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Abstract  

This study was prompted by the need to examine the impact of human resource development 
on organizational effectiveness. The study choose Akwa Ibom State College of Education, 
Afaha Nsit as its case study. To guide the study, three (3) null hypotheses bordering on the 
significance of staff training, staff prompt payment of salaries and improved staff welfare 
programmes on organizational effectiveness were formulated. The survey research design was 
adopted to carry out the study, hence the administration of a structured questionnaire on a 
sub-set of the population of the research study. The Pearson Product Moment Correlation 
(PPMC) was used for the analysis of data. The major findings of this study revealed that staff 
training and re-training, prompt payment of staff salaries and improved staff welfare 
programmes had a significant relationship on organizational effectiveness. Based on the 
major findings of the study, the recommendations made in this study included among others, 
the need to give priority attention to continuous training and re-training of staff, prompt 
payment of staff salaries and other emoluments evolvements and the improvement in the 
existing staff welfare programmes at the College.     
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The need to institutionalize human resources development in any organization in our 
contemporary world cannot be over-emphasized, owing to its seeming importance and the role it plays 
in enhancing organizational effectiveness. This is because, it is through the various human resources 
development programmes and strategies that organizations can motivate, as well as, improve the 
performance of their employees which can aid in the  achievement of organizational effectiveness. 
This notion was corroborated by Kaczynski (2002), when he observed that, it is through employees 
development activities which differ in breadth in relation to the needs and resources of an 
organization, that professionalism, productivity, individual performance and organizational 
effectiveness can be increased. Supporting this contention; Evans, Pucik and Barsoux (2002) opined 
that, globalization; changes in technology, political and economic environments have brought about 
increased competition especially between organizations in the same industry, hence the need to focus 
attention on human resources development as one of the ways to engender the overall growth and 
productivity of the organization.  

Indeed, changes in technology and the environment which organizations operate today has 
brought about rapid changes in the global workforce. To this end, human resources development 
programmes and strategies in organizations have been fully recognized as a vehicle in enhancing job 
performance and invariably organization effectiveness. It is imperative therefore, that to achieve 
institutional performance and enhance credibility, institutions should emphasize on the effective 
acquisitions and utilization of their human resources by investing in them through the various training, 
and other employees development programmes as an integral part in developing organizations 
philosophy, goals and expectations. Indeed, in a study carried out by Raja, Furgan and Muhammad 
(2011), it was discovered that training and other human resources development progremmes had 
positive effect on organizational performance. To these scholars, training increases the efficiency and 
the effectiveness of both employees and the organization. Human resources development according to 
Adamolekun (1983) involved the training, education and career development of employees in an 
organization. The purpose of human resources development has been identified to include: creating a 
pool of readily available and adequate replacements for personnel who may leave or move up in the 
organization; enhancing the organization ability to adopt and use advances in technology because of a 
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sufficiently knowledgeable staff; building a more efficient, effective and highly motivated team, 
which enhances the organizations competitive position and improves employee morale; and ensuring 
adequate human resources for expansion into new programmes. Human resources development 
broadly refers to job enhancement that has an intrinsic mechanism to motivate an employee to accept 
and play challenging organizational tasks (Guest, 1987).  

This paper therefore, is undertaken with the sole intention of examining the relationship 
between human resources development and organizational effectiveness. To this end, the Akwa Ibom 
State College of Education, Afaha Nsit was chosen as the case study of this study. The Akwa Ibom 
State College of Education, Afaha Nsit is a public institution and was established to train teachers 
who will qualify with the Nigeria Certificate in Education (NCE) to teach in the primary schools. 
While every employee in the institution have as their responsibility of contributing their quota 
towards achieving this onerous goal, the College management also have their own part to play by 
putting in place effective human resources development programmes and ensuring that all staff have 
access to available instruments for such purposes on a level playing ground that will be devoid of bias 
of any kind. The span of the study is between 2010 to 2015 and considered staff training and re-
training, prompt payment of staff salaries and other emoluments and improved staff welfare 
programmes as the independent variables while organizational effectiveness was the dependent 
variable.  
 
Statement of the Problem  

Every organization, irrespective of their structure is set up with the aim of achieving some 
desired goals and objectives. This purposive nature of formal and informal organizations implies that 
both human and material resources must be put in place to ensure that success is attained at the end of 
the day. It is worthy to note that of all resources available to organizations, human resources stands 
out as the most critical to the success and achievement of organizational effectiveness (Harbison, 
1973 and Yesufu, 2000). This is why it is important for organizations to do everything humanly 
possible to ensure that this all important resource is developed and motivated to deliver to its fullest 
capacity. However, maintaining the best employees and continually keeping them motivated and 
focused on the target objectives of the organization requires a lot more from the employer. This 
implies that the personnel functions of training, reward management/compensation, prompt promotion 
of employees, performance appraisal, staff welfare, etc. must be taken seriously if the organization is 
resolute in achieving their stated goals and objectives.  

The challenge for most organizations, especially in the developing countries is that 
implementing these personnel functions to the later is always an uphill task. Cases of selective 
implementation of personnel policies based on certain bias abound in most organizations; public and 
private alike. This attitude towards the development and motivation of staff has the tendency of 
making the work to suffer in all respect. On a general note, there are cases whereby salaries are not 
paid on time, while others have that their take home pay are not commensurable with the service they 
are delevering to the public. Accordingly, issues of lack of prompt promotion of staff as at when due 
all pose as a threat to the achievement of organizational goals and objectives.  
Consequently, there is that likelihood for employees to be de-motivated to carry out their job 
functions to the fullest which impinge directly on the effectiveness of the organization. In some cases, 
employees develop lukewarm attitude towards their job performance, while others may outrightly 
resign their jobs. In such circumstance, it is difficult for organizations to achieve their goals and 
objectives.  
 
Purpose of the Study  

The impact of human resources development on organizational effectiveness in achieving its 
stated goals and objectives has engaged the attention of scholars over the years. This study attempts to 
examine the relationship between human resources development and organization effectiveness in 
Akwa Ibom State College of Education, Afaha Nsit.  
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Objectives of the Study 
The main objective of this study is to examine the relationship between human resources 

development and organizational effectiveness in Akwa Ibom State College of Education, Afaha Nsit.  
Specific objectives include:  

i. To evaluate the relationship between staff training and students’ academic performance in 
Akwa Ibom State College of Education, Afaha Nsit.  

ii.  To assess the relationship between prompt payment of staff salaries and the effective 
performance of staff in Akwa Ibom State College of Education, Afaha Nsit.  

iii.  To establish the relationship between improved staff welfare programmes and the academic 
performance of students at the Akwa Ibom State College of Education, Afaha Nsit. 

 
Hypotheses  
The following null hypotheses are formulated to guide the study:  

1. There is no significant relationship between staff training and the academic performance of 
students of Akwa Ibom State College of Education, Afaha Nsit.  

2. There is no significant relationship between prompt payment of staff salaries and effective 
staff performance in Akwa Ibom State College of Education, Afaha Nsit.    

3. There is no significant relationship between improved staff welfare programmes and the 
academic performance of students of Akwa Ibom State College of Education, Afaha Nsit.   

 
Significance of the Study  

The study from the empirical point of view will be of immense importance to the entire 
society because the findings that would be arrived at will enable the researcher draw meaningful 
recommendations that can be used in solving germane practical issues on human resources 
development in public organizations in Nigeria. Theoretically, the study will serve as a reference 
point to other researchers, scholars, the government and other relevant organizations. The research 
shall add to the existing body of literature on human resources development specifically and on 
human resources management in general.  
 
Design of the Study 

The survey research design was adopted to enable the researcher elicit primary data from the 
target population. It involves the use of instruments like personal interview, questionnaire 
administration and Focus Group Discussion (FCD) to elicit relevant data from the unit of analysis.  
 
Population  

The population of the study comprised the entire staff of Akwa Ibom State College of 
Education, Afaha Nsit which as at the period of the study (2010-2015) stood at six hundred and thirty-
two (632).                                
 
Sample and Sampling Techniques  

The sample size of this study was four hundred (400), with the academic staff constituting one 
hundred and fifty – six (156) (39%), the administrative/technical/professional staff constituting one 
hundred and twenty nine (129) (32.25%) while the junior/ intermediary staff constituted one hundred 
and fifteen (115) (28.75%). This sample was chosen through randomization process. The multi-stage 
sampling technique (Cluster, stratified and simple random sampling techniques) was employed to 
select the sample for this study. The three levels of cadre-academic staff, administrative/ 
technical/professional staff and the junior/intermediary staff made up the clusters of this study.  Each 
of these clusters were stratified based on the various schools/departments/units and the simple random 
sampling method was applied to select the respondents that took part in the survey. 
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Instrumentation 
The instrument adopted for this study was a structured questionnaire that was duly 

administered on the sample population of the study.  
 
Validation        

The structured questionnaire was developed by the researcher and validated by a team of 
experts in Test and Measurement in the School of Education, Akwa Ibom State College of Education, 
Afaha Nsit. The items were restructured and reorganized properly to elicit relevant information from 
the sample population.  
 
Method of Data Analysis     

This study adopted the Pearson Product Moment Correlation (PPMC) for the analysis of data. 
The Pearson Product Moment Correlation (PPMC) was used to test all the hypotheses at 0.05 alpha 
level after establishing the relationship between the independent and dependent variables.  
 
Testing of Hypothesis I 

This hypothesis stated that there was no significant relationship between staff training and the 
academic performance of students of Akwa Ibom State College of Education, Afaha Nsit. The result 
of the analysis is presented in Table 1.  
 
Table 1:  Pearson Product Moment Correlation (PPMC) Analysis of Staff Training and 
Students’ Academic Performance               
Variables ∑X 

∑Y 
∑X2 
∑Y2 

∑XY  
r 

N 

Staff Training (X) 4,795 63,497    
   114,808 0.267 369 
Students’ Academic 
Performance (Y) 

8,765 211,703    

Key: r = correlation coefficient, N = no of respondents, significant at 0.05 significance level  
In the Pearson Product Moment Correlation (PPMC) analysis of the relationship between staff 
training and students’ academic performance presented above in Table 1, the correlation coefficient of 
0.267 was obtained. This correlation value is low and in conformity with Best (1989) model of 
determining coefficient of relationship revealed a positive significant relationship between staff 
training and students academic performance in the Akwa Ibom State College of Education, Afaha 
Nsit. This implies that any increase on the efforts of staff  training in the College will lead to a 
corresponding increase on students’ academic performance in Akwa Ibom State College of Education, 
Afaha Nsit. On the test of hypothesis, the null hypothesis that was stated that, there is no significant 
relationship between staff training and students’ academic performance is rejected.  
 
Testing of Hypothesis II   

This hypothesis states that there was no significant relationship between prompt payment of 
staff salaries and effective staff performance in Akwa Ibom State College of Education, Afaha Nsit. 
The result of the analysis is presented in Table II.  
 
Table II:  Pearson Product Moment Correlation (PPMC) Analysis of Prompt Payment of 
Staff Salaries and Staff Effective Performance      
Variables ∑X 

∑Y 
∑X2 
∑Y2 

∑XY  
r 

N 

Prompt Payment of  Staff 
Salaries (X)   

5,179 76,007    

   124,443 0.417 369 
Effective Staff Performance 
(Y) 

8,765 211,703    

Key: r = correlation coefficient, N = no of respondents, significant at 0.05 significance level  
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In the Pearson Product Moment Correlation (PPMC) analysis of the relationship between prompt 
payment of staff salaries and effective staff performance presented above in Table II, the correlation 
coefficient of 0.417 was obtained. This correlation value is moderate and in conformity with Best 
(1989) model of determining coefficient of relationship revealed a positive significant relationship 
between prompt payment of staff salaries and effective staff performance in the Akwa Ibom State 
College of Education, Afaha Nsit. This implies that prompt payment of staff salaries will lead to a 
corresponding increase on staff effective performance. On the test of hypothesis, the null hypothesis 
that was stated that there was no significant relationship between prompt payment of staff salaries and 
staff effective performance is rejected.  
 
Testing of Hypotheses III  

This hypothesis states that there was no significant relationship between improved staff 
welfare programmes and academic performance of students of Akwa Ibom State College of 
Education, Afaha Nsit. The result of the analysis is presented in Table III.  

 
Table III:  Pearson Product Moment Correlation (PPMC) Analysis of Relationship between 
Improved Staff Welfare Programmes and Students’ Academic Performance        
Variables ∑X 

∑Y 
∑X2 
∑Y2 

∑XY  
r 

N 

Improved Staff Welfare 
Programmes (X)   

4,827 67,271    

   115,486 0.217 369 
Students’ Academic 
Performance   (Y) 

8,765 211,763    

Key: r = correlation coefficient, N = no of respondents, significant at 0.05 significance level  
 
In the Pearson Moment Correlation (PPMC) analysis of the relationship between improved staff 
welfare programmes and students’ academic performance presented above in Table III, the correlation 
coefficient of 0.217 was obtained. This correlation value is low and in conformity with Best (1989) 
model of determining coefficient of relationship revealed a positive significant relationship between 
improved staff welfare programmes and students’ academic performance in Akwa Ibom State College 
of Education, Afaha Nsit. This implies that any improvement on staff welfare will head to a 
corresponding improvement on students’ academic performance in Akwa Ibom State College of 
Education, Afaha Nsit. On the test of hypothesis, the null hypothesis that was stated that there is no 
significant relationship between improved staff welfare programmes and students’ academic 
performance is rejected.     
 
Discussion of Findings  

The result of the analysis of the null hypotheses on Tables I, II and III indicate that there exist 
a strong relationship between the three independent variables of training, prompt payment of  staff 
salaries and improved staff welfare programmes on the dependent variable of organizational 
effectiveness. This implies that emphasis on human resources development significantly impact on 
organizational effectiveness. The findings collaborate on the views of Kacznski (2002), Evans, Pucik 
and Barsoux (2002) and Raja, Furgan and Muhammad (2011) that human resources development not 
only motivate but aid the achievement of organizational goals and objectives.  
 
Conclusion  

Based on the findings of the study, the conclusion drawn is that human resources 
development significantly impact on organizational effectiveness.  
 
 
 
 
 

Human Resources Development and Organizational Effectiveness: A Case Study of Akwa Ibom State 
College Of Education, Afaha Nsit 
 



6 
 

 
Knowledge Review Volume 34 No 1, May, 2016: ISSN 1595-2126 

Recommendations 
From the conclusion drawn in this study, the following recommendations are made:  

1. The College management should give priority attention to continuous training and re-training 
of their staff;  

2. The College management should ensures that their staff enjoy prompt payment of salaries and 
other emoluments; 

3. The College management should ensure that employees promotions are not unduly delayed as 
this may become a source of de-motivation; and finally;  

4. The College management should improve on the existing staff welfare programmes such as 
healthy working conditions/ environment, harmonious working relationship, provision of 
working tools, healthy unionization, etc.   

 
 

References 
 
Adamolekun, L. (1983). Public Administration: Nigeria and Comparative Perspective. London: 

Longmans. 
 
Best, J. W. (1989). Research in Education (5th ed.). New Jersey: Prentice Hall.  
 
Evans, P., Pucik, V. and Barsoux, J. L. (2002). The Global Challenge: Framework for International 

Human Resource Management. Boston: McGraw-Hill.  
 
Guest, D. E. (1987). Human Resource Management and Industrial Relations in the Journal of 

Management Studies Vol. 24 No. 5, September.  
 
Harbison, F. (1973). Human Resources as the Wealth of Nations. New York: Oxford University Press.  
 
Kacznski, M. (2002). Human Resource Management in Service Work. London: Palgrave.  
 
Raja, A. G. K, Furgan, A. K. and Muhammad, A. K. (2011). Impact of Training and Development on 

Organizational Performance in the Global Journal of Management and Business Research, 
Vol. 11(7).  

 
Yesufu, T. M. (2000). The Human Factor in National Development: Nigeria. Ibadan: Spectrum 

Books Ltd.          
       
 
 
 
 
 
 
 
 

Udofia S. Bassey 



Filename: Udofia S. Bassey 
Directory: C:\Users\07065674093\Desktop\Nafak 34 
Template:

 C:\Users\07065674093\AppData\Roaming\Microsoft\Templates\N
ormal.dotm 

Title:  
Subject:  
Author: 07065674093 
Keywords:  
Comments:  
Creation Date: 8/1/2016 10:14:00 AM 
Change Number: 2 
Last Saved On: 8/1/2016 10:14:00 AM 
Last Saved By: 07065674093 
Total Editing Time: 0 Minutes 
Last Printed On: 8/1/2016 11:32:00 AM 
As of Last Complete Printing 
 Number of Pages: 6 
 Number of Words: 3,003 (approx.) 
 Number of Characters: 17,121 (approx.) 

 


