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Abstract

This paper argues that accelerating human resource management (HRM) practices in our instuition
of learning is very important in enhancing effective staff performance, achieving educational goals
and effective student outcome in Rivers state. It highlights the need for innovative approach to
human resource management, focusing on recruitment exercise, staff training and development,
performance management, promotion and staff engagement and technological knowledge. Schools
should develop a comprehensive HR strategy aligned with organisational goals, foster a culture of
continuous feedback and training. Effective staff performance is critical to the success of any
educational organisation. The paper identifies and explore key accelerators; including leadership
development, invest in employee development program motivation and training to show the impact
of human resource management on staff performance. This paper was anchored on two theory-The
human capital theory by Becker cited By Gupta which views are on human investment (education,
Training, Experiences). The High-performance workforce theory by Huselidemphasizes on strategic
HRM practices for competitive advantage. The functions of human resource management were
listed and explained. More Suggestions to aid performance were mentioned.First implementing
evidence-based recruitment exercise, foster a positive work environment andAdequate promotion
and reward systems to staff performance etc.
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The role that education is expected to play in Nigeria is multifaceted. To build a learner,
informed about what is worthwhile, desirable, and purposeful to him and his environment. For
Nigeria education to survive global challenges in the 21% century, it needs to explore all the
resources available as a means of achieving competitive advantage. One resources among all that
will aid educational goal is human resources. Human resources management attracted attention
and debate between academicians and practitioners, there is no specific definition of human
resource management, there is no universally accepted concepts

However, philosophers and practitioners of human resource management characteristically
focuses on relating to the supply and development of labour to meet the immediate and short term
needs of the organisation (Cole, 2005).The activities of recruitment, training and development,
performance appraisal, career development, compensation that staff participate in decision
making and others human activities. The major concern of any school administrator is the
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academic performance of the pupils / students. This idea is supported by Hoy and Sabo, (2008)
when they observed that, schools with high student achievement have a strong internal human
resource pressure for academic excellence.

Human resources are inevitable in any organisation. Therefore the decision for human
resource management in the education is as a result of its contribution. So, it is imperative that
immediate action should be taken to enhance human resource management for effective staff
performance. Effective staff performance is very vital to the success of an educational system. It
requires a skilled, motivated, and productive workforce to provide quality education and
excellence. Human resource management (HRM) first role is to ensure that schools have the right
skilled personnel that will drive educational objective of any institution to success.

Traditionally, human resource in schools focused on administrative tasks such as
recruitment, selection, induction, and book keeping thereby neglecting the strategic importance of
human resource in driving staff performance and educational goals. The roles mentioned above
exist with challenges that has notto be rectified for effective staff performance. The personnel
employed are not adequately trained, limited opportunities for career advancement is not even
provided, poor performance management and evaluation systems has been the challenges facing
Human resource management and poor staff performance in achieving the goal of education.

Theoretical Framework:

This paper draws from the two theories; human capital theory (Becker,1964) and high
performance work system (Huselid,1995) to provide a foundation for understanding the strategic
importance of human resource management in schools and the need for innovative approaches to
enhance staff performance
Human Capital theory (HOT) by Gary Becker (1964) citedby Gupta.(2014)

Human capital theory views employees as valuable assets, whose skills, knowledge and
experience contribute to an organisation’s productivity and competitiveness. It refers to the
knowledge, skills and experiences embodied in individuals.Investment in human capital through
training, education and development opportunities, organizations expect returns on investment in
human capital, such as increased productivity, efficiency and innovation. But what does this mean
for HR professionals and staff in their care? How do you translate theoretical tool into something
that can help to motivate, recruit and develop staff for effective performance? The investment
which is the training given to staff, the education, the in-service training, workshops, seminars,
training given to staff will do better returns on investment by achieving effective and efficient
educational goal.

Gupta. (2014) scholar google.com as cited by Becker (1975): Human capital theory,
suggests that employees’ firm-specific human capital acquired through their work experience and
training within the firm is an important driver of specific human capital. This theory gives a
comprehensive understanding of human resource management impact on staff Performance. It also
gives better understanding of employee needs and motivation.

High-performance Work System (HPWS) model by Mark Huselid. (1995) This is another
theory propounded by Huselidas cited by Gupta (2014) to explore the concept of human resource
management (HR), it is another mirror where High performance work system uses a strategic
human resource management approach that integrates fullhuman resource practices to create a high
performing workforce. The Humanresource Managementpractices - recruitment, selections,
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training, development, are aligned with organizational goals and objectives. Employees participate
in decision- making processes, job design, teamwork and employee involvement.
Highperformance work system enhances employee skills and motivation, foster a culture of
continuous improvement. By understanding these theories, one will gain insights into strategic
human resource management, employee development and staff performance.

Relying on high-performance work system model when multiple HR practices are created,
effective staff performance is achieved. Among the broad concepts of strategic human resources,
high performance work systems stand out as reflecting the basic philosophy and practices of
strategic human resource management and shape the attribute of staff in utilizing knowledge and
actualizing organizational goal. (Chen) 2009.The concept of human resource management also
called high involvement workshops, best human resource management practices and high
commitment work system was first described by Huselid. (1995)However, a relatively new
concept definition was cited by Takeuchi et al (2007). That high performance work system refers
to a set of HR practiced aimed at enhancing staff skills, commitment and productivity.

Conceptual Clarification:
Concept of Human Resource Management

Human resource management means employing people, developing their resource,
utilizing, maintaining and compensating their services with the job and organizational
requirements with a view to contribute to the goals of the organisation, individual and the society.
Akpatwu. (2012) view human resource management as the process of recruiting ,selecting, and
retaining the best people and putting them in jobs where their talents and skills can be utilised.
Since every organisation is made up of people acquiring their services, developing their skills,
motivating them to higher levels of performance and ensuring that they continue to maintain their
commitment to the organisation are essential to achieving organisational objectives. In simple
words, human resource management is a process of making the efficient and effective use of
human resources in any organizations so that the set goals are achieved. Let us also consider some
important definitions of human resource management. Flippo (2020) has that human resource
management is the planning, organising, directing and controlling of the procurement,
development, compensation, integration, maintenance and separation of human resources to the
end that individual and social objectives are accomplished. Thus, human resource management
can be defined as a process of procuring, developing and maintaining competent human resources
in the organisation.

Accelerating in human resource context means the process of speeding up development
and utilization of human resource to achieve educational goals. Noe et al., (2017) asserts that
Accelerating human resources means to increase speed and effectiveness of human resource
process such as recruitment, training, and development, to meet the changing needs of the
organisation and it’semployees.In my understanding accelerating human resource management
involves streamlining and optimizing human resource process to enhance employee performance,
productivity and engagement.

Staff performance refers to the output, result and contribution of employee in achieving
organisational goals and objectives which encompasses various aspects. For example;
1.Quality and quantity of work.
2.Job specific tasks and responsibilities
3.Leadership and initiative
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4.Continues learning and professional development.

For effective staff performance to take place there must be a clear goals and expectation, training
and development opportunities, work environment and culture, leadership and management style.
Rivers state is one of the 36 states in Nigeria, located in the Niger Delta region.

Accelerating Human Resource Management for Effective Staff Performance.
Training and Development:

Training and development is an aspect of human resource practices that help in enhancing
teachers’ skills, knowledge and competence capable of improving teachers’ ability to perform
more effectively. Training and development play a vital role in the effectiveness of an organization.
It is one of the most pervasive techniques for improving job performance and enhancing
organization productivity in the work place (Gupta & Bostrom, 2006). Training is a learning
activity directed towards the acquisition of specific knowledge and skills for the purpose of an
occupation or task; while development implies creating and sustaining change (Ampomah, 2016).
Obasi and Asodike (2007) asserted that when teachers are properly trained, they get more
developed through competence exposure to impact better on the students and get them equally
exposed and more knowledgeable. The survival of any organization in the competitive society lies
in its ability to train its staff to be creative, innovative, inventive, which will invariably enhance
staff job performance and increase competitive advantage.

The school as an organization always wants its personnel (teachers) to carry out their duties
optimally and contribute all their abilities to the interests of the institution, and work better from
day to day. Besides that, the teacher himself, as a human being, also needs improvement in him,
including in his duties. In this regard, the function of developing teachers is a function of managing
personnel and is absolutely necessary, to maintain and improve teacher performance. This
coaching and development activity does not only concern the ability aspect, but also involves the
career of the teacher. Teacher development is considered increasingly important because of the
demands of work or position, as a result of technological advances and increasingly intense
competition among similar institutions. Each school in River state p is required to be able to work
effectively, efficiently, and the quality and quantity of their work is good so that the
competitiveness of the school is greater. This development is carried out for non-career and career
purposes for teachers (new or old) through training and education, It can be concluded that the
development and development of teachers (education and training) needs to be done by each
organization / institution because it will provide benefits to the organization / institution, teachers,
and the consumer community (Oluwaseun) (2016).

Career development involves two distinct processes: career planning and career
management. Career planning involves activities performed by an individual, often with the
assistance of counsellors and others, to assess his or her skills and abilities in order to establish a
realistic career plan. Werner and Desimone, (2012), opined that career management involves;
taking the necessary steps to achieve that plan, and generally focuses more on what an institution
can do to foster teacher career development. Career plans can be implemented, at least in part,
through an organization’s career development programs (Werner & Desimone, 2012). That means,
it is in meeting the individual needs are referred to as career planning (e.g., career planning
workshops, teaching of advancement strategies), while those related to organizational needs are
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termed career management (e.g., performance managements, management succession and
replacement planning), (Bernes, 2000). Agba et al., (2010) opined that career development has
both personal and organizational dimensions. In addition to that, career development is a formal
approach used by the organization to ensure that teachers with the proper qualifications and
experiences are available when needed. Individual careers and organizational needs are not
separate and distinct. Organizations should assist teachers in career planning so the needs of both
can be satisfied (Mondy&Martocchio, 2019). Development can be viewed as the learning process
to develop the teacher in general and not necessarily related to his current job. Here, development
focuses on the future and career development on current job.

The place where teachers can develop their competence is the teacher forum, further
education such as acquiring a post graduate diploma in Education, (PGDE, master in education
(MEd) or a PhD in education. These are appropriate forums for implementing teacher training.
These programmes allow teachers to have deliberations to solve problems faced by teachers both
in handling students and in learning activities so that programs arranged according to the
curriculum can be implemented properly (Khan, 2010).

The functions of these programmes are:

1. Improving the quality of teacher professional competence in planning, implementing, and
testing or evaluating classroom learning, so as to be able to strive for improvement and equity in
the quality of education in schools .

2. Undertaking workshops, symposia and the like on the basis of innovative classroom
management and effective learning management, such as active, creative, effective, and fun
learning; results of classroom action research; and the results of comparative studies or various
studies of information from various sources.

These programmes seek to provide assistance to teachers, especially regarding learning
materials, methodologies, evaluation systems, and supporting facilities. The implementation of
these activities requires collaboration between subject teachers and teachers of different subjects
so that it can increase teacher experience and motivation. Jackson (2015) opined that cooperation
across disciplines of subjects is expected to increase the knowledge and quality of teachers which
can be used as provisions for carrying out the learning process. All these teacher training activities
are an integral part of the duties and profession of teachers in an effort to improve their abilities
and skills to support learning activities.

Decision Making and Staff Performance

A decision is a conscious and purposeful determination that ties the individual or gathering
to making a move on unambiguous ways. It is a goal to browse among choices. Decision is one
of the critical obligations of directors and chairmen in all associations and foundations. It has to
do with pursuing decisions among choices pointed towards accomplishing forth objectives
(Nwankwoala, 2016). It is a chance of executing choices previously made. It is the method
involved with choosing from among conceivable choice, the apparent right course towards
accomplishing a put forth objective or offering answer for an issue. It is the method involved with
making and executing the elective move when the need emerges. Effective decision -making in
school is crucial for educational efficiency in schools in Rivers state. Decision is the process of
selecting the best course of action from available options, We have types of decision making:
Rational Decision-making, Intuitive Decision-making, Participative. Decision-making and
Autocratic Decision. Effective decision making for enhanced staff performance involves
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employees in decision making, communicate decisions clearly, Foster a positive work
environment, monitor and evaluate decision.

However, it must be noted that the school administrators should know when to involve
subordinates in decision making because teachers do not have uniform interest in participating in
decision making process of schools where they teach. The administrator should enhance the low
morale among teachers by empowering them with some decisions to accelerate staff performance.

Promotion and Staff Performance

Promotion is a move that increases teacher authority and responsibility to a higher position
in an organization so that the obligations, rights, status, and income are even greater. Promotion
means that there is trust and recognition regarding the ability of the teacher concerned to occupy
a higher position. Promotion is motivational vital drive in enhancing staff performance in schools.
It has intrinsic(internal)motivation driven by personal satisfaction, interest and enjoyment. While
extrinsic(external) motivation is driven by rewards, recognition, and external factors. That way
teacher will be encouraged to work hard, be enthusiastic, be disciplined, and achieve more work
so that the goals of the organization / institution can be optimally achieved. One of the follow-up
actions taken from the results of teacher performance appraisal is teacher remark.. This is because
the teacher performance appraisal will make known teacher skills in completing job descriptions
that are charged to him. This promotion must be based on the achievement index that can be
achieved by relevant teacher. It can be concluded that promotions are included in the teacher
development function, because the aim is to improve work efficiency and effectiveness in the
school. Promotion is a way of rewarding people for their efforts and services. Normally, it means
increased responsibilities, prestige or status with corresponding increase in pay. When teachers are
promoted, their morale is boosted and they are motivated to put in their best for educational
institutions.

It may be defined as an advance in status or position in the staff working in organizations.
Frequently, promotion implies a change of duties, responsibility and compensation . Teachers in
educational institutions could perform effectively and efficiently so as to achieve educational goals
when the management functions of recruitment, promotion, prompt payment of salaries, training,
placement job description, job analysis and so on are put in place Promotion that can encourage
someone to actively participate and improve their quality in an organization is an opportunity to
advance. Promotion is a move from one position to another that has a higher status and
responsibility (Jackson, 2015). Promotion is carried out starting from the interests of the
organization. Teachers who excel can be promoted to become school principals or supervisors.
Promotion based on seniority is calculated from the length of service

Promotion is an award for teachers who have good achievements and based on the results
of their performance evaluation. Promotion must also be seen as a new, bigger responsibility for
teachers who have the opportunity to get a promotion. A fair promotion system will improve staff
performance and ultimately improve school organizational performance. Therefore, school
organizations must have teacher performance appraisal instrument so that later when there is a
promotion, it can be carried out fairly and can be accounted for. A teacher who can be promoted
must pay attention to various factors, namely experience, level of education, loyalty, honesty,
responsibility, communication skills, work performance, and level of creativity. Based on this, it
IS necessary to carry out an evaluation so that it can be seen who can be promoted. The evaluation
uses guidelines and is carried out systematically, comprehensively and objectively. The conditions
that must be met in order to be promoted must also be clear, and schools must provide equal
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opportunities and support activities to fulfill these requirements. Candidates who will be promoted
are also carefully prepared while abilities, talents and interests are important priorities to pay
attention to.

Recruitment, Selection and Staff Performance

Recruitment is the process of discovering or selecting and hiring or best qualified candidate
from inside or the process by which organizations locate and attract individuals to fill job
vacancies. Recruitment is defined as a set of activities for an organization to catch the attention of
job applicants that have the abilities needed to help the organization achieve its objectives and
goals (Othman et al. 2019). The recruitment process includes examining the necessities of work,
drawing teacher to that occupation, screening and selecting candidates, contracting, and
coordinating the new teacher to the association. Also, the human resource department responsible
to find the right person or best qualified candidate for the post an organization needs (Othman et
al. 2019). Through both the assessment and job analysis and design stage organizations should be
able to identify whether or not an individual currently working within the organization would be
able to meet the requirements of the new position or if an individual external to the organization
would be more appropriate .The recruitment is the main function of human resource department
and recruitment process is the first step towards making or getting the right staff by applying a
strategic approach in fixing the best staff for adequate performance; the traditional method of
recruitment should be enhance by using innovative approaches, aligning job specification of every
vacancy not just anybody goes for the teaching job.

Performance Appraisal and Staff Performance

Performance appraisal is teachers’ assessment meant to evaluate their achievements while
job performance is the result of quality and quantity of work achieved by a teacher in carrying out
their duties in accordance with the responsibilities given to him. Performance appraisal as an
assessment of the education personnel is focused on individual achievement and participation in
school activities. For teachers, performance appraisal is useful as a feedback on various things,
such as ability, fatigue, lack, and potential is useful for determining goals, paths, plans, and career
development. For schools, the results of performance appraisal of education staff are very
important in making various decisions, such as identification of school program needs, acceptance,
selection, placement, promotion, reward systems, and other aspects of the overall effective process
of human resources. It can be concluded that absolute teacher assessment must be done to find out
the achievements that each teacher can achieve. The results of the assessment can be used by the
schools in Rivers state or educational sector in determining further policy actions.

Most public sector businesses have failed because of ineffective and inefficient
performance appraisal system (Esu& Inyang, 2009). However, experts are of the view that there
is no link between performance appraisal and financial data. These organizations are required to
give adequate attention to performance appraisal reviews to enhance productivity. Records also
show that only a few organizations in the public sector are making efforts to embark on a
performance appraisal review with the commensurate reward system. Ellen and Amani (2018) has
it that, performance appraisal is important because it helps to ensure that the school system will be
easily understood by teachers and effectively put into action the goals of the managers. Researchers
have argued that there are numerous methods to measure teacher’s performance appraisal but some
of these methods are not suitable in certain cases. There is informal or formal appraisal as two
ways to conduct performance appraisal. An informal appraisal is conducted whenever the
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supervisor feels it necessary, while formal is a contact between school administrator and teacher
on his job over a period of time, and performance appraisal often holds every twelve or six months.

Conclusions:

Effective human resource management (HRM) is critical for accelerating staff performance
and driving organizational success. By integrating strategic human resource management
practices, organizations can enhance employee engagement, productivity and retention. Human
resource management should enhance the talent acquisition and development, performance
management and feedback, employee empowerment etc. Accelerating human resource
management requires integrated approach. By prioritizing employee development, engagement
and wellbeing, schools can unlock the full potential of workforce in Rivers state and drive
sustainable success. This paper tries to explore the impact of human resource management on staff
performance.

Suggestions
To address human resource management challenges, Such schools must adopt innovative approach
to Human resource management..

1. Recruitment: They should implement evidence-based recruitment strategies to attract top
talent utilizing digital sources like social media and professional networks.

2. Coaching and mentoring should be embedded in professional development opportunities.
3. Implement robust performance management system. Using checklist, appraisal template,
regular feedback from colleagues and students.

4. Foster a positive work environment.

5. Adequate promotion and reward to effective staff performance

6. | also suggest that principals should ensure that they create a conducive school climate

by building a sound interpersonal relationship with teachers in order to enhance their job
performance.
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