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Abstract  
The purpose of this study was to investigate on human resource management and academic staff 

productivity in College of Education, Afaha Nsit. Four (4) research question and four (4) research 

hypotheses were formulated to guide the study. Survey research design was adopted for the study. 

The population of the study comprised all the two hundred and fifty six (256) academic staff. A 

sample size of one hundred and eight (108) academic staff were selected from the six (6) schools 

using simple random sampling technique. Human Resource Management and Academic Staff 

Productivity Questionnaire (HRMASPQ) was used as instrument for data collection. Data 

collected was analyzed using Pearson's Product Moment Correlation (PPMC). Findings of the 

study revealed that there is a significant relationship between staff recruitment method, staff 

training, staff selection procedure, staff performance appraisal and academic staff productivity. 

From the findings, it was recommended that; recruitment exercise should be done based on 

qualified and suitable staff, it was also recommended that promotion, benefits, compensation, 

training and mentorship programmes should be given to academic staff to enhance work 

productivity. 
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Introduction 

The growth of any organization largely depends on the viabilityand capacity ofthe 

workforce. Careful management of all organization resources for greater productivity cannot be 

overemphasized; development can only come from the right and effective policies that make the 

workforce productive (Armstrong and Taylor, 2023). The progress of any organization depends 

on the effort of people and other resources to achieve meaningful result. Growth in any sector of 

human society cannot be achieved without developing the people in it, for they are invaluable 

assets for planning, organizing, directing, controlling as well as executing implementation of 

development projects (Hadir and Lahrech, 2021). 

Human resource is the life wire ofany business organization and has long being an 

integral part of the management process. Despite the availability of material resource and the 



application of technology in modern business organizations, human resource management 

remain the most relevant and adaptive resource of an organization since humans bring to birth an 

organization, determine its objectives, formulate and implement appropriate policies and 

programmes, deploy and utilize other resources effectively and efficiently for the purpose of 

accomplishing its ultimate objectives. It is very important therefore, to afford the necessary 

consideration to this facet of the organization, especially in the present dispensation of increasing 

environmental complexities and organizational sophistication (Tabotndip, 2019). The attainment 

of laudable goals of tertiary education hinges on staff productivity which is the reflection of their 

effectiveness and efficiency in service delivery and resource utilization (Mgbekem, 2014). 

Despite the fact that human resource management practices are globally acceptable and 

applied in many developing countries such as Nigeria, the nature of employees and type of 

organization may be different. Also, there are external factors like sectors policies, economic 

conditions, government regulations, religious and culture may create differences in organization 

implementation of human resource practices. However, no matter the situation, some essential 

human resources management practices such as recruitment, training, development, selection, 

placement, orientation, performance appraisal, compensation, promotion as well as reward 

system are peculiar to most of the organization including College of Education. Al-Jabari (2018) 

corroborates the foregoing that selection and recruitment practices are used by almost all 

organizations irrespective of sector, size and ownership. 

Lecturer’s job satisfaction with professional status is the ladder to all achievement in the 

system. The lecturer has the uphill task of forming course outline, teaching, examining, marking, 

research, attending conferences and soon.  The human resource management should help 

academic staff to achieve their professional status and growth by recommending them for staff 

development programmes in and outside the school. The implementation of effective human 

resource management will not only help the workforce acquired new skills and knowledge but 

will also lead to a change in attitude and behavior on job performance (Deleny and Doty, 2020). 

Human resource management also oversees the organizations leadership and culture ensuring 

compliance with employment and employment laws. (Djurkovic and Maric, 2019). 

Human resource has a tremendous influence (positive or negative) on the operations of a 

business organization. Humans have the compelling capacity or power to produce an effect on an 

organization through their actions and inactions. This is so because humans act as agents in 

carrying out the day-to-day operations of an organization. Armstrong (2015), contend that 

humans are assets that create values used in gaining a competitive advantage over institutional 

rivals. Effective and efficient human resource management enables academic staff to contribute 

fully and effectively to the overall direction of the institution and productivity in the achievement 

of its goals and objectives (Tessema and Soeters, 2020). 

 

Statement of the Problem 

Despite the importance of human resource in an institution, it remains the most difficult 

resource to manage. This is because academic staff have divergent backgrounds, training, needs, 

aspirations, motivations, desires, interest, cultural values and beliefs which influences their 

behaviour at work. Unfortunately, these academic staff characteristics are sometimes in conflict 

with the corporate goals of the employing organization or institution. The real problem is how to 

blend people with divergent characteristics, procedures, equipment, and career opportunity, 

among others to achieve the goals of the organization. In the current educational landscape, 

academic institutions are increasingly recognizing the critical role the Human Resource 



Management (HRM) plays in influencing the productivity of academic staff. 

Many institutions struggle to implement effective human resource management practices 

that align with the unique demands and challenges faced by academic staff. This misalignment 

often results in suboptimal staff performance, reduce job satisfaction, lower overall productivity, 

inadequate staffing levels and excessive workload, insufficient communication and feedback 

mechanisms, inadequate compensation and benefit packages. These challenges have resulted in 

decreased productivity, reduced research output and comprised quality of teacher education 

programmes. Furthermore, the College's ability to produce high quality teachers and contribute 

to educational research is being undermined. Therefore, this study aims to investigate 

relationship between human resource management and academic staff productivity in College of 

Education, Afaha Nsit with a view to identifying strategies for improvement 

 

Purpose of the Study 
The general purpose of this study is to examine the relationship between human resource 

management and Academic staff productivity in College of Education, Afaha-Nsit. Specifically, 

the study sought to; 

1. Examine the relationship between recruitment method and academic staff productivity in 

College of Education, Afaha Nsit. 

2. Examine the relationship between staff training and academic staff productivity in 

College of Education, Afaha Nsit. 

3. Examine the relationship between staff selection procedure and academic staff 

productivity in College of Education, Afaha Nsit. 

4. Examine the relationship between staff performance appraisal and academic staff 

productivity in College of Education, Afaha Nsit. 

 

Research Questions 

The following questions were formulated to guide the study: 

1. What is the relationship between staff recruitment method and academic staff 

productivity in College of Education, Afaha Nsit? 

2. What is the relationship between staff training and academic staff productivity in 

College of Education, Afaha Nsit? 

3. What is the relationship between staff selection procedure and academic staff 

productivity in College of Education, Afaha Nsit? 

4. What is the relationship between staff performance appraisal and academic staff 

productivity in College of Education, Afaha Nsit? 

 

Research Hypotheses 

The following null hypotheses were formulated to guide the study; 

 

1. There is no significant relationship between staff recruitment method and academic 

staff productivity in College of Education, Afaha Nsit. 

2. There is no significant relationship between staff training and academic staff 

productivity in College of Education, Afaha Nsit. 

3. There is no significant relationship between staff selection procedure and academic 



staff productivity in College of Education, Afaha Nsit. 

4. There is no significant relationship between staff performance appraisal and academic 

staff productivity in College of Education, Afaha Nsit. 

 

Review of Related Empirical Studies 

This section reviews related empirical studies based on the selected variables used in the study. 

 

Recruitment Method and Academic Staff Productivity 

Jonathan, Moses and Wills(2012) investigated the recruitment and selection of employees 

on the performance of SMEs in Kisumu Municipality, Kenya. Kenya has 1.6 million SMEs 

constituting 96% of business enterprises employing 75% of the labour force and contributing 

20% to GDP. But their performance has been poor in the last decade. The study found that 

overall average performance of SMEs was 60.71%. There was a significant positive correlation 

between recruitment and selection of employees performance of SMEs at a =0.1. The average 

performance of SME with good recruitment was 81.90%, with moderate was 67.94%, with poor 

53.90%. Recruitment account for 40.8%of the total variance in the performance of SMEs. The 

study concludes that recruitment have a significant impact on the employees productivity. 

 Yaro (2014), investigate effects of recruitment procedures on workers’ 

productivity in Nigeria Public Service: A case of D.S. Adegenra (ICT) Polytechnic, Itori, Ogun. 

State. The study relies on survey research technique to gather careful data from respondents, 

using questionnaire and interview as the research instrument; data were analyzed using 

descriptive statistical analysis method. The findings shows that politicization of recruitment and 

selection of workers in Nigeria public service affects the administrative efficiency and 

effectiveness of public organization in Nigeria. The study concluded that the performance and 

output of any organization depends solely on the type of workforce or employee working in such 

public organization. This study therefore recommended that recruitment into the Nigerian public 

service should follow due process of merits, there should be strict administrative ethics in 

checkmating the employment process to reduce the canker worm of politicization of recruitment 

of employees. 

Chukwu and Onuoha (2022), examines the relationship between recruitment methods and 

employee productivity of public institutions in Rivers State. Cross-sectional research design was 

adopted in studying four (4) of these institutions. Respondents were managerial employees 

constituting the population of the study. From the field survey, we retrieved and analyzed one 

hundred and six (106) copies of questionnaire from the participants, spearman's rank correlation 

coefficient statistical tool was used to determine the relationship existing between the variables 

while the p-value obtained were used to test hypotheses formulated for the study. Findings 

revealed the existence of significant relationship between the dimensions of recruitment 

methods. It was concluded that recruitment method is indispensably imperative to our public 

institutions such that by getting the right people in the right place at the right time. Thus the 

method deployed per time in recruiting workforce in turn affects their institutional productivity. 

It is recommended for our public institutions as well as other agencies saddled with the 

responsibility of services offering to critically examine the components as well as process of 

recruitment so that employee performance will continually yield best outcomes to all concerned. 



 

Staff Training and Academic Staff Productivity 

Halidu (2015) carried out a research to investigate the impact of training and 

development and worker's productivity through the Tertiary Education Trust Fund (TETFund) 

Academic Staff Training and Development 2010 sponsorship of some selected Universities in 

Nigeria. The study was hinged on the hypothesis that there is no significance relationship 

between training and academic staff productivity. A sample often (10) Universities in Nigeria 

was taken for the study. Secondary data was collected from TETFund academic staff training 

and development 2010 sponsorship. The result of the study indicated that training and 

development programs improve employee's skills and performance at workplace as well as 

improving their technical ability to withstand the challenges of contemporary times, thus serving 

as an effective tool for sustaining and enhancing workers’ productivity in academic crisis. 

Paul and Audu (2019) examine the effects of training of academic staff on employees 

performance in Federal Polytechnics in Nigeria. The main objective was to examine the effects 

of training of academic staff on employees productivity, timelines and work quality respectively. 

A structured close-ended questionnaire with a 5-point Likert scale was adopted to gather data 

from the respondents. A total of 220 copies of the questionnaire were randomly administered 

using a stratified random sampling technique across the seven (7) schools. Ordinary Least Square 

(O.L.S) method of regression and ANOVA methods of analysis were employed in analyzing the 

results with the aid of SPSS computer package. Findings revealed that the training of academic 

staff has a significant effect on employee’s productivity, enhanced timeliness in service delivery 

and work quality. The study recommends among other issues for the periodic re-training of staff 

bearing in mind the dynamics of human activities. 

Johnson and Victoria (2016), carried out a study on the impact of in-service training and 

staff development on workers job performance and optimal productivity in public secondary 

schools in Osun State. The study adopted ex-post factor research design, three (3) research 

questions and hypotheses were raised to guide the study. The instrument was administered to a 

purposely selected population of 152 respondents while 134 questionnaires were returned. Data 

generated were analyzed using Analysis of Variance (ANOVA) and multiple regression analysis 

to test the hypotheses at 0.05 level of significance. The findings shows that in-service training 

and staff development had insignificant combined effect but significant relative effects on 

worker's job productivity. The study therefore recommended that schools should design proper 

and functioning in- service training and staff development programmes for their workers to boost 

their morale, enhance their performance and in addition ensure that workers training are 

conducted frequently to ensure they cope with changing technological environment and 

organizational climate in schools. 

 

Selection Process and Academic Staff Productivity 

Omojola (2019) carried out research on human capital selection process as correlates of 

academic staff productivity in Nigeria Universities. It looked at how human capital selection 

process is related to productivity of academic staff in Southwest Nigeria Universities. The 

descriptive survey research design was used for the study. The population of the study consisted 

of 154 Deans, 849 Heads of Department and 11,828 academic staff in Southwest Nigeria 

Universities. The sample was 1,800 respondents, comprising 20 Deans, 70 Heads of Department 



and 1,710 academic staff. Multistage sampling procedure which involves simple random 

sampling, stratified random sampling and proportional stratified random sampling technique 

were used to select them. Two self- designed instruments were used, questionnaire on Human 

Capital Selection (QHCS) for academic staff and Productivity of Academic Staff Questionnaire 

(PASQ) for Deans and Heads of Department. To establish the reliability of the instruments, the 

test-retest method was used. They were found to be 0.74 and 0.71 for QHCS and PASQ 

respectively. Data collected were analyzed using descriptive and inferential statistics. Such as 

percentage, mean and standard deviation and Pearson's Product Moment Correlation (PPMC). 

The study revealed that selection process is significantly related to productivity of academic 

staff. Based on the findings of this study, it was recommended that management should pay 

attention to the quality of personnel hire into the University system, so that they will be able to 

do effective research and be more productive. 

Umar and Japheth (2019) investigated on the impact of staff selection process on 

employee’s productivity and organizational performance in NASCO Group of Company. The 

study focused on the major barriers between effectiveness and efficiency in an organization 

performance. Questionnaire and interview method was used. The employees interviewed were 

selected from the repartments of human resource, account, processing, assembling and sales 

department of the company. Data was generated from 250 respondents who filled the 

questionnaire and 9 randomly drawn who were interviewed. Findings revealed that if an 

organization makes poor selection in recruiting its employees, there will be poor performance 

and poor organizational productivity. It was recommended that the greatest asset of an 

organization are the employees, effective performance management and human resource 

management should select the right employees that will perform maximally and company's 

productivity will improve. 

 

Performance Appraisal and Academic Staff Productivity 

Nwamadi and Ogbonna (2021) investigated on academic staff performance appraisal in 

selected Universities in Southwest, Nigeria. The study employed the descriptive research design 

of correlational type. Data for the study was collected using structured questionnaire. Data 

analysis was done descriptively with Relative Importance Index (RII) approach as well as 

correlation analysis. The study revealed that the RII of all the items were greater than the 

threshold of 0.5. The findings revealed the outcome of this study indicated a high level of 

academic staff performance with regards to published paper assessment (RII = 0.725) teaching, 

research (RII = 0.705), general performance appraisal (RII = 0.698), community service (RII = 

0.685), research, teaching and community service (RII = 0.681), project evaluation appraisal 

(0.676), employee self-assessment (0.671), advisory and counsel service (0.667), new curricular 

designed and developed (0.663), attraction of research grants (0.651) and success in general 

external funding to support research or other programme (0.626).With regards to the challenges 

confronting performance appraisal methods, the study shows that community service accounted 

forthe highest RII of 0.716, followed closely by the remaining challenges which includes, 

employees perception of the appraisal method (0.714), challenges in measurement of teaching 

(0.713), procedural (0.709), research and publication (0.705), favoritism (0.682) and bias 

(0.671). The study concluded that there is a significant relationship between the parameters of 

performance appraisal and academic staff productivity in Universities in Southwest, Nigeria. 

Ijeuru, Dauda and Tony (2024) investigated on the effect of performance appraisal 



practices on employees performance in Federal Ministry of Education Abuja. Data used for the 

empirical analysis were collected using 5 points likert scale questionnaire based on the research 

hypotheses. Data analysis was done with the aid of Statistical Package for Social Science (SPSS) 

version 22.7. Descriptive statistic were examined, using correlations and regression analysis. The 

correlation coefficient of 0.7542 and an associated p-value of 0.0125. More so, strong positive 

and significant correlation was found to exist between ECM and APR with coefficient of 0.5624 

and an associated p-value of 0.0425, lastly the correlation between ECM and APR was also 

found to be significant, strong and positive with correlation coefficient value of0.7411 and p-

value of0.0121. Therefore, based on the model specification, the correlation between ECM and 

APR is the strongest and showed that appraisal reward has strong effect on employees 

productivity. Based on the findings, it was recommended that for the Ministry to enhance 

employee's work outcomes and be able to meet the organization's productivity. Supervisors and 

managers of employees should identify weakness and areas of improvement to enhance effective 

and efficient work productivity. 

 

Human Resource Management and Academic Staff Productivity 

Amaechi and Obiweluozor (2020) assess the impact of human resource management on 

teacher's productivity in Colleges of Education in the North Central Geopolitical Zone of 

Nigeria. Descriptive survey research design was adopted for the study. The population of the 

study comprises of all 11 Colleges of Education in North Central, with a combined staff of 

4,914. The stratified and purposive random sampling technique was used to select a sample of 

495 staff, stratified as academic and non-academic as participants in the research. Questionnaire 

was used as the instrument for data collection. Data collected were analyzed using mean, 

standard deviation and percentage scores. The findings revealed that the recruitment process, 

training/development and staff welfare significantly impact on teacher's productivity in Colleges 

of Education. It was recommended that administrators of Colleges of Education in the Zone 

should follow stipulated due process in their recruitment process, increase staff training and 

development, and improve on staff welfare so as to motivate teachers to achieve greater levels of 

professional performance which will in turn increased their productivity. 

Foluso and Femi (2024) investigate on human resource management and academic staff 

effectiveness of Public Universities in Ekiti State. Descriptive research design of the survey type 

was used. Academic staff in Universities made up the population for the study. Sample size of 

252 respondents were selected using proportionate stratified and random sampling techniques. 

The instrument used were Managing Human Resource Questionnaire (MHRQ) and Academic 

Staff Effectiveness Questionnaire (ASEQ). The hypotheses were tested at 0.05 level of 

significance using inferential statistics of Pearson Product Moment Correlation. The study 

revealed a significant relationship between the management of human resources and academic 

staff effectiveness. Based on the findings of the study, it was recommended that the management 

of tertiary institutions must adhere to the rules and regulations regarding its management of 

human resources. 

 

Methodology 
 The study was conducted in College of Education, Afaha Nsit, Akwa Ibom State. Survey 

research design was used for the study because it allowed the researcher to seek response from 

the respondents through the use of questionnaire. The population of the study consists of all the 



two hundred and fifty six (256) academic staff in the College of Education, Afaha Nsit. Simple 

random sampling technique was used to select eighteen (18) academic staff drawn from the six 

(6) Schools to form a total of one hundred and eight (108) academic staff in the study area.The 

instrument used for data collection was structured questionnaire title "Human Resource 

Management and Academic Staff Productivity Questionnaire" (HRMASPQ).The HRMASPQ 

consist of two sections; section A contains the personal data of the respondent while section B 

consisted of 20 items structured questionnaire with four likert scale. The instrument was 

subjected to face and content validity carried out by the project supervisor and one lecturer from 

the Department of Educational Foundations for scrutiny. Suggestion from the expert was 

considered for adjustment, modification of the final copy and refining the items on the 

instrument for it to be appropriate for use in conducting the study. The reliability of the 

instrument was determined using Cronbach Alpha Method for a measure of its internal 

consistency. And reliability coefficient of 0.79 was obtained. The researcher visited all the 

Schools in College of Education, Afaha Nsit through a letter from the researcher supervisor to 

the various Dean of the Schools for permission to administer the questionnaire to the 

respondents. The administration of the instrument lasted for a period of 1 week. The respondents 

were assured of confidentiality of every information provided before administering the 

instrument. Data collected for the study was analyzed using Pearson Product Moment 

Coefficient (PPMC) at 0.05 level of significance. 

 

Presentation of Results 

Hypothesis I: there is no significant relationship between staff recruitment method and academic 

staff productivity in College of Education, Afaha Nsit. 

Table I: Pearson Product Moment Correlation analysis showing the relationship between staff 

recruitment method and academic staff productivity in College of Education, Afaha Nsit. 

Variables ∑x 

∑y 

∑x
2
 

∑y
2
 

∑xy df r-cal r-crit Decision 

Staffrecruitmentmethod (x) 36 282  

 

1,943 

 

 

106 

 

 

0.963 

 

 

0.195 

 

 

Significant 

Academic staff productivity(y) 236 14,375 

Significant at 0.05 alpha levels 

  

Based on the result of the table I above, it was observed that the calculated t-value of 0.963 is 

greater than the critical t-value of 0.195 at 106 degree of freedom under 0.05 level of significant. 

Thus, the null hypothesis which state that there is no significant relationship between staff 

recruitment method and academic staff productivity in College of Education, Afaha Nsit was 

rejected. This implies that there is a significant relationship between staff recruitment method 

and academic staff productivity in College of Education, Afaha Nsit. 

 



Hypothesis 2: There is no significant relationship between staff training and academic staff 

productivity in College of Education, Afaha Nsit. 

Table 2: Pearson Product Moment Correlation analysis showing the relationship between staff 

training and academic staff productivity in College of Education, Afaha Nsit. 

Variables ∑x 

∑y 

∑x
2
 

∑y
2
 

∑xy df r-cal r-crit Decision 

StaffTraining (x) 27 173  

1555 

 

106 

 

0.803 

 

0.195 

 

Significant 

Academic staff productivity(y) 317 21,219 

Significantat0.05alphalevels 

 

Based on the result of table 2 above, it was observed that the calculated t-value of 0.803 is 

greater than the critical in t-value of 0.195 at 106 degree of freedom under 0.05 level of 

significant. Thus, the null hypothesis which state that there is no significant relationship between 

staff training and academic staff productivity in College of Education, Afaha Nsit was rejected. 

This implies that there is a significant relationship between staff training and academic staff 

productivity in College of Education, Afaha Nsit. 

 

Hypothesis 3: there is no significant relationship between staff selection procedure and 

academic staff productivity in College of Education, Afaha Nsit. 

Table 3: Pearson Product Moment Correlation analysis showing the relationship between staff 

selection procedure and academic staff productivity in College of Education, Afaha Nsit. 

Variables ∑x 

∑y 

∑x
2
 

∑y
2
 

∑xy df r-cal r-crit Decision 

Staffselection procedure (x) 105 2315  

 

2495 

 

 

106 

 

 

0.996 

 

 

0.195 

 

 

Significant 

Academic staff productivity(y) 113 2707 

Significant at 0.05 alpha levels 

 

Based on the result of table 3 above, the calculated t-value of 0.996 is greater than the critical t-

value of 0.195 at 106 degree of freedom under 0.05 level of significant. Thus, the null hypothesis 

which states that there is no significant relationship between staff selection procedure and 

academic staff productivity in College of Education, Afaha Nsit was rejected. This implies that 

there is a significant relationship between staff selection procedure and academic staff 

productivity in College of Education, Afaha Nsit. 

 

Hypothesis 4: there is no significant relationship between staff performance appraisal and 

academic staff productivity in College of Education, Afaha Nsit. 

Table 4: Pearson Product Moment Correlation analysis showing the relationship between staff 

performance appraisal and academic staff productivity in College of Education, Afaha Nsit. 



Variables ∑x 

∑y 

∑x
2
 

∑y
2
 

∑xy df r-cal r-crit Decision 

Staffperformance appraisal (x) 32 218  

 

673 

 

 

106 

 

 

0.856 

 

 

0.195 

 

 

Significant Academic staff productivity(y) 102 2,798 

Significant at 0.05 alpha levels 

 

Based on the result of table 4 above, it was observed that the calculated t-value of 0.856 is 

greater than the critical t-value of0.195 at 106 degree of freedom under 0.05 level of significant. 

Thus, the null hypothesis which state that there is no significant relationship between staff 

performance appraisal and academic staff productivity in College of Education, Afaha Nsit was 

rejected. This implies that there is a significant relationship between staff performance appraisal 

and academic staff productivity in College of Education, Afaha Nsit. 

 

Discussion of Results 

From the result in the table 1, it was observed that there is a significant relationship between staff 

recruitment method and academic staff productivity. This finding is in line with Yusuf and 

Aladelusi (2017) study which revealed that there is a significant relationship between recruitment 

methods and employees productivity. Similarly, this was also supported by Berry et al (2011) 

who found that the recruitment of qualified and professional teachers has a significant impact on 

learning outcomes. 

Table 2 shows that there is a significant relationship between staff training and academic staff 

productivity. This is in line with Kulkami (2018) who reported that there is a significant 

relationship between staff training and academic staff productivity. He also confirmed that 

training programmes improve employee's performance and productivity at workplace. 

Table 3 shows that there is a significant relationship between staff selection procedures and 

academic staff productivity. This is in line with Chidi(2014) who reported that selection 

procedures exhibited positive and significant relationship with employee's productivity. 

Table 4 shows that there is a significant relationship between staff performance appraisal and 

academic staff productivity. This is in line with Ajayi(2011) who found out that a positive and 

significant relationship exists in the performance appraisal and employees productivity. 

Similarly, this was supported by Ojebiyi(2013) who reported that there is a significant 

relationship between performance appraisal and academic staff productivity in the institution. 

 

Summary 

The purpose of this study was to investigate on human resource management and 

academic staff productivity in College of Education, Afaha Nsit. Four(4)purposes, four(4) 

research questions and four(4) research hypotheses were formulated to guide the study. Related 

literature to the study was reviewed under theoretical framework, conceptual framework and 

empirical studies. The study adopted a survey research design. Sample size of One Hundred and 

Eight (108) academic staff was drawn from the six (6) schools using simple random sampling 

technique. Human Resource Management and Academic Staff Productivity Questionnaire 



(HRMASPQ) was used as instrument for data collection. The data collected was analyzed using 

Pearson Product Moment Correlation Coefficient (PPMC) at 0.05 level of significant. From the 

findings, it was revealed that: 

1. There is a significant relationship between staff recruitment method and academic staff 

productivity in College of Education, Afaha Nsit. 

2. There is a significant relationship between staff training and academic staff productivity in 

College of Education, Afaha Nsit. 

3. There is a significant relationship between staff selection procedures and academic staff 

productivity in College of Education, Afaha Nsit 

4. There is a significant relationship between staff performance appraisal and academic staff 

productivity in College of Education, Afaha Nsit. 

 

Conclusion 

Based on the findings of the study it was concluded that human resource management 

have a significant relationship on academic staff productivity in College of Education, Afaha 

Nsit, when recruitment method, staff training, staff selection procedures and staff performance 

appraisal are effectively managed. 

 

Recommendations 

Based on the findings of the study, the following recommendations were made: 

1. The management should provide opportunities for employees growth and advancement 

through training programmes such as workshops, seminars, conferences, mentorship, coaching 

and career development programs to enhance skills and knowledge. 

2. There is need to ensure that recruitment exercise is carried out through due processes to 

employ the best and qualified staff who is best suitable for the job to enhance productivity. 

3. The management should use a standardized evaluation criteria and processto ensure a 

fair, transparent and consistency to evaluate academic staff. 

4. Selection of employees should always be based on merit and avoid nepotism to enhance 

work productivity. 

5. Human resource managers must ensure employees are adequately motivated and 

likewise they are well-being should be given due consideration. 

6. The College Management should judiciously utilize support funds from the Education 

Trust Fund, TET fund and other external agencies. 

7. The human resource management should be able to maintain adequate control by 

arranging, planning, directing, organizing and coordinating the use of its human and material 

resources. 
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