group. It is highly recommended for leadership training and executive development.

10. Supplementary Training

Lastly, since many organizations may utilize quite a good number of the training methods discussed above it may still be inevitable for them to seek supplementary training methods from independent institutions. Public or private organizations used the supplementary training method by sponsoring their employees in different institutions of learning.

Training Processes

Before the training process commences, the training objectives must have been identified, the participants of trainees selected, qualified instructors also selected, and the train facilities adequately provided. The training method to be used by instructors will depend largely on the training By transfer it simply means a system in an organization through which vacant positions or posts are filled through an internal source. Through this system a staff can be conveniently transferred to take over an existing post. However, transfer is for the good or bad of the affected staff. This means that in the process of transfer a staff is either promoted or demoted. An organization can transfer its members from one unit to the other with the aim of rewarding that individual. But sometimes an individual is transferred within an organization to serve as a punishment for his wrong doing. When taken to a place where he is redundant it may suffice him to put in his resignation. Nonetheless, transfer in whatever dimension is meant to bring positive changes to the organization. In the Nigerian secondary education system, it is common to hear of the case of teachers‟ transfer from the school to the other, because of extreme dimension of conflict in the school. Take for instance, a teacher in a girls‟ school who cannot control his emotions needs to be transferred to a boys‟ school lest his bad behaviour is copied by other teachers. According to Ngu (1990:6) transfer is an internal source within which an organization fills vacant position, and through this system an office is conveniently transferred from one unit to the other to boost the productivity of the organization. Certain organizations see transfer of their employees from one unit to the other as a means of expanding their job experience, which serves as another form of training. This is concurred in Longenecker (1977:176) when she noted that one method of expanding direct job experience is to broaden that experience through a system of rotation. Such a job rotation plan seeks to maximize experience by shifting staff periodically from one job to another. She went further to say that individuals selected for such programmes are moved at the end of a stipulated period say one year, and the position they hold at any given time are viewed as training position.

Conditions for Transfer

Certain transfers are meant to control conflicts in an organization. If, for instance, two individuals working in a particular unit of an organization always fight over a small thing, it means they do not fit to stay together, then transfer is inevitable. By this, it means permanent physical separation of warring persons. They are moved from each other to make them not have direct contact. This is confirmed in Blake and Mouton (1971:124) when they noted that by means of organization policy, arrangements are worked out to provide an assignment in another location to the person who seems to be the focus for a problem. Blake and Mouton went further to propose more solutions to the problem of conflict through transfer when they noted that organization needs to redraw the organization chart, where the function of one of the contending parties is transferred, in terms of its reporting line so that the two individuals in conflict no longer have a common boss. When this is done the two conflicting groups do not have base to maintain close interpersonal relationship. With transfer of function it is possible to establish new arrangement where the two officers report from different levels, which becomes an automatic means of separating them. With this the problem of people who were in conflicts before is now solved. In any organization informal grouping such as cliques should not be allowed to develop. Where it develops chances are that it becomes an impediment to the attainment of organizational goals. This is because it is common to observe some members of an organization pursuing the activities of their informal group at the expense of their primary assignment. In view of the adverse effect the emergence of informal group has in the organization, Frean (1977:177) maintains that, leaders should not allow old cliques to stay in an organization. Where they exist it becomes necessary that members are disbanded through separation or transfer so that people‟s energies are directed towards organization‟s objectives and not clique‟s interest. This is concurred in Roy (1977:329) when he noted that managers in formal organizations must be aware that transfer becomes necessary in a situation where members consider personal issues more important than the tasks of the organization. Conflict is natural in any organization. However, its persistent occurrence means that there is something wrong with the system. What needs to be done given this kind of situation is to overhaul the organization, here transfer of certain members from one unit to the other becomes necessary. Even then care has to be taken to ensure that only right people are transferred. This is because the morale of certain people in their places of work is killed when they are transferred at a time they do not expect, especially if the transfer is to their disadvantage. In school organization constant transfer of teachers and principals is not good for the system because it affects them psychologically, which by implication means learning is affected. This is in agreement with Robinson‟s view (1976:70) when he noted that constant transfers of heads of schools and different members of their staff do not enhance the motivation of teachers who are not allowed to remain long enough in one school to see the climax of the fruits of their labours. It is not only as a result of conflicts that staff are transferred in educational organizations. Most organizations utilize transfers as a system of filling existing vacancies. Through this system a very senior teacher with a sound knowledge of school system can be conveniently transferred from his position as a classroom teacher/head of department to become the school‟s vice principal. The transfer of teachers and their heads take place regularly and should be seen as normal. The transfer could be motivated by the teacher himself, the head of the school and the students as well. Whoever is responsible for transfer in an establishment should consider the following points: 1. It is necessary to stipulate a minimum period of service a teacher could render before a transfer can be contemplated. In this way the school head has opportunity of evaluating the performance of the teachers so as to determine his effectiveness and productivity since being posted to the school. Sudden interruptions in the teaching programme can be avoided if teachers have to serve for a reasonable period of time before being transferred to another school. 2. There should be established procedures for processing transfer requests. The teacher must understand the purpose of his transfer; this will help him to adjust to his new piece of work. This is especially important if a teacher is transferred because of his unsatisfactory work or behaviour.

Reasons Why Transfers Are Made

1. The Ministry of Education may initiate the transfer as a disciplinary action following a behaviour problem or because of weakening personal relationship among teachers, changes in the organization of instruction, promotion, or the need to maintain well balanced staff in every school. 

2. Transfers can be requested by teachers themselves because of desire to work in a new school, personal friction in the present place or work, a desire to work near home, a desire for advancement in status or in terms of promotion.

Promotion

Promotion is a positive way of rewarding people for their efforts and services. Normally promotion means increased responsibilities, more prestige or status, and increased pay. Promotion helps to boost staff morale and motivates staff to work harder, thereby increasing productivity and efficiency. On the other hand, lack of promotion can lead to lower staff morale, resulting in frustration, resignation and premature retirement from the job.

Conditions for Promotion

Promotion is another system through which an organization can easily fill a vacancy internally. Through this system servicing officers who have demonstrated some professional skills of high standard may be given preferential treatment in filling vacant posts for which they are qualified. In some States of the Federation, before teachers are promoted they must attend an interview. It is the result of such interview that will determine whether the staff should be promoted or not. The civil service examination is often conducted; the result of the examination is one of the conditions that determines the fate of such staff for promotion. At both the Federal and State levels, promotion is based on confirmation of staff appointment which is usually effected after two to three years of continued satisfactory performance by the staff if such a staff is on a tenure appointment. The confirmation of appointment grants the staff a pension able appointment status in the organization. It is after this confirmation of appointment that staff are promoted after three years of active unbroken service. Promotion is based on competence, qualifications and or seniority both for teaching and non-teaching staff. In the country, staff are provided with evaluation form of which the grade accorded will also be a criteria for promotion. For example, a State may have the following factors as criteria to be considered in the promotion of its teachers: Qualification Seniority (determined by the date of appointment) Competence; and Productivity.

In some cases, staff are told how promotions are decided and how they can prepare themselves for advancement in the school hierarchy. Those senior teachers who have not been promoted should be told reasons for this. Promotion exercise should not be turned into a secret issue Before the function of motivation is carried, a manager must therefore be well informed and thoroughly understand what motivates this subordinates at work. Tills is because individuals differ in their wants and aspirations and must be treated as such. A person is motivated to work in order to satisfy some needs. When a need arises in a person and the individual recognizes that he must satisfy it, he must be motivated to action and takes action to satisfy the need either by getting a job or deciding to keep working at his job. Every performance leads to reward and reward is associated with stimulus. Subsequently, the reward reinforces the individual to perform more thereby leading to more reward which strengthens the stimulus performance process. Human behaviour depends on operant conditioning and "is therefore shaped largely by the environment". A person responds to reward behaviour that is reinforced by reward which will continue. Whereas behaviour that is not reinforced by rewards will cease. This implies that is the outcome of a behaviour is pleasing to the individual the probability of this repeating his response is likely to be increased. It should be recognized that employees are motivated by many factors, not only money or their achievements and meaningful work. Most people are already motivated to do a good job and as such they do not automatically see work as undesirable. I think therefore that employees are likely to desire satisfaction from good performance. In this contribution, Udo-Aka Udo (1999:125) opined that "in contrast to motivational functions stimulating performance could be achieved through maintenance functions concerned with providing those benefits and working conditions that employers need in order to enhance their commitment to the organization. It is therefore out of share ignorance that most managers of human resources find it difficult to provide motivational factors that cans enhance performance and productivity. Psychological motivation could be used to increase productivity so as to help off set the harsh effect of inflations. While non-monetary incentives could help motivate worker during periods of job insecurity. Teachers motivation should be translated into enhanced remuneration to ensure improved performance. Teaching profession should be given priority attention, accorded due honour and aspect in the state. Based on the foregoing teachers salaries and allowances should be such that could attract the best brain; and paid as at when due. This could be achieved by implementing the much orchestrated Teachers Salary Structures (TSS) in all states of the Federation. The status of our educational institutions could be enhanced by the provision of facilities necessary for effective teaching and learning. This includes the provision of proper enabling environment for improved performance at all levels of our educational systems. One major determinant of a workers willingness to exert effort is the degree to which lie values the reward offered to him by the organization. This takes us to postulations of "equity theory". This theory implies that a person does a job if he feels that his inputs is either equal to what lie gets inform of reward or below what he gets. Salaries and wages paid to employees as well as oilier benefits and facilities depends somewhat on the employee performance on the job. Equity theory has addressed itself to the outcome of financial compensation. Yet financial compensation is but one of the many outcomes one derive from a job. Therefore we know very little about the effect of manipulating oilier outcomes on motivation. However it established that people expend effort in relation to the efforts of others in the workforce. What one does is in fact a product of what others around him do. In any case, the equity theory offers us some insight into employees motivation.

The Quality Of Education In Nigeria

The importance of education to national development cannot be over emphasized. The Federal government of Nigeria has adopted education as an instrument per excellence for affecting natural development (N.P.E.1981). Ukeje (1991) asserted that education is yet the greatest power man has development either for continued progress or eventual destruction. It is the only potent instrument for our socio-economic reconstruction. The national educational aims and objectives arc (a) The inculcation of national consciousness and unity (b) The inculcation of the right type of values and attitudes for the survival of the individual and the Nigerian society (c) The training of the mind in the understanding of the world around him and (d) The acquisition of appropriate skills abilities and competence both mental and physical as equipment for the individual to live and contribute to the development of his society (N.P.E.I 1981) Ukeje (1991) over red that as a developing nation with ethnic and religious diversities, Nigeria is today faced with tremendous, various, serious, endemic and epidemic, critical economic social, political, geopolitical, ethnic and religious problems. Preparation for useful living within the society implies a sound cultural scientific and technological education, ability to think critically and creatively, acquisition of saleable skills, respect for dignity of labour, sense of responsibility and tolerance. Unfortunately, the average Nigerian primary or secondary school leaver cannot think critically or creatively. He has no saleable skill, no respect for dignity of labour and this sense of responsibility has been warped by extreme materialistic societal values. Most of the secondary school graduates who (gained admission into high educational institutions are semi illiterates (not really well prepared) for the programme/exercise) It must be admitted by all and sundry that the nation is not healthy. The most alarming and disturbing aspect is that the standard of education in Nigeria has fallen to an embarrassing stage. Examination malpractices are assuming widespread and alarming proportion particularly at the secondary school level. The secondary school leaving certificate is fast losing its credibility and the educational system is becoming an endangered organization. The stage of our education gives any well meaning and honest citizen serious concern to change this dangerous trend. In retrospect, it becomes imperative to remind our education planners (human resources managers) at primary and secondary level that the rate of development of any nation is staked on the quality of its education, while this quality of education reflects the status of the teacher. Therefore the quality of education provided in any society and nature of the change affected by that education are both dependent on the quality of the teacher and the effectiveness of their teaching-in the schools. Hence the obvious need to redefine our manpower or human resources management strategies in primary and secondary schools to reflect the aspirations of all well meaning Nigerians.
Human Resource Development Practices in Secondary Schools to Enhance Teachers’ Performance

Human resource development is being viewed today as an important strategic approach to improving productivity, efficiency and profitability. The level of human resource development in schools which is the central driving force in the achievement of organizational goals is pertinent for the survival of schools. There are several human resource development practices to improve teachers‟ job performance and these include training, orientation, mentoring, guidance and counseling among others. To buttress this, Indradevi (2011) outlined human resource development practices to include: recruitment, training, counseling, mentoring, empowerment and performance appraisal. However, this study focused on five human resource development practices namely: training, value re orientation, mentoring and performance appraisal, improvement in school quality.

Training--is any form of support, guidance and assistance rendered to an individual to enable him or her develop skills, attitudes and knowledge needed to execute a given task. Azaru, Syed and Muhammad (2013) defined training as the process of improving the existing skills, knowledge, exposure and abilities in an individual. Training offer teachers or school administrators opportunity to upgrade their skills and knowledge in order to cope with challenges brought about by innovation in the society. From the concept of human resource development, education, human development mainly emphasizes the professional growth of teachers and revolves around training activities for teachers. Also, Eleje, Maduagwu and Odigbo (2013) pointed out that for a teacher to deliver effective service, he or she must keep track of new ideas, knowledge and development in the world through continuous training and re-training programs. The training practices entails providing opportunities for teachers to attend workshops, seminars and conferences, granting study leave to them at when necessary, encouraging them to attend refresher courses and organizing orientation programs and symposium for them among others.

Value Re- Orientation—it is worthy to note that the school is a microcosm of the macro society. What obtains in the larger society greatly influences the school. There is therefore urgent need for re- orientation and re- prioritization of our national values, emphasis should also be laid on the national aims and objectives of inculcating the right type of values and attitudes for the survival of the individual and the society. In line with this, educational administrators should strategies to transform and change their teachers‟ insight, disposition, attitude, mindset etc as driving forces in human resource development, for effective service delivery.

Mentoring—is a practice where a more experienced person provides information, assistance, guidance, and support to a less experienced person so as to enhance his or her skills and knowledge. As also defined by Ade-Ajayi (2001), mentoring is a supportive relationship established between two individuals where knowledge, skills and experience are shared. Mentoring in the school system involves coaching, guiding and supervising the teachers in the school so as to boost their service delivery. It plays an important role not only in the case of support for the development of teachers‟ professional skills (competencies) but particularly in the process of support for the professional growth of teachers who strive to increase the quality of their teaching (Hrbackova cited in Suchankova & Hrbackova, 2017). In mentoring teachers, administrators share ideas about new education programs, discuss and proffer solution to problems encountered by teachers during service delivery, guide them in the preparation of lesson plans and notes, provide strategies for teachers to adopt in continuous assessment of the students among others. To further butress this, Salleh and Tan (2013) posit that mentoring practices cover all aspects of teaching such as discussion of teaching materials, lesson observation and critiquing, teaching methods and the setting and marking of assignments. In addition, Salleh and Tan (2013) asserted that mentoring may take places on a one-to-one basis but also as a group whereby teachers learn from their more experienced colleagues through daily collaboration and lesson observation. Adequate mentoring of teachers is essential for enhancing staff personnel administration. This is to say that a supportive relationship with an expert teacher can bolster a new teacher‟s capacity and her retention in the profession.

Performance Appraisal—this is a continuous feedback, support and follow up process between leader and collaborator, which characterizes itself by being participative and dynamic, which promotes mutual learning, and that makes them owners of the development of their competences in the improvement of the processes and organizational objectives reached, that is to say, performance appraisal is an administrative strategy that implies a series of permanent interactions or continuous dialogue, which allows the teacher play a role in the planning and development of his work, assuming a greater responsibility due to the results. To assess an effective school administrator, it is required to examine the way in which they fulfill each one of the administrative functions: strategic planning, organization, integration, direction and control. It is therefore necessary for a school administrator to design and to implant procedures to appraise the performance and to improve the human resource of the organization. Appraisal of employees is an important technique of improving the performance of people in their jobs. Grobler and Warnich (2006) summarize the functions of the appraisal schemes as follows:

To discover the work potential, both present and future of workers;  
To construct plans for manpower, departmental and corporate planning;  
To discover learning needs by exposing inadequacies and deficiencies that could be remedied;  
To develop workers through advice; information and shaping their behavior with praise or punishment;  
To add to employee‟s job satisfactions through understanding their need; 
To check the effectiveness of personnel procedures and practice;
To ensure that employees reach organizational standards and objectives, and  
To enable the organization to share out the money, promotions and prerequisites apparently fairly.
Challenges of Human Resources Development in Public Secondary Schools

Inadequate Funding

The education sector in Nigeria is underfunded. The school administrators are not provided with adequate fund by the government to run some expenses in the day to day administration of the schools. The impress are not being paid for the procurement of some necessary facilities for effective administration of the schools.

Inadequate Remuneration

Teachers‟ salaries are not paid as at when due, teachers are stagnated and denied promotions; some spend about eight years without promotion. For these reasons, teachers abandon their primary assignment to look for alternative means of survival. This situation is highly demoralizing and has negative impacts on the development of teachers to fit in properly and give in their best.

Lack of Proper Supervision/Inspection

Most of the times, the state ministry of education, the schools board, school administrators etc. do not have time to carry out proper and routine supervision and inspection of the teachers in the school. Supervision is supposed to include subjects taught, the scheme of work, lesson note and classroom management. Again, the school administrators most times do not go for in-service training on the modern teaching pedagogy and techniques; hence, “a blind man cannot lead blind people”.

The Use of Information Communication Technology

Information communication technology is defined as a network which offers a steady expanding range of new services that have standardization of information in schools. In education institutions, ICTs are indispensable in effective teaching-learning and general administration of the education system. Information technology is very important in keeping records of students, and teachers including periodic information reports for all units. But all these are lacking in our secondary education sector, which poses challenges for the effective administration of the human resources in secondary schools.

Learning Environment

A conducive learning environment is very vital and must be created for the objective of education to be achieved. Good learning environment promotes quality education which goes beyond good classroom, library, laboratories and teachers attendance to workshop and conferences. It includes adequate policies and practices which prohibit teachers‟ harassment, cultism and its associated issues. It is also within the powers of the schools to engender a peaceful and conducive climate and academic culture so that the school objectives would be achieved through effective management and utilization of human resources in schools.

High cost of in-Service Training

Training by any organization is cost effective, efficient and task oriented. Such training, which should be structured and planned, can be on or off the job. In-service training is a training mode used by organizations that focus on creating opportunities for employee‟s learning. Such training encourages and motivates employees to attain new knowledge and skills. Since principals are not giving enough money to run the school, enough money cannot be mapped out to carry out these training to enhance the development of their teachers.

Inconsistency of Government Policies

Inconsistency in secondary school policies and programs has been identified as one of the challenges of human resource development in schools. Over the years, there has been a lot of navigation of educational policy. Furthermore, sub policy changes within each structure of the education ladder has been introduced and reintroduced by successive education ministers. This has created serious disarticulation in the sector, thus, negatively affecting service delivery and human resource development, since education based programs have longer gestation period, they should be allowed to run their full course. However, in-built formative evaluation mechanism should be put in place to provide feedback mechanism for policy review.

Benefits of Establishing a Strong Human Resource Development System in Schools

Human resource development practices have a positive effect on school performance. Other benefits are as follows:

Increase in the school‟s capacity to achieve its goals; 
Improved equity between teachers compensation and level of responsibility;  
Increase in the level of teacher‟s performance;  
Helps teachers understand how their work relates to the mission and values of the education sector;  
Uses teacher‟s skills and knowledge efficiently;  
Helps teachers feel more highly motivated;  
Saves costs through the improved efficiency and productivity of teachers; and  
Increases teachers‟ job satisfaction
2.2
THEORETICAL FRAMEWORK

Human Resource Theory

Human organization can be viewed as a system of interdependent parts that interact with one another and that in list interact with the broader external environment within which the organization exists. Each element within the organization depends on all the other elements for the effective functioning of the organization. The organization does not exist in a vacuum. Rather, it is affected by the social, economic political and cultural environment within which it operates. The organizational environments are in the form of inputs such as people-human resources, raw materials etc. Therefore the organization must be able to manage the interdependence among the human resource, tasks, economic situations and so on. Whatever is the objective of an organization, it revolves around people performing some kind of activities. Where there are more than one person involved in the work, the freedom of action of any of the individual is not absolute. According to Ukeje, Okorie and Nwagbara (1992: 89), it is clear that nobody can do anything beyond his capabilities, whether physical or mental. Since individuals exist in a physical and social environment, this also set external limits to their freedom of action. Some of the- social limits include: economic, political and organizational factors. The three elements of an organization according to Ukeje et al are: the human resources, the material resources and time. But the human resources or people are the basic building blocks of an organization. Therefore the effectiveness of an organization depends largely on the effectiveness of the individual human beings in the organization. Material resources are passive agent of production, whereas human resources are the active agents.

The goals of an organization and its managers determine the kind of behaviour that will constitute effective performance. The understanding of the factors that influence behaviour is paramount in effective management. Motivation: This refers to all of the factors operating within a person to cause him to want to engage in some kind of behaviour than others. A person's motivation is a key factor that determines his behaviour in a job. Skills and ability: Here, ability refers to the actual skills and capabilities that a person possesses which is required for effective performance of his job. Therefore an organization makes sure that people employed possess the necessary skills and ability for effective and optimal performance. Tin's fits into the "systems resource model of organizational effectiveness". The model is defined as the organizational ability to secure an advantageous bargaining position in its environment, and to capitalize on the position to acquire scarce human and material resources. The goal of an organization cannot be static. Hence the general capacity of the organization to secure resource. Head of educational institutions quite often have to complete among themselves for qualified personnel, fund, equipment etc. In effect some schools are able to meet their needs, while others cannot. According to system resources model, the effective school will be able to sustain their growth or minimize decline.

The assumption here is that an organization is an open system that exploits its environment, hence it must concentrate on adaptive function in order to complete successfully for scarce resources. Bartol and Martins (1991: 105) identified areas of interrelated activities in human resource management as: (1) Unman resource planning the critical aspect which assesses the human resources need of the organization. (2) Stating activity: Tills involves attracting and selecting individuals with requisite skills and experience to fill job positions. (3) The training development and evaluation process which involves giving the organizational personnel necessary skills, knowledge and attitude to improve performance and periodic evaluation to determine process, advancement or otherwise in the service of the organization. (4) The compensation activity concerned with providing employees with adequate reward to enhance motivation and retrain valuable employees to continually add value to the organization. (5) The final stage requires managers to respond to various issues that influence workforce perception of the organization, and its treatment of employees.
The “X and Y” Theory of McGregor (1960)

Teachers are at the heart of providing quality education to students. They facilitate students' learning and ensure that they thrive academically so that they fulfill their potential and find meaningful careers. Teachers and the quality of their teaching are now widely recognized as the most critical of many important factors that combine to create overall quality of education. Performance on the other hand refers to an act of accomplishing or executing a given task. The “X and Y” theory of McGregor (1960) postulates that a negative attitude brings low performance, while positive attributes results in high performance. Traditionally, performance was measured by using the productivity concept of quantity of output compared to quantity of inputs. This concept leads to the approach that performance must be measurable in quantitative terms. Although, quantitative measurement is preferable in most situations, it does lead to greater emphasis on efficiency rather than effectiveness (Schutte, 2000). In this regard, teacher performance could be measured through a rating of his or her activities in terms of performance in teaching, lesson preparation, lesson presentation, actual teaching and teacher commitment to job, extra-curricular activities, supervision, effective leadership, motivation and morale etc. For the attainment of a high level of performance, secondary school teachers are expected to participate regularly in professional development activities. Anderson (2004) asserts that an effective teacher is one who quite consistently achieves goals which either directly or indirectly focuses on the learning of their students. Crow and Hartman (2001) noted that teacher effectiveness is a measure of the degree to which teachers achieve the desired effects upon students. According to him, the term “Teacher Performance” is used broadly to mean the collection of characteristics, competencies, and behavior of teachers at all levels of education that enable students to reach desired outcomes, which may include the attainment of specific learning objectives as well as broader goals such as being able to solve problems, think critically, work collaboratively, and become effective citizens.
CHAPTER THREE

RESEARCH METHODOLOGY

3.1
INTRODUCTION


In this chapter, we described the research procedure for this study. A research methodology is a research process adopted or employed to systematically and scientifically present the results of a study to the research audience viz. a vis, the study beneficiaries.
3.2
RESEARCH DESIGN

Research designs are perceived to be an overall strategy adopted by the researcher whereby different components of the study are integrated in a logical manner to effectively address a research problem. In this study, the researcher employed the survey research design. This is due to the nature of the study whereby the opinion and views of people are sampled. According to Singleton & Straits, (2009), Survey research can use quantitative research strategies (e.g., using questionnaires with numerically rated items), qualitative research strategies (e.g., using open-ended questions), or both strategies (i.e., mixed methods). As it is often used to describe and explore human behaviour, surveys are therefore frequently used in social and psychological research.
3.3
POPULATION OF THE STUDY


According to Udoyen (2019), a study population is a group of elements or individuals as the case may be, who share similar characteristics. These similar features can include location, gender, age, sex or specific interest. The emphasis on study population is that it constitute of individuals or elements that are homogeneous in description. 


This study was carried out to examine functions of functions of human resources management and public secondary school effectiveness in Lagos State education district IV.  Ten (10) selected public secondary schools in education district IV Yaba Local council Development Area of Lagos State form the population of the study.
3.4
SAMPLE SIZE DETERMINATION

A study sample is simply a systematic selected part of a population that infers its result on the population. In essence, it is that part of a whole that represents the whole and its members share characteristics in like similitude (Udoyen, 2019). In this study, the researcher adopted the convenient sampling method to determine the sample size. 
3.5
SAMPLE SIZE SELECTION TECHNIQUE AND PROCEDURE

According to Nwana (2005), sampling techniques are procedures adopted to systematically select the chosen sample in a specified away under controls. This research work adopted the convenience sampling technique in selecting the respondents from the total population.

In this study, the researcher adopted the convenient sampling method to determine the sample size. Out of all the entire population of management and staffs of the 10 selected public secondary schools in education district IV Yaba Local council Development Area of Lagos State, the researcher conveniently selected 80 out of the overall population as the sample size for this study. According to Torty (2021), a sample of convenience is the terminology used to describe a sample in which elements have been selected from the target population on the basis of their accessibility or convenience to the researcher.
3.6 
RESEARCH INSTRUMENT AND ADMINISTRATION

The research instrument used in this study is the questionnaire. A survey containing series of questions were administered to the enrolled participants. The questionnaire was divided into two sections, the first section enquired about the responses demographic or personal data while the second sections were in line with the study objectives, aimed at providing answers to the research questions. Participants were required to respond by placing a tick at the appropriate column. The questionnaire was personally administered by the researcher.
3.7
METHOD OF DATA COLLECTION

Two methods of data collection which are primary source and secondary source were used to collect data. The primary sources was the use of questionnaires, while the secondary sources include textbooks, internet, journals, published and unpublished articles and government publications.
3.8
METHOD OF DATA ANALYSIS

The responses were analysed using the frequency tables, which provided answers to the research questions. The hypothesis test was conducted using ANOVA statistical tool, SPSS v.23
3.9
VALIDITY OF THE STUDY

Validity referred here is the degree or extent to which an instrument actually measures what is intended to measure. An instrument is valid to the extent that is tailored to achieve the research objectives. The researcher constructed the questionnaire for the study and submitted to the project supervisor who used his intellectual knowledge to critically, analytically and logically examine the instruments relevance of the contents and statements and then made the instrument valid for the study.
3.10
RELIABILITY OF THE STUDY

The reliability of the research instrument was determined. The Pearson Correlation Coefficient was used to determine the reliability of the instrument. A co-efficient value of 0.68 indicated that the research instrument was relatively reliable. According to (Taber, 2017) the range of a reasonable reliability is between 0.67 and 0.87.
3.11
ETHICAL CONSIDERATION

he study was approved by the Project Committee of the Department.  Informed consent was obtained from all study participants before they were enrolled in the study. Permission was sought from the relevant authorities to carry out the study. Date to visit the place of study for questionnaire distribution was put in place in advance.
CHAPTER FOUR

DATA PRESENTATION AND ANALYSIS

INTRODUCTION

This chapter presents the analysis of data derived through the questionnaire and key informant interview administered on the respondents in the study area. The analysis and interpretation were derived from the findings of the study. The data analysis depicts the simple frequency and percentage of the respondents as well as interpretation of the information gathered. A total of eighty (80) questionnaires were administered to respondents of which only seventy-seven (77) were returned and validated. This was due to irregular, incomplete and inappropriate responses to some questionnaire. For this study a total of 77 was validated for the analysis.

4.1
DATA PRESENTATION
Table 4.1: Demographic profile of the respondents

	Demographic information
	Frequency
	percent

	Gender

Male
	
	

	
	42
	54.5%

	Female
	35
	45.5%

	Age
	
	

	20-25
	15
	19.5%

	25-30
	19
	24.7%

	31-35
	23
	29.9%

	36+
	20
	25.9%

	Marital Status
	
	

	Single 
	10
	12.9%

	Married
	64
	83.1%

	Separated
	0
	0%

	Widowed
	3
	3.9%

	Education Level
	
	

	WAEC
	00
	0%

	BS.c
	35
	45.5%

	MS.c
	42
	55.5%

	MBA
	00
	0%


Source: Field Survey, 2021

4.2
DESCRIPTIVE ANALYSIS
What are the functions of human resources management to ensure effectiveness of public secondary school system?

Table 4.2:  Respondent on the functions of human resources management to ensure effectiveness of public secondary school system
	Options
	SA
	A
	D
	SD

	Recruitment & selection
	77

(100%)
	-
	-
	-

	Staff maintenance
	77

(100%)
	-
	-
	-

	Staff relations
	77

(100%)
	-
	-
	-

	Staff development
	77

(100%)
	-
	-
	-

	Procurement of staff
	77

(100%)
	-
	-
	-

	Job performance reward
	77

(100%)
	-
	-
	-

	Staff safety and health
	77

(100%)
	-
	-
	-


Field Survey, 2021

From the responses obtained as expressed in the table above, all the respondents constituting 100% strongly agreed to all the options provided. There was no record of disagreement.

Does Leadership styles employed by the secondary school principals and vices, influence the productivity level of teachers performance in public secondary schools?

Table 4.3:  Respondent on  whether the leadership styles employed by the secondary school principals and vices, influence the productivity level of teachers performance in public secondary schools
	Options
	Frequency
	Percentage

	Yes
	77
	100

	No
	00
	00

	Undecided
	00
	00

	Total
	77
	100


Field Survey, 2021

From the responses obtained as expressed in the table above, all the respondents constituting 100% said yes. There was no record of disagreement.
What are the various ways through which school principals motivates teachers in public secondary schools in enhancing quality education and secondary school effectiveness?

Table 4.4:  Respondent on the various ways through which school principals motivates teachers in public secondary schools in enhancing quality education and secondary school effectiveness
	Options
	SA
	A
	D
	SD

	Through the use of incentives
	77

(100%)
	-
	-
	-

	Salary increment
	77

(100%)
	-
	-
	-

	Training and development
	77

(100%)
	-
	-
	-

	Provision of adequate instructional materials
	77

(100%)
	-
	-
	-

	Use of Praises
	77

(100%)
	-
	-
	-

	Recognize staff who consistently go above and beyond
	77

(100%)
	-
	-
	-

	Craft a compelling reward program
	77

(100%)
	-
	-
	-

	Recognize (and reward) effort
	77

(100%)
	-
	-
	-

	Ask for teachers opinions
	77

(100%)
	-
	-
	-

	Encourage teachers ideas
	77

(100%)
	-
	-
	-

	Promotion when due
	77

(100%)
	-
	-
	-


Field Survey, 2021

From the responses obtained as expressed in the table above, all the respondents constituting 100% strongly agreed to all the options provided. There was no record of disagreement.

4.3
TEST OF HYPOTHESIS 

Ho1: There is no significant relationship between human resource management functions and secondary school effectiveness.

Ho2: There is no significant influence of management styles on teachers, productivity and job satisfaction in public secondary schools.

Ho3.  There is no significant relationship between motivation and teacher’s productivity in public secondary schools effectiveness.

Relationship between human resource management functions and secondary school effectiveness
	Model 1
	R = 0.830
	R2 = 0.936
	Adj.R2 = 0.687
	Std. Error estimation

= 0.307
	Durbin- Watson =

1.679

	Regression Residual Total
	Sum of

Square
	Df
	Mean Square
	F
	Sig.

	
	6089.246

2744.947

8834.193
	1

76
77
	6089.246

18.547
	328.315
	.000b

	Constant

human resource management functions
	Unstandardized

Coefficients
	Standardized

Coefficients
	t
	Sig.

	
	B
	Std. Error
	Beta
	
	

	
	-11.417

.887
	2.936

.016
	.830
	-3.888

18.119
	.000

.000


Source: Author’s Data Analysis, 2021
The table above shows that human resource management functions have significant influence on secondary school effectiveness at (β = 0.887, R2 = 0.936, P = .000). Furthermore, result reveals that human resource management functions has 94% decisive influence on secondary school effectiveness. The P value of 0.000 is less than significant level of 0.05. The result shows that there is a significant positive relationship between human resource management functions and secondary school effectiveness. Therefore H01 is rejected.
Influence of management styles on teachers’ productivity and job satisfaction in public secondary schools
	Model 2
	R = 0.831
	R2 = 0.952
	Adj.R2 = 0.688
	Std. Error estimation

= 0.308
	Durbin- Watson =

1.688

	Regression Residual Total
	Sum of

Square
	Df
	Mean Square
	F
	Sig.

	
	6089.247

2744.948

8834.194
	1

76
77
	6089.247

18.547
	328.316
	.000b

	Constant

management styles
	Unstandardized

Coefficients
	Standardized

Coefficients
	t
	Sig.

	
	B
	Std. Error
	Beta
	
	

	
	-11.418

.896
	2.943

.017
	.830
	-3.999

18.120
	.000

.000


Source: Author’s Data Analysis, 2021
The table above shows that management styles has significant influence on teachers’ productivity and job satisfaction in public secondary schools at (β = 0.896, R2 = 0.952, P = .000). Furthermore, result reveals that management styles has 95% decisive influence on teachers’ productivity and job satisfaction in public secondary schools. The P value of 0.000 is less than significant level of 0.05. The result shows that there is a significant positive influence of management styles on teachers’ productivity and job satisfaction in public secondary schools. Therefore H02 is rejected.
Relationship between motivation and teacher’s productivity in public secondary schools effectiveness
	Model 3
	R = .809a
	R2 = .917
	Adj.R2 = .652
	Std. Error estimation

= 3.873
	Durbin-Watson

= 1.790

	Regression Residual Total
	Sum of

Square
	Df
	Mean Square
	F
	Sig.

	
	4195.645

2219.689

6415.333
	1

76
77
	4195.645

14.998
	279.749
	.000b

	Constant

motivation
	Unstandardized Coefficients
	Standardized Coefficients
	T
	Sig.

	
	B
	Std. Error
	Beta
	
	

	
	-6.981

.768
	2.641

.014
	.809
	-2.644

16.726
	.009

.000


Source: Author’s Data Analysis, 2021
The table above shows that motivation has significant influence on teacher’s productivity in public secondary schools effectiveness at (β = 0.768, R2 = 0.917, P = .000). Furthermore, result reveals that motivation has 92% decisive influence on teacher’s productivity in public secondary schools effectiveness. The P value of 0.000 is less than significant level of 0.05. The result shows that there is a significant positive relationship between motivation and teacher’s productivity in public secondary schools effectiveness. Therefore H03 is rejected.

CHAPTER FIVE

SUMMARY, CONCLUSION AND RECOMMENDATION

5.1
SUMMARY



In this study, our focus was to investigate the functions of functions of human resources management and public secondary school effectiveness in Lagos State education district IV. The study specifically was aimed at examining the functions and roles of the school human resource management in public secondary schools, examine human resources management leadership styles and teachers' productivity in secondary schools, and assess ways through which human resources managers in schools can motivate teachers and the impact to enhancing quality education effectiveness in secondary schools.


The study adopted the survey research design and conveniently enrolled participants in the study. A total of 77 responses were received and validated from the enrolled participants where all respondent are drawn from the management and staffs of the Ten (10) selected public secondary schools in education district IV Yaba Local council Development Area of Lagos State. 

5.2
CONCLUSION

Based on the finding of this study, the following conclusions were made:

There is a positive significant relationship between human resource management functions and secondary school effectiveness.

There is a significant positive influence of management styles on teachers’ productivity and job satisfaction in public secondary schools.

There is a positive significant relationship between motivation and teacher’s productivity in public secondary schools effectiveness.

5.3
RECOMMENDATIONS
In the light of the findings and conclusions, the following recommendations are hereby proposed: 

Training and development programmes/policy should be introduce and monitor to ensure the implementation like in-service course for teachers, staff seminar like induction courses, on-thejob-training, off-the-job-training. Refreshers courses etc. This is in line with what Roscoe and Freak (1976-292) noted that organization has to give the minimum training to its employees to make them at least become acquainted with the objectives, polices, rules standards and procedures peculiar to the organization and the particular job.

Educational management should build and equip all schools with the best science and technical equipment, provide all the basic educational materials and other necessary facilities to enhance the human resources effectiveness and efficiency.

Human resource management should have sound policies in respect of staff transfer and promotion to ensure that justices and fairness prevail in dealing with the staff.

Teachers who are the bedrock of any education system need to be treated fairly well in terms of prompt settlements of their entitlements and enjoyment of other benefits enjoyed by other public servants. So that the desire of the government, parents and solicit for an improved educational system will be a hopeful dream and not a night mare; and investment in education will be very beneficial to society in the final analysis. To stem the tide, government should also through appropriate agencies enhance, the status of not only teachers but also teaching profession, there should be a deliberate policy of emancipation regarding all cadres of teacher to make teaching as lucrative as any other job within the public sector. This would not only attract qualified personnel to teaching but also retain them on the job.

Government should provide annual grants for principals to sponsor teachers workshops, seminars and conferences to enable them update their skills and knowledge on current issues and also help them adapt to innovation in educational practices.
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QUESTIONNAIRE

PLEASE TICK [√] YOUR MOST PREFERRED CHOICE AND AVOID TICKING TWICE ON A QUESTION

SECTION A

PERSONAL INFORMATION

	Demographic information
	Please tick

	Gender

Male
	

	
	

	Female
	

	Age
	

	20-25
	

	25-30
	

	31-35
	

	36+
	

	Marital Status
	

	Single 
	

	Married
	

	Separated
	

	Widowed
	

	Education Level
	

	WAEC
	

	BS.c
	

	MS.c
	

	MBA
	


SECTION B

What are the functions of human resources management to ensure effectiveness of public secondary school system?

	Options
	Strong Agree
	Agree
	Disagree
	Strongly Disagree

	Recruitment & selection
	
	
	
	

	Staff maintenance
	
	
	
	

	Staff relations
	
	
	
	

	Staff development
	
	
	
	

	Procurement of staff
	
	
	
	

	Job performance reward
	
	
	
	

	Staff safety and health
	
	
	
	


Does Leadership styles employed by the secondary school principals and vices, influence the productivity level of teachers performance in public secondary schools?

	Options
	Please Tick

	Yes
	

	No
	

	Undecided
	


What are the various ways through which school principals motivates teachers in public secondary schools in enhancing quality education and secondary school effectiveness?

	Options
	Strong Agree
	Agree
	Disagree
	Strongly Disagree

	Through the use of incentives
	
	
	
	

	Salary increment
	
	
	
	

	Training and development
	
	
	
	

	Provision of adequate instructional materials
	
	
	
	

	Use of Praises
	
	
	
	

	Recognize staff who consistently go above and beyond
	
	
	
	

	Craft a compelling reward program
	
	
	
	

	Recognize (and reward) effort
	
	
	
	

	Ask for teachers opinions
	
	
	
	

	Encourage teachers ideas
	
	
	
	

	Promotion when due
	
	
	
	


