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ABSTRACT 

This study examined the influence of staff development programmes on job performance of academic staff  in public universities in Rivers State. Two 

research questions and two null hypotheses guided the study. The study adopted a descriptive survey design. The population of the study was 2771 

academic staff of the three public universities in Rivers State i.e. University of Port Harcourt, Rivers State University and Ignatius Ajuru University of 

Education. The sample of the study was 348 academic staff comprising 213 male and 135 female academic staff of the three universities. Taro Yamene 

formula was adopted in determining sampling sample size. The non-proportionate stratified sampling technique was adopted in selecting the sample of the 

study. The study used a researcher-designed questionnaire titled “Influence of Staff Development Programmes on Academic Staff Performance 

Questionnaire” for data collection. The instrument was validated by two experts in Educational Management from Rivers State University. The reliability 

of the instrument was established using the Cronbach Alpha statistics. Reliability coefficient of 0.82 and 0. 71 were obtained  indicating the instrument was 

reliable. The research questions were answered using the mean statistics and standard deviation while the hypotheses were tested using z-test statistics at 

0.05 level of significance. The findings of the study revealedthat academic staffs of RSU, UNIPORT and IAUOE perceive that off-the-job and on-the-

jobstaff development programmes influence performance of academic staff in public universities in Rivers State to a high extent. Based on the findings of 

the study, it was recommended that Universities Management should ensure the disbursement of funds from the Tertiary Education Trust Fund (TET Fund) 

to lecturers for trainings and attendance of seminars and conferences should be devoid of favoritism and nepotism to allow all qualified academic staff 

access to the fund for their development. This will greatly enhance their performance on the job. 
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Introduction 

Staff development is designed to help an individual or a group of people or workers to achieve quality performance and service, it uses 

organizational structures and procedures to facilitate learning., staff development is an ongoing process of education, training, learning and 

support activities and is covered with helping people or staff to grow within the organization in which they are employed. It is a strategic tool for 

an organizations’ continuing growth, productivity, and ability to retain valuable employees(Marriss, 2019) 

All-over the globe, staff development programme is deemed a captivator as an incentive scheme for academic staff performance. It ensures the 

growth and development of the lecturer as an individual, group and even as a union. Still development programmes carter for them, from the 

point of entry in employment as a new staff and climbs the structure or organizational ladder to higher academic laurels in the hierarchical level, 

through existing and newly introduced staff development schemes.  

Staff development programmes can take the form of on-the-job trainings and off-the-job training programmes. On-the-job training is a situation 

whereby the employee is trained in the work place either through the immediate supervisor or through specific in situ training sessions introduced 

when necessary as the employee performs his assigned task. The employee does not leave the entreprise for the training. Examples of these 

include induction, orientation, mentoring and in-house workshops etc. Off-the-job training programmes on the other hand involves a situation 

whereby an employee is released by the employer to attend refresher courses or granted training leave or sponsored to attend seminars, 

conferences and workshops in order to update his knowledge and skills in consonance with new development in his job (Ihejirika, 2016). Other 

examples of these include study fellowship awards, scholarships internships, sabbaticals, cross-postings, exchange programmes, industrial 

training,   other local and international placements, local and foreign conference, training, retraining programmes,  seminars and workshops, 

industrial and administrative placement, leave of absence for political, administrative,  industrial or management positions and attachments 

workshops, and even approved vacations for holidays, and a host of other technical, administrative and management provisions that enables staff 
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to serve in high public offices to ensure growth and development of academic staff, as incentive schemes for  staff performance in public 

universities in Rivers State.  

 These various staff development programme enables the academic staff to gain vital experience, and knowledge upon completion of such 

programmes returns to work, gains automatic promotional avenues and begins to climb higher in the hierarchy of posts in the academic and 

administrative structures or organogram of the university. This is a point where staff development programme(s) is perceived as a function of 

elevation, and promotion to higher and senior levels cadre of the University. 

It is glaringly clear that staff development programmes if adequately employed will motivate the academic staff for greater performance in public 

universities in Rivers State, as it imbues the lecturer with modern techniques, knowledge, abilities and skills for the job itself as enunciated by 

Herzberg et al (2001). In his research, he found that staff development of training, growth, achievement, advancement were part and parcel of 

knowing and understanding the job-content, and the job itself, and attaining and equipping the worker with the right skills for standard 

performance. Herzberg and his team made a categorical distinction between motivators which has to do with the job- itself, and the hygiene  

factors that have nothing to do with the performance of the work - itself referred to as dissatisfies and can only make the staff unhappy and not to 

perform better if they are not adequately provided. It is against this background that this study examines the influence of staff development 

programmes on job performance of academic staff in Public Universities in Rivers State. 

Statement of the Problem 

The university is a higher education institution saddled with the responsibility of training high level manpower to man various sectors of a 

nation’s economy. It also has the responsibility of knowledge generation through research. These responsibilities put universities at a very critical 

position in determining the level of development of a nation as no nation can development beyond the capacities of its human resources. 

Unfortunately, most employers of labour in Rivers State as in other parts of Nigeria have decried the poor quality of graduates of tertiary 

institutions in the state and country at large. They have claimed most graduates are unemployable as they lack the requisite knowledge and 

competencies to carry out jobs assigned to them. Consequently, these employers expend huge sums for training and retraining of these graduates. 

This problem is further exacerbated by the increasing rate of professional misconduct among lectures in universities as reported in the news and 

other places. While many factors could be responsible for these problems, the need for continuous staff development and training is inevitably 

one of them. 

Staff in public universities have to pay expend so much money to sponsor themselves in conferences and seminars with salaries that are barely 

enough unlike their counterparts in other parts of the world who get such trainings for free. Consequently, most of them do not attend these 

programmes as they ought to for lack of fund. The question then is does the provision of staff development programme have any influence on 

lecturers job performance in universities in Rivers State? Providing answer to this question is the problem of this study. 

 

Purpose of the Study 

The purpose of this study was to examine the influence of staff development programmes on job performance of academic staff in Public 

Universities in Rivers State. Specifically, the study sought to achieve the objective below: 

1. determine the extent to which off-the-job staff development programmes influence academic staff  job performance in public 

universities in Rivers State.  

2. find out the extent to whichon-the-job staff development programmes influence academic staff  job performance in public universities 

in Rivers State.  

 

Research Question 

1. To what extent dooff-the-job staff development programmes influence academic staff job performance in public universities in Rivers 

State? 

2. To what extent doon-the-job staff development programmes influence academic staff job performance in public universities in Rivers 

State? 

 

Hypotheses 

 The following null hypotheses were tested at 0.05 level of significance: 

1. There is no significant difference in the mean ratings of academic staff of RUS, UP and IAUOE on the extent to which off-the job staff 

development programmes influence academic staff  job performance in public universities in Rivers State. 

2. There is no significant difference in the mean ratings of academic staff of RUS, UP and IAUOE on the extent to which on-the-job staff 

development programmes influence academic staff  job performance in public universities in Rivers State. 
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Method 

This study adopted the descriptive survey design. The population of the study was 2,771 academic staff the three (3) public universities in Rivers 

State, namely; Rivers State University with 995 (nine hundred and ninety-three), University of Port Harcourt with 1,357 (one thousand three 

hundred and fifty-seven)  and the Ignatius Ajuru University of Education with 419 (four hundred and nineteen) academic staff. The sample of the 

study was 348 (three hundred and forty nine) respondents comprising 116 lecturers from each of the three public Universities in Rivers State i.e 

RSU, UNIPORT and IAUOE. Taro Yamene formula was adopted in determining the sample size. However, the simple random sampling 

technique was adopted in selecting 116 respondents from the population of lecturers in each school to arrive at the sample size of 348. The 

instrument used for data collection in this study was a self-designed questionnaire titled: “Influence of Staff Development Programmes on 

Academic Staff Performance in Public Universities Questionnaire”, (IISASPQ). Responses to the questionnaire items were structured four-point 

summated rating scale of Very High Extent (VHE) rated 4points, High Extent (HE) rated 3 – points, Low Extent (LE) rated 2 – points and Very 

Low Extent (VLE) rated 1-point. The instrument was validated by two experts in Educational Management. A test of internal consistency was 

carried out using Cronbach Alpha to establish the reliability of the instrument. Reliability indexes of 0.81 and 0.82 were obtained. Data collected 

for the research questions were analyzed using mean and standard deviation while the hypotheses were tested using Analysis of Variance  

statistics at 0.05 level of significance. 

Results 

Research Question 1: To what extent do off-the-job staff development programmes influence academic staff job performance in Public 

Universities in Rivers State? 

Table 1: Mean and Standard Deviation Scores of Respondents on the Influence of Staff Development Programme on Job Performance of 

Academic Staff  

 

S/N ITEMS 

RSU 

N=116 

UNIPORT 

N=112 IAUOE N=112 

 

 

 Mean SD 

 

Mean 

 

SD Mean SD 

 

Remark  

1. Provision of support  to academic staff for attendance of 

conferences will improve their knowledge and make 

them teach better. 

 

2.66 

 

1.05 

 

2.67 

 

1.01 

 

2.64 

 

1.03 

 

 

High Extent 

2. Provision of study fellowships for academic staff 

encourages staff to access training in reputable 

universities abroad and this makes carry out their jobs 

according to international standards.  

2.79 1.08 
 

2.71 

 

0.78 
2.65 1.07 

 

High Extent 

3. Staff development programmes will improve lecturers 

effectiveness on the job if the process of accessing such 

programmes is devoid of favouritism. 

 

 

2.60 

 

 

0.75 

 

 

 

2.63 

 

 

 

0.65 

 

 

2.59 

 

 

0.61 

 

 

 

High Extent 

4. Exposing lecturers to professional trainings outside their 

place of work in their fields of study improves their 

efficiency on the job. 

 

2.88 

 

0.94 

 

 

 

2.90 

 

 

 

0.83 

 

2.78 

 

0.85 

 

 

 

High Extent 

5 Provision of funding for masters and Ph.D programmes 

for lecturers updates  their knowledge on their field of 

study and makes them teach better. 

2.50 0.56 
 

2.53 

 

0.64 
2.55 0.60 

 

 

High Extent 

6 Attendance of seminars and webinars organized by local 

and international organizations on related fields keeps 

lecturers abreast with innovations in their field which 

makes them give out current knowledge while teaching. 

3.00 0.88 
 

3.02 

 

1.01 
3.09 0.77 

 

 

 

High Extent 

7 Sabbatical leaves exposes academic staff to sharing 

knowledge with other lecturers so as to improve on what 

they are doing 

2.87 0.71 
 

2.82 

 

0.82 
2.83 0.80 

 

 

High Extent 

 Grand Total 2.76 

 

2.75  2.73 

 

High Extent 
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Data analysed in Table 1 showed that the mean scores for all the items in the table are above the criterion mean of 2.50. This means that 

majority of the respondents (academic staff of the three universities under study) agreed with all the items in the table. With grand mean 

scores of 2.76, 2.75 and 2.73 for academic staff of RSU, UNIPORT and IAUOE respectively, the answer to research question 1 is that 

academic staff of the three universities agreed that off-the-job staff development programmes influence job performance of academic staff 

in public universities in Rivers State to a high extent. 

Research Question 2: To what extent doon-the-job staff development programmes influence academic staff  job performance in public 

universities in Rivers State? 

 

Table 2: Mean and Standard Deviation Scores of Respondents on Influence of On-the-Job Staff Development Programmes on Job 

Performance of Academic Staff  

 

The analysed data in Table 2 revealed that the mean scores of item the mean scores for all the items in the table are above the criterion mean 

of 2.50. This means that majority of the respondents (academic staff of the three universities under study) agreed with all the items in the 

table. With grand mean scores of 2.70, 2.66 and 2.67 for academic staff of RSU, UNIPORT and IAUOE respectively, the answer to 

research question 2 is that academic staff of the three universities agreed that on-the-job staff development programmes influence job 

performance of academic staff in public universities in Rivers State to a high extent. 

 

Test of Hypotheses 

Ho1: There is no significant difference in the mean ratings of academic staff of RSU, UNIPORT and IAUOE on the extent to which off-the-job 

staff development programmes academic staff job performance in public universities in Rivers State.  

Table 3: ANOVA Analysis on the Influence of Off-the-Job Staff Development on the Performance of Academic Staff in Public 

Universities 

Sources of Variance Sum of Squares Df Mean Square F Sig. Decision 

Between Groups 0.0530 2 0.0265 0.0384 0.9623 
Failed to 

Reject 

Within Groups 232.3603 337 0.6895       

Total 232.4133 339         

 

 

S/N ITEMS 

RSU 

N=116 

UNIPORT 

N=112 

IAUOE 

N=112 

 

 

 Mean SD 

 

Mean 

 

SD Mean SD 

 

Remark  

1. Periodic staff re-orientation programmes in universities will 

improve lecturers teaching and research activities. 
2.65 0.59 

 

2.63 

 

0.54 
2.56 0.52 

, 

High Extent 

2. Introduction of ICT training centres for lecturers within the 

university will make lecturers adjust to the use of innovative 

teaching approaches and tools 

      2.50 0.68 

 

2.52 

 

0.64 2.68 0.61 

 

High Extent 

3 Pairing less experience staff with experience ones for 

mentoring purposes improves the new staff efficiency in 

teaching and research. 

     2.80 0.85 

 

2.86 

 

0.77 2.70 0.70 

 

High Extent 

4. Periodic workshops on job ethics by universities will reduce 

cases of professional misconduct among academic staff 
     2.57 0.67 

 

2.50 

 

0.52 
2.52 0.60 

 

High Extent 

5. Organizing departmental orientation programmes for newly 

employed academic staff will improve their efficiency on the 

job. 

2.56 0.65 

 

2.50 

 

0.63 2.61 0.66 

 

High Extent 

6 Engaging academic staff in team teaching equips less 

experienced staff with the knowledge and skills to deliver 

their lessons and this improves their teaching 

3.19 0.88 

 

3.10 

 

1.01 3.00 0.99 

 

High Extent 

 

 

Grand Total 2.70 

 

 

 

 

2.66 

 

2.67 

 

 

 

 

High Extent 
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The analyzed data in Table 3 revealed that the F value is 0.0384 at 2 and 337 degree of freedom. Since the p-value of 0.9623 is greater than 

0.05, the null was not rejected indicating that there is no significant difference in the mean ratings of academic staff of RSU, UNIPORT and 

IAUOE on the extent to which off-the-job staff development programmes influence academic staff job performance in public universities in 

Rivers State.  

Ho2:There is no significant difference in the mean ratings of academic staff of RUS, UP and IAUOE on the extent to which on-the-job staff 

development programmes influence academic staff  job performance in public universities in Rivers State. 

Table 4: ANOVA Analysis on the Influence of On-the-Job Staff Development on the Performance of Academic Staff in Public 

Universities 

 

Sources of Variance Sum of Squares Df Mean Square F Sig. Decision 

Between Groups 0.1440 2 0.0720 0.1190 0.8879 
Failed to 

Reject 

Within Groups 203.9503 337 0.6052       

Total 204.0943 339         

Significant at sig < .05 

 

The data in Table 4 revealed that the F value is 0.1190 at 2 and 337 degree of freedom. Since the p-value of 08879 is greater than 0.05, the null 

was not rejected indicating that there is no significant difference in the mean ratings of academic staff of RSU, UNIPORT and IAUOE on the 

extent to which on-the-job staff development programmes influence academic staff job performance in public universities in Rivers State.  

Discussion of Findings 

The result of the findings of the analysed data for research question one showed that academic staffs of RSU, UNIPORT and IAUOE perceive 

that off-the-jobstaff development programmes influence performance of academic staff in public universities in Rivers State to a high extent. Off-

the-job staff development programmes such as study fellowship awards, sponsorship of conferences and seminars and other off-the-job training 

opportunities influence the performance academic staff on their jobs. The corresponding hypotheses one revealed that that there is no significant 

difference in the mean ratings of academic staff of RSU, UNIPORT and IAUOE on the extent to which off-the-job staff development 

programmes influence the job performance of academic staff in public universities in Rivers State.This finding is supported by the findings of 

Nelson (1977), and Akwinunmi (2000) which revealed that staff development programmes is deemed a captivator as an incentive scheme for 

academic staff performance. It ensures the growth and development of the lecturer as an individual, group and even as a union, in their academic 

staff union of universities. 

The findings of the study in research question two revealed that academic staffs of RSU, UNIPORT and IAUOE perceive that on-the-jobstaff 

development programmes influence performance of academic staff in public universities in Rivers State to a high extent. On-the-job staff 

development programmes such as university organized staff re-orientation programmes, ICT trainings for academic staff, mentoring programmes, 

periodic workshops, departmental orientation programmes and team teaching influence the performance of academic staff in public universities in 

Rivers State to a high extent. This finding agrees with the findings of Effiong (2017) which revealed that through mentoring study leaves, 

coaching, monitoring and other professional development practices teachers are adequately prepare to teach, examine learners, guide and counsel 

them.  

Conclusion 

Based on the findings of the study, it was concluded that staff development programmes which take the form of on-the-job trainings such as staff 

reorientation programmes, mentoring programmes, periodic workshops and induction programmes and off-the-job trainings such as conferences, 

seminars, Masters and PhD programmes and sabbatical leaves have positive influence on lecturers job performance. Through these trainings they 

acquire updated knowledge and skills in their areas of specialization which makes them teach better. 

Recommendations  

Based on the findings of the study, it was recommended that:  

1. Universities Management should ensure the disbursement of funds from the Tertiary Education Trust Fund (TET Fund) to lecturers for 

trainings and attendance of seminars and conferences should be devoid of favoritism and nepotism to allow all qualified academic staff 

access to the fund for their development. This will greatly enhance their performance on the job. 

2. University management should set up a department in their Information and Communication Centre where lecturers can periodically go 

and learn how to adopt ICT in teaching. 
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