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Abstract

This study investigated human resources management and teacher effectiveness in public senior
secondary school in sokoto state, Nigeria. Correlation research design was used for the study. The
population of the study was 2631 comprising of 161 principals and 2470 teachers of public senior
secondary schools in sokoto state. A total of 2631 participants were the population of the study out
of which 346 were used as the study sample. The study employed purposive and simple random
sampling techniques. Research Advisors (2006) were used to determine sample size of both the
principals and that of teachers and it recommended a sample size of 30 principals and 316 teachers.
The main instrument used for data collection were two sets of questionnaire titled: Human Resources
Management Questionnaire (HRMQ) and Teacher Effectiveness Questionnaire (TEQ); validated by
the experts from Faculty of Education and Extension Services Usmanu Danfodiyo University Sokoto.
The reliability of the instrument was realized using Pearson Product Moment Correlation (PPMC)
and the reliability index of 0.88 and 0.82 was realized. The data from the respondents were collected,
scored and entered on frequency table, and percentages, mean score was used to analyze research
questions while Pearson’s Product Moment Correlation (PPMC) statistical analysis was used to
analyzed the hypothesis at 0.5 level of significance. It was found that, there was positive and
significant relationship between teacher recruitment and teacher effectiveness in public senior
secondary schools in Sokoto state, Nigeria. The study recommended among others that, the
management should continue to formulate new strategies on teacher recruitment and which improve
their effectiveness and also the Teacher’s Services Board and head of schools should maintain regular
and adequate orientation programme in their school.

Keywords: Human Resources Management Teacher Effectiveness, Teacher Placement, Teacher
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Introduction

Human resources or personnel management is a strategic and Coherent approach to management of
organizations most valid asset the people working there individually and collectively contributes to
the achievement of it goals (Amstrong, 2012). It involves management decision and practices that
directly affect or influence human resources that work in organization. Manga (2017) asserts that
human resources deal with the establishment of procedures for the employment and payment of
teachers. It is the arrangement of conditions which make people greater self-directions by staff in the
performance of their responsibilities. Thus, it is an important function in general context of all
administrative responsibility of managing teaching staff.

Human resource in Nigerian school particularly in the secondary schools refer to the students,
teaching staff, non-teaching staff, laboratory attendants, clerks, messengers, mail runners, gate
keepers, gardeners, and cooks as well as educational planners and administrators. Chineyere (2014)
maintains that, focusing on effective teaching in schools, classified human resources into teaching
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and non-teaching staff, they serve as indispensable in the manipulation of other factors in teaching
and learning process. He added that the school enrolment may rise or fall depending on the
administrative capacity of the school as well as availability of quality teachers to promote academic
achievement. Human resource involves the skills and expertise of educated manpower in educational
organizations such as Principals, Teachers, Students and non-teaching staff. They constitute very
important inputs in, the process of teaching and learning.

It is a well-known fact that all schools depend on available skill and professional teaching workforce
to achieve educational outcomes and critical for their success in the ability to attract and retain
professional teachers and more so, most teachers choose to enter teaching because they believe that
teaching is an important work and can contributes significantly to society. In spite of these, the fact
still remains that, a reasonable number of new teachers leave teaching job mostly within the first five
years. Furthermore, the advantages of having effective teachers are clear but it is not so clear what
attracts and keeps highly effective teacher teaching and what drive them out of schools and the
profession. However, the issue of making teacher to be effectiveness remains a challenge. The situation
of Sokoto State secondary school education has been bedeviled with many challenges. The challenges
include insufficient funding, poor infrastructure, political affiliation in recruitment of teachers,
orientation, promotion, teacher training and development, teacher’s welfares and shortage of teachers
especially in rural area of the state. Within the sphere of challenges, teacher’s shortage which is largely
associated with low rate of teacher training and low level of welfares, salary, promotion and political
affiliation in recruitment of teachers has been identified as unsolvable problems facing the education
system in Sokoto State.

Aim and Objectives of the Study

The aim of this study is to investigate the relationship between human resources management and
teachers’ effectiveness in public secondary schools in Sokoto State. Thus, the specific objectives are
to find out if there is any.

i.  Relationship between teacher recruitment and teacher effectiveness in public secondary schools
in Sokoto State.

ii. Relationship between teacher placement and teacher effectiveness in public secondary schools
in Sokoto State.

iii.  Relationship between teacher orientation and teacher effectiveness in public secondary schools
in Sokoto State.

Hypotheses of the Study

Based on the objectives and research questions, the study formulated the following hypotheses that
will be tested at 0.05 level of significance.

Ho:: There is no significance relationship between teacher recruitment and teacher effectiveness in
public secondary schools in Sokoto state.

Ho2: There is no significance relationship between teacher placement and teacher effectiveness in
public secondary schools in Sokoto state.

Hos: There is no significance relationship between teacher orientation and teacher effectiveness in
public secondary schools in Sokoto state.
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Literature Review

Teacher recruitment has been described as all those activities which the school administrators
undertake with the intention of attracting and securing personnel of the desire quality and quality
to satisfy the need of schools (Ogunsaju, 2000). Recruit policies includes, advertising all vacant
position both internally and externally. Internationally source of recruitment would be filling the
job opening from within the organization which would be in form of transfer or promotion while
external sources would include advertising through both point at electronic media, used of
employment agencies among others. When all the application has been processed, the management
assesses and come up with qualified candidate through adequate selection. Structural interview
against the traditional unstructured interviews which often are subjected as encouraged, after the
successful candidate has emerged. A later of appointment stating details of condition of services,
salary and date of appointment is sent to the successful candidates. Placement is when selected
teachers are placed in their respective schools, while the second leg of placement is when the school
administrators place the newly recruited teacher to respective department (Ogunsaju, 2000). One of
the measures to ensure teacher effectiveness in schools in the involvement of the school heads in the
recruitment and selection exercise of their teachers (Igwe, 2001). Through the school board or
teacher’s service board the major policies and procedure for selection, the school principal as a
member of the selection committee should be involved in the process of preparing precise job
specification and job descriptions toward getting the right teacher (Omar, 2004).

The overall intention of recruitment and selection process should be to get the quality and number
of teachers required to satisfy the needs of school. The primary purpose of recruitment is to attract
enough and sustainable potential employees to make application for vacancies in a school. On the
other hand, the main aim of selection activities is to identify the best candidate for the job and offer
a position in the organization, (Cole, 2006). From the preceding, it is not a matter of just recruiting
and selection, but effective recruitment, selection, and the right placement is important. Indeed,
recruitment and selection is critical to an organizational profitability as well as effective human
resources management. Beatty and Foulkes in Dessler (2003) suggested that she is not aware of a
major project with good ideas, enthusiasm, and vigor that has stalled for lack or shortage of money.
However, she was aware of industries whose growth has been partly delayed or hampered due to
inability to recruit and select an enthusiastic and efficient labour force.

Recruitment and selection exercise, in essence, requires that job profiles be merged with candidature
profiles (the job matching principle). Individuals whose candidate profiles most closely fit the job
profiles available in the organization ensure more job satisfaction and low labour turn-over. Selectors
and Recruiters need to be aware of the nature of the job and should be confident that the job
requirements will be appropriate to the potential employees (Mutiso, 2003). Wicheny and Waingajo
(2012) who paid much attention to the challenges head teachers face in managing their human
resources in public school in Kenya. They noted that there was interference by Boards of
Management and politicians. Recruitment of teachers was riddled with the ‘son of the soil’ song to
have them recruit their own. The same applies to promotion of teachers, and this made HRM
practices difficult to implement any meaningful strategy involving other teachers. This study,
therefore, wishes to fill this gap and determine to what extent the HRM strategies applied by TSC
affect teacher performance including that of the principal, a teacher first then a school manager.
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Teacher placement has been described as another important in the business of education therefore
it should be not be neglected. Teacher placement is the process of allocating teachers to certain jobs
that march their skills and responsibilities to perform. By performing this process an organization
such as school attempt to create an effective environment in which there is a good match between
management needs and employees’ qualification (Lhaden, 2016).

The process of teacher placement comes with four steps as identified by Lhaden (2016) which
include: Collect or gathering employee data to identify the skills, qualifications and abilities of
existing workforce; Evaluation: evaluating employee competences to define what kind of job the
teacher fits best; Place: allocating the teacher to relevant and best fitting jobs and control, monitoring
and measuring performance of teacher at school.

Teacher placement is an attempt made by an employer to install the right to the right job with the
aims to achieve the desired objective (Chineyere, 2014). The placement of teachers in Nigeria is
lopsided. While some urban primary and even secondary schools are over-staffed, some rural areas
have virtually no teachers. In Ondo State for example, the census conducted by SPEB revealed that
teachers are concentrated in the cities as opposed to rural areas. For instance, in Akure (State Capital)
and in Ondo (Urban town), besides the headmaster, three assistant headmasters are attached to
schools who have no teaching responsibilities. About half of the government-recognized secondary
schools in Osun State are located in rural areas. However, the Chief Education Officer of TESCOM
stressed that one major problem they face in posting teachers to rural schools is the refusal of
teachers, especially female teachers, to accept the postings. Most of these teachers cite spouse
employment as the main reason for refusal to accept rural postings. Even those who accept postings
to rural schools, start applying for a transfer after a year or two.

Teachers and staff who are selected should undergo a structural orientation programme to
understand the vision of the school and its educational objectives. This will help the new teachers,
lateral as well as fresher, to align to the organizational vision. The clarity in their roles and
responsibilities will help them to build a foundation for high performance (Kukuru, 2018).
Orientation is defined by Advanced Learners English Dictionary as the training or information that
you are given before starting a new job, course etc. Lunenburg (2011) defines orientation as “a process
that introduces new employees to their jobs, expectations, superiors and peers”. In our context,
orientation could be said to be a programme of activities mounted by the school for new teacher to
introduce them to their new environment with regards to the facilities available, academic and non-
academic programmes, rules and regulations as well as their superiors and peers. Orientation
programme for new teacher is supposed to be conducted soon after the employed has been
concluded. It is a programme where newly teacher is formally introduced into the various
programmes of the school. This includes the curricular and co-curricular programmes. At the
secondary school level, it requires informing teacher of all the subjects they are expected to offer at
their own level. It also requires introducing the various co-curricular programmes such as clubs,
societies and fellowships that exist within the school (Diane, 2012).

Methodology

The research design that was used for this study is correlation survey. The target population of this
study comprised all principals and teachers of senior secondary schools in the six educational zone
of Sokoto state viz; Bodinga, Yabo, Sokoto South, Goronyo, Gwadabawa, and Sokoto North.

Journal of the Department of Educational Foundations, University of Port Harcourt - Nigeria. Page 88



f%?, Port Harcourt Journal of Educational Studies (PHAJOES) Vol. 8, No. 2, Aug., 2023.

According to Sokoto State Teachers Service Board (SSTSB) (2014), there are 161 public senior
secondary schools controlled by SSTSB across the six educational zones with 161 principals, and
2470 teachers. Therefore, the target population of this study is the principals and teachers. Whose
population stood at 2631.

Validated Human Resources Management Questionnaire (HRMQ) and Teacher Effectiveness
Questionnaire (TEQ) with reliability indices of 0.88 and 0.842 respectively were the two instruments
used for data collection. The Person Product Moment Correlation (PPMC) coefficient was used to
test the hypotheses at 0.05 level of significance.

Hypotheses Testing

This section tested hypothesis earlier formulated in chapter one using Pearson Product Moment
Correlation coefficient (PPMC) with aid of Statistical Package for Social Sciences (SPSS) 20.0
version at 0.05 level of significance to determine whether to accept or reject hypotheses.

Hypothesis One

Ho1: There is no significant relationship teacher recruitment and teacher effectiveness in public
senior secondary school in Sokoto state, Nigeria. The hypothesis was tested by subjecting the scores
of teacher recruitment and teacher effectiveness to person correlation analysis as show in Table 1.

Table 1: Relationship Between Teacher Recruitment and Teacher Effectiveness (N=316)

Variables N Mean SD r-Cal P-value Decision
Teacher Recruitment 316 2.86 44

.170 .001 Rejected
Teacher Effectiveness 316 3.02 .20

From the result of table 1, teacher recruitment and teacher effectiveness in public senior secondary
school in Sokoto state, Nigeria were positively related and significant, Pearson’s r = .170, P = .001.
This indicates that there was significant relationship between teacher recruitment and teacher
effectiveness in public senior secondary school in Sokoto state, Nigeria because the p-value (.001) is
less than the .05 level of significance. Therefore, the hypothesis which states that there is no
significant relationship between teacher recruitment and teacher effectiveness in public senior
secondary school in Sokoto state, Nigeria was rejected. This means that recruiting more qualified
teachers will result to teacher effectiveness public senior secondary school in Sokoto state, Nigeria.

The finding from hypothesis one revealed a positive significant relationship between teacher
recruitment and teacher effectiveness in public secondary schools in Sokoto State, Nigeria. The
finding of this study contradicts with the finding of Taiwo, Tola, Abegunrin and Jimoh (2013) who
found that there was no significant difference between the recruitment pattern of male and female
in service teacher. The finding agreed with the finding of Wanbu and Genga (2008) who found that
there is a positive relationship between teacher performance and recruitment and selection process.

Hypothesis Two

Ho2: There is no significant relationship between teacher placement and teacher effectiveness in
public senior secondary school in Sokoto State, Nigeria. The hypothesis was tested by subjecting
the scores of teacher placement and teacher effectiveness to person correlation analysis as show in

Table 2.
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Table 2: Relationship Between Teacher Placement and Teacher Effectiveness (N=316)

Variables N Mean SD r-Cal P-value Decision
Teacher Placement 316 3.21 .39

-.020 .363 Accepted
Teacher Effectiveness 316 3.02 .20

From the result of table 2, teacher placement and teacher effectiveness in public senior secondary
school in Sokoto State, Nigeria were negatively related and insignificant, Pearson’s r = .020, P =
.363. This indicates that there was significant relationship between teacher placement and teacher
effectiveness in public senior secondary school in Sokoto State, Nigeria because the p-value (.363)
is more than the .05 level of significance. Therefore, the hypothesis which states that there is no
significant relationship between teacher placement and teacher effectiveness in public senior
secondary school in Sokoto State, Nigeria was accepted. This means that placement of teachers
results nothing to teacher effectiveness public senior secondary school in Sokoto State, Nigeria.

The finding from hypothesis two revealed negative and insignificant relationship between teacher
placement and teacher effectiveness in public senior secondary schools in Sokoto State, Nigeria. This
finding of this study agreed with the finding of Roofs and Cook (2017) who found that there was no
significant difference in perception of students of their cooperating teacher’s base on their gender.

Hypotheses Three

Hos: There is no significant relationship teacher orientation and teacher effectiveness in public
senior secondary school in Sokoto State, Nigeria. The hypothesis was tested by subjecting the scores
of teacher orientation and teacher effectiveness to person correlation analysis as show in Table 3.

Table 3: Relationship Between Teacher Orientation and Teacher Effectiveness (N =316)

Variables N Mean SD r-Cal P-value Decision
Teacher Orientation 31 3.29 43
6
-.178 .084 Accepted
Teacher Effectiveness 31 3.02 .20
6

From the result of table 3, teacher orientation and teacher effectiveness in public senior secondary
school in Sokoto State, Nigeria were negatively related and insignificant, Pearson’s r = .178, P =
.084. This indicates that there was significant relationship between teacher orientation and teacher
effectiveness in public senior secondary school in Sokoto state, Nigeria because the p-value (.084) is
more than the .05 level of significance. Therefore, the hypothesis which states that, there is no
significant relationship between teacher orientation and teacher effectiveness in public senior
secondary school in Sokoto state, Nigeria was accepted. This means that orientation of newly
teachers has to do nothing with teacher effectiveness public senior secondary school in Sokoto state,
Nigeria.

The finding hypothesis three revealed negative and insignificant result with teacher orientation and
teacher effectiveness in Sokoto State, Nigeria. The finding of this study agreed with the finding of
this study agreed with the finding of Ogbiji, Oko and Eyo (2011) who found that there is no
significant difference in problems faced by the two groups of school in implementing orientation
programme, because of the strategic nature of orientation programme to the new entrant in the
school system. The finding also confirms with the finding of Kukuru (2018) who found that there
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is no significant different in the perception of supervisors on the effectiveness degree on orientations
for beginning/newly transferred teachers in Ondo State, Nigeria.

Summary of Findings
The following are the summary of major findings

i.  The study found that there was positive and significant relationship between teacher
recruitment and teacher effectiveness in public senior secondary schools in Sokoto State,
Nigeria. This means that recruitment more qualified teachers will result to teachers’
effectiveness in public senior secondary schools in Sokoto State, Nigeria.

ii. The study also found that there was negative and insignificant relationship between teacher
placement and teacher effectiveness in public senior secondary schools in Sokoto State,
Nigeria. This means that placement of teachers yields nothing to teacher effectiveness in public
senior secondary schools in Sokoto State, Nigeria.

iit. The Negative and insignificant relationship was found between teacher orientation and teacher
effectiveness in public senior secondary schools in Sokoto State, Nigeria. This means that
orientation of newly teachers to do nothing with teachers’ effectiveness in public senior
secondary schools in Sokoto State, Nigeria.

Recommendations

Based on the findings of the study and conclusions drawn, the study offers the following

recommendations.

i. The management should continue to formulate strategies on teacher recruitment and improve
their effectiveness.

ii. The study recommended that head of schools should ensure regular and adequate orientation
programme in their school. Government should facilitate the programme by making it
compulsory through better funding of schools.

iit. Management and other relevant of stakeholders in Sokoto state should maintain and sustain the
strategies on placement of teachers in the state.
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