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INTRODUCTION 
With rapid changes in the education system, 

Educational organizations are increasingly looking or 

focusing at human resource management practices as a 

unique asset that can provide sustained competitive 

advantage. Human resource management is considered 

by many to be the most important assets of an 

educational organization for sustaining competitiveness 

through their output and services. Human resource 

management has been seen as an important contributor 

to the success of any educational organization such as 

Universities, Colleges of education, secondary and 

Primary schools. 

Armstrong (2006) posits that human resource as 

strategic and coherent approach to the management of 

an organization is most valued assets, the people 

working there who individually or collectively 

contributes to the achievement of its objectives. Human 

resource management represents one of the 

organizations’ largest investments. This implies that, to 

provide the educational service to learners, the  

 

education sectors requires strategically developed 

human  resources that will deliver the service to the 

satisfaction of all stake holders. Besides, the education 

sector faces a huge task for providing relevant 

education for supporting national development several 

concerns therefore need to be addressed. How is the 

practice contributing to relevant of education by 

addressing the concerns of stake holders through the 

dimension of administrative efficiency in school 

system? How is the human resources management 

practices currently adopted in the education sector? 

Managing people or individual in an organization 

has been an issue of serious concern ever since. 

Consequently, managing people in an organization is 

fundamental. It has been identify as key factors towards 

the realization of organization effectiveness, goals and 

objectives. Managing the workforce is of topmost 

priority and applicable to both public and private 

sectors. Hall and Goddele in Peretomode and 

Peretomode (2001) succinctly put that, it is a mutually 

field of study and practices, this explain that, it is 
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focused on the entire process of planning, discovery, 

building, coordinating, utilizing labour force and usage 

of it formal system for the management of people 

within the organization until and after their retirement. 

Organization be it education, business, public or 

private, small of large, simple of complex, crave to get 

knowledgeable person in to the fold to produce positive 

result. They are put in place in order to achieve certain 

objectives and goals. The attainment of these goals 

depends on the accessibility of resources in the right 

category, quantity and quality. More so, it ultimately 

depends on powers utilization of these resources to 

make impact upon the achievement of organizational 

goals. 

Human resources refer to all cases of workforce 

supervisor and managers, skilled and unskilled in an 

organization. If they are well-treated and adequately 

motivated, it can lead to increase in output in the 

organization. 

The continued existences of an organization, its 

improved performance are contingent on human 

resources. Therefore, the important of human resources 

and it proper management as it relevant to organization 

success cannot be under estimated. Without proper 

human resources, even the best- planned organization 

that is guided by elegant plans, with needed equipment, 

cannot accomplish it quality delivery. Consequently, 

motivation and proper management of human resources 

and utilizing of the non-human resources is necessary if 

organization is to achieve its goals. This implies that an 

organization has to plan for it human resources needs 

for now and the future. The proper management of the 

available human resources in the school will be to an 

extent guarantee effectives teaching and learning. This 

is one major area in which school administrators have 

to exhibit their management skills by ensuring that 

human resource are neither over utilized nor 

underutilized as neither of these extremes will yield any 

positive divided. 

Obviously the teaching profession has become an 

integral part of the technology- driven world, with its 

attendant transformational changes. But despite the pre-

eminent position that education occupies in national 

development, there have been continued government 

neglect of teacher’s welfare, there are no incentives and 

other packages that will challenge them to greater 

professionalism. Teachers in Nigeria and other 

developing nation are still trying to catch up with their 

counterpart across the world.  

It has been observed that staff motivation through 

incentives has the capacity to increase staff morale raise 

productivity, inspire staff loyalty and also drive quality 

delivery. Placement is another important factor that 

enhances administration efficiency. when teacher or 

staff are not properly place according to his area of 

specialization that will result to underutilization and 

when the teacher are over used that also will lead to 

over utilization and this will lead to low productivity. 

Therefore, proper management and adoption of the 

principle of human resource management become a 

sine-quanon for the school head and the available 

human resources should be optimally utilized in order 

to facilitate administrative efficiency which is a school 

system could facilitate effective teaching and learning. 

Obasi et al (2007) maintained that the job of a 

manager (school administrator) lies in his effort to 

perform the following tasks satisfactory. 

a. Create internal harmony between himself and 

his staff and among staff 

b. Accomplish the school goals and societal 

expectation  

c. Achieve high reputation to himself, his staff 

and student and people’s expectation of his 

output. 

That a good human resources manager can then be 

described as a person who organized and motivate other 

organizational members to achieve desired result 

capable of keeping the organization alive through total 

quality management (TQM). The principle should be 

able to understand and carefully relate with the other 

member and their individual’s needs in order to ensure 

organizational success. School administrator should 

possess the wisdom of integrating staff needs the 

oneness of purpose needed for maximum achievement. 

An administrator understanding of what motivates the 

individual staff is essential to enhance his abilities and 

activating and releasing their innate potential for the 

benefits and success of the institution. 

The realization of the goals of educational 

institution depends to a large extent on how well their 

human resources are being managed. The term 

‘’management’’ has been describe by different people 

or authorities. 

According to Cole (2002) that management is the 

organization and mobilization of all the resource of an 

organization for the achievement of identified 

objectives. This means that management has to do with 

all the resource (human and maternal) together to bring 

about efficiency and effectiveness which will result to 

the realization of organizational goal and objectives. 

Casio (2006) opined that management simply refers to 

the purposeful employment of resources to achieve 

specified organizational objectives. This means that 

management is a deliberate action targeted towards 

achieving institutional goals and objectives. Okeke 

(2007) and Akubue (2003) defined it as involving all 

actuaries’ and responsibility aimed at supporting the 

function that are associated with the staff of an 

organization which includes recruitment, selection, 

placement, staff training and development, job analysis, 

compensation and staff performance appraisal. This 

means that management is objectives in nature and 

deliberates with the sole aim of realizing organizational 

objectives.    In the same vein, Oboegbulem (2004) 

explains that human resource management as the 

manpower activities of any organization which embrace 



                                                                                                                                        Global J Res Human Cul Stud. 2021; 1(1), 23-31 
 

          @ 2021 | PUBLISHED BY GLOBAL JOURNAL OF RESEARCH PUBLICATION, INDIA                       

 

25 

recruitment, compensation, personnel policies and 

evaluation of staff for organizational activities. 

However, human resource management clearly 

shows that it is an activity that is concerned with the 

procurement of the required staff; their development 

and maintenance in order to enable them contribute to 

the achievement of organizational goals. Therefore, 

human resources management also geared towards 

harnessing of the people’s skills, capacities and 

competencies for the effective and efficient 

achievement of organizational goals. However, in this 

research, human resource management is practically 

defined as the systematic process of recruiting, 

selecting, developing, motivating, controlling staff and 

appraising their performance to ensure administrative 

efficiency in the School system. 

Human resource management in an educational 

institution provides a framework to consciously plan, 

direct and implements policies and decisions that will 

lead to the procurement and proper utilization of the 

human resource needed for the accomplishment of the 

stated educational goals. 

Cartwright (2005) and Cumming (2008) argued that 

human resource management enables educational 

organizations to plan their organizational structure 

through proper and effective recruitment and selection, 

development and appraisal of personnel to fill the roles 

designed into the structure. 

Considering the above postulations, one can 

maintain that it is the rational activity through which 

educational institutions procure, develop, motivate and 

control their human resources for the achievement of 

organizational goals and objectives. This implies that 

human resource management is invariably a holistic 

process that plays a positive ensuring administrative 

efficiency in educational institution. It is against this 

backdrop that Okeke and Onyia have spelt out the 

expected human resource management practices such as 

staff recruitment and selection, staff training and 

development, staff motivation, staff discipline and 

control and staff performance appraisal. 

The management of human resource is however a 

difficult task. But of prime importance is the bringing 

together of resources and allocation using adequate 

procedure and processes. This research therefore 

focuses on the human resource management practices 

as a thermostat for administrative efficiency in a school. 

CONCEPTUAL CLARIFICATION  

Administrative Efficiency in a School System  

Igbegiri and Mbagwu (2019); Opined that 

administration is the application of all important 

statutory provisions in running the educational system 

in such a way that the goals and objectives of setting up 

the institutions of learning will be achieved maximally. 

They further explained that in a school system, 

administration emphasis on bringing men and materials 

together for effective and functional teaching and 

learning process. This is in line with Obeka (2007) who 

maintained that administration in a complementary 

sense, is the application of authority for the good of all 

people in the system; it has to do with enforcing 

compliance with policies, performances, circulars and 

other forms of instructions/directives from superior 

offices in the school system. In line with this research, 

administration can be seen as efforts directed towards 

the enhancement of teaching and learning process. 

Educational administration deals with the public, 

teachers and other officers, students, the ministry or 

board of education, the governing council in case of 

higher institution, all these efforts and activities are 

primarily aimed at effective teaching and learning 

process for the attainment of school objectives. 

According to Okoroma (2007) that administration is 

an integral part of an organized society; it is crucially 

needed for maintaining and expanding the relevance, 

effectiveness and productivity of complex institution. 

Igbegiri and Mbagwu (2019), explains that 

Administrative efficiency is conceptualized as 

worktable approaches to creatively direct, control and 

utilize the efforts of people and available materials 

towards the achievement of stated goals and objectives 

of school within the provided regulation. In a school 

system, efficiency occurs when everything possible has 

been done by school or a school administrator to 

minimize cost while waste is kept to a minimum. This 

could also mean the quality of doing something well 

without waste of time or money or the relationship 

between the staff in the school system and the amount 

(results) it produces, that is achieving the cleared 

objectives of the school system. 

One major factor in this process is the school 

administrator; his originally assigned role in the 

education process is to coordinate the human resource 

and material resource in ensuring efficiency in the 

school system. The teacher in this case, also performs a 

prominent role in the educational process. 

COMPONENTS OF HUMAN RESOURCE 

MANAGEMENT PRACTICES 

The determination of the human resource management 

practices for administrative efficiency in a school 

system by this research was anchored on these 

components. 

- Staff recruitment 

- Staff training and development 

- Staff motivation 

- Staff discipline and control 

- Staff performance appraisal 

Staff recruitment 

Staff recruitment is an exercise carried out by the 

management of an organization; for example, in a 

school system it is an exercise embarked by the 

ministry of Education and its agencies. The purpose of 

having efficient and effective procedures of recruitment 

in school system is to find and employ staff who can 

consistently fulfill their roles as well as have the 
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capability of taking on increased responsibilities for 

administrative efficiency in the school system. 

To achieve the above purpose of staff recruitment in 

school, certain conditions must be fulfilled. For 

instance, Onah (2008) remarked that the job vacancies 

should be well advertised in either the national press, 

the internet, through a selection consultant or using a 

commercial employment agency. 

The purpose of advertising the vacancies using any 

of these media according to Okeke and Onyia (2009) is 

to attract sufficient applications from suitably qualified 

applicants. This shows that a good job advertisement is 

one that stimulate a considerable member of enquires, 

interests and applications from job seekers. Based on 

the above assertion, one can conclude that a recruitment 

exercise involves three basic steps aimed at recruiting 

the qualified staff that can contribute immensely to 

administrative efficiency in school system. These steps 

includes; determining the areas of staff need, 

advertising the vacancies and receiving the applications 

of candidates. Onah (2008), selection is the processing 

and rank ordering of the applications and interviewing 

applications in order to determine the offer of jobs. This 

definition of selection shows that selection activities 

aim at identifying the most suitable applicants and 

allowing them to join the school. It is thus seen that the 

selection process acts as a filter determining whether 

applicants become suitable or not. The staff selection 

process is therefore, seen as being pivotal to the 

accomplishment of administrative efficiency which 

eventually bring about realizing institutional objectives 

(school). 

In the staff selection process once a decision to 

appoint a candidate has been made an offer of 

employment must be made either verbally or in written 

form. The next procedure is regarded as staff 

placement. Armstrong (2006) defined staff placement 

as the assignment of selected staff to specific job. This 

definition shows that placement can be seen as the 

process of appointing or investing an appointee with the 

authority to perform a stated role. 

The major purpose of staff placement according to 

Nwosu (2008) is to fit in selected staff in places where 

they will offer their services maximally based on their 

knowledge, skills and competencies. In a school, school 

administrator should take note that positioning the right 

teaching manpower resource in the right place is a pre-

requisite for achieving educational growth and 

development. In addition, Adelebu (2005) maintained 

that teachers are supposed to be assigned classes and 

subject purely on the basis of the vacancies, 

qualification and area of specialization rather than their 

interest and experience background. If it is based on 

qualification and area of specialization efficiency 

eventually leads to quality education delivery. 

Staff training and development 

Training and development are formal procedures 

which educational institution uses to facilitate its 

employees learning and growth so that their resultant 

behavior can contribute to the attainment of both can 

contribute to the attainment of both the educational 

goals and individual goals and objectives. Ifidon (2000) 

opined that training refers to as an organized and 

coordinated development of knowledge, skill and 

attitude needed by an individual to master a given 

situation or perform a certain task within an 

organizational setting. Craig (2003) maintained that 

training simply refers to process that develop and 

improved skill related to performance. 

Base on the above understanding of staff training, 

one can conclude here that the essence of staff training 

as an essential of human resources management 

practices it intend to Improve staff performance, reduce 

labour turn over and ensure greater employee 

satisfaction. This means that staff training programs of 

school have to include all school staff, secondary, 

colleges of education, polytechnics and universities. To 

support this assertion, Bloom and Naylor (2003) also 

noted that training programs should include those who 

are promoted to higher level job and the periodic 

retraining of present employee by mean of refresher 

course. 

Obi (2003) categorized training programs in 

educational institution into three forms namely: 

orientation training, on-the-job training and in-services 

training programmes. The further explained that 

orientation training is the training provides for new 

employee of an organization in order to enable  them 

adapt to the system and put in all that is necessary to 

bring about administrative efficiency in a school 

system, this will in no measure ensure the realization of 

the set  goals of the organization.   

On the-job training is the kind of training which 

allows the learners to practice with the actual tools in 

the environment of his job. According to Onah (2008) 

on the-job training is essentially the function of a 

manager or supervisor. In-service training, on the other 

hand, refers to educational programs such as seminars, 

workshops, conference and further studies in a tertiary 

education institution which are provided for the staff of 

an organization in the order to improve and update the 

air knowledge and skills and make them adaptable to 

changing situation. This anchored on the fact that it 

prepares all calibers of staff in the school system for 

improved performance in their jobs. Through staff 

training, therefore, new and in experienced staff are 

enabled to become acquainted with the new approaches, 

policies, ideas and concepts. Therefore, all and sundry 

in the school system requires training in order to 

improve on their job performance as well as combat the 

operational obstacles of professional and scientific 

personnel and put them in a better position to 

accomplish quality education delivery. 

Staff development, on the other hand, is another 

component of human resources management practices 

that does not only enable staff to become effective in 
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their jobs but also efficient. Akpan (1992), staff 

development is the process whereby an employee is 

enabled to grow in the job through acquisition of wide 

experience, breadth and increasing confidence resulting 

from exercise of varied and tested responsibilities in 

order to enable him reach the top or achieve his best in 

his profession. Cole (2002) maintained that staff 

development is any learning activity which is directed 

towards further needs rather than present needs and 

which is concerned more with career growth than 

immediate performance. 

Based on the above assertions, staff development 

can be viewed as programs in school aimed at preparing 

the school staff to meet the schools future staff 

requirements and the growth need of the individual 

staff. Thus, the focus of staff development in 

educational system should be a priority. 

 

STAFF MOTIVATION 

Staff motivation is another important human 

resources management function performed in school for 

an administrative efficiency which will lead to the 

developing of quality education. Denga (1990), 

motivation refers to internal forces that ignite, propel, 

energize, arouse, direct, regulate and sustain behavior 

towards goal attainment. Uko and Ederuo (1992) that 

motivation is an inner drive consisting of such factors 

as the individuals biological, personal, social and 

emotional feelings that spur him to do certain things. In 

the view Campbell and Greggs (1997), motivation 

involves the direction of behavior, the strength of 

responses and the persistence of the behavior towards 

identified goals. 

It can be deduced from the above definition that 

staff motivation is a conscious effort aimed at inducing, 

inspiring, encouraging and inciting school staff to 

action directed towards the accomplishment of 

organizational goals and objectives. This definition also 

indicates that motivation consists of the perceptions, 

methods and activities used by school administrator for 

the purpose of providing a climate that is conducive to 

the satisfaction of the various needs of the staff so that 

they may become satisfied, dedicated and effective task 

performers in the school goal of quality education 

delivery. It is thus seen that staff motivation spurs 

readiness for action on the part of school staff and their 

motivational level will determine the extent to which 

they will respond to opportunities, responsibilities and 

the organizational rules and regulations. Hence, the 

need for staff motivation in effective human resource 

management for administrative efficiency in schools. 

Kochar (2002) maintained that the motivational 

forces that propel behavior towards action for goal 

attainment may be in the form of staff needs, desires 

and motives that have been met by the organization. Is 

on this regards that Obi (1997) had earlier observed that 

any organization that has a program which helps the 

workers to satisfy their needs and desires will certainly 

enjoy the workers royalty, commitment and hard work 

in the achievement of the organizational goals. In 

addition to the above approaches to staff motivation, 

Novit (2002) is in support of Obi’s view by 

emphasizing that school administrators ought to foresee 

and satisfy the needs of their staff which will motivate 

them towards good relationship and effectiveness in 

duties. It can be deducted from the foregoing view that 

an effective and efficient motivation of staff in schools 

enables the school to operate at optimal level. 

In a school system, there are various ways staff are 

motivated to perform maximally for administrative 

efficiency which will result to quality delivery. This 

includes; 

➢ Adequate and prompt payment of salary and 

allowance. 

➢ Regular promotion. 

➢ Provision of jobs security. 

➢ Welfare needs. 

➢ Considerable staff work load. 

➢ Maintaining cordial relationship. 

 

STAFF DISCIPLINE AND CONTROL 

Staff discipline and control are also important 

human resource management practices carried out by 

school administrators in order to bring about 

administrative efficiency in their schools. The 

importance attached to these function is anchored on the 

fact that the survival of the educational system depend 

largely on the quality of its employee and how much 

they are able to align themselves to  the goal and 

policies of the school. Onah (2008) postulates that staff 

discipline deals with the level of which the employee of 

an organization are able to conform and submit 

themselves to the rules and regulation governing their 

conduct outside the immediate working place but which 

has implications that borders on the status of the 

employee as a member of the organization. These rules 

may cover general terms of employment, hours of work, 

communication channels, performance standards, 

organizational expectations and general employee 

conduct Nnabuo (2001), explained that these rules and 

regulations are made by the organization as an 

extension of its broad policies and goals and are meant 

to guarantee the co-operation of its employee in the 

pursuit of organizational goals. 

Base on the above assertions, one can conclude that 

staff discipline and control measures, that school 

employee are willing, without any form of force, to 

submit themselves to establish rules and regulations and 

allow their actions and conduct as employees to be 

guided. School administrators are therefore, expected to 

maintain disciplinary standards in their institutions. It is 

imperative that while they try to maintain good 

relationship with their staff, they also need to take 

disciplinary action against any erring staff.   

 Koontz, O’Donnel and Weihrich (1990) 

conceptualized staff control measures in terms of 

measurement and correction of performance activities 

in order to ensure that organizational objectives and the 
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plans devised to attain them are being accomplished. 

Similarly, Gross (1996) maintained that control 

comprises of verifying whether everything occurs in 

conformity with the plan adopted, the instructions 

issued and the principles established.  From the above 

assertion, one can deduce that staff control focuses on 

pointing out weaknesses and errors in order to rectify 

them and prevent re-occurrence. Therefore, the purpose 

of control is to compel events to confirm to plan 

directed at the accomplishments of goals. 

Staffs discipline is employee-centered while staff 

control is organization-centered. Therefore, staff control 

can be seen also as the power and authority of a school 

to direct, order, or restrain the activities and conducts of 

its employees with a view of ensuring their conformity 

with the schools plans and objectives. Maduagwu and 

Nwogu (2006), that staff control encapsulates 

organizational efforts to ensure that employee’s 

behavior is in line with organizational plans and 

standards. This implies that after behavior standards and 

plans have been set in the school, control it on 

represents the schools effort to ensure its employee’s 

compliance with these standards. 

Staff discipline and control deal essentially with the 

ability of employees to remain within the bound of the 

rules of conduct as defined by the school. They also 

connote the employee’s submission to the schools 

authority to direct or restrain their activities in the 

workplace. In enforcing staff discipline and control, in 

educational organization, the authorities must be 

disciplined and be a role model. In other words, to bring 

about administrative efficiency, there must be discipline 

and control. 

 

STAFF PERFORMANCE APPRAISAL 

Staff performance appraisal is an important human 

resource management practice carried by school 

administrators in their course of managing the school 

human resource for quality education delivery. A 

performance appraisal ignites each employee’s actual 

performance. Moorhead and Griffin (1990) believes 

that the essence of staff performance appreciated in 

educational organizational is to evaluate employee’s 

work behavior by measurement and comparison with 

previously established standards, record results of 

performance and communicate them to the employees. 

Gbeja (1992) maintained that there should be regular 

staff performance appraisal so as to constantly identify 

the strength and weakness of the staff of an 

organization. This implies that staff performance 

appraisal enables the school staff to gain infirmity on 

their job performance. Therefore, a proper staff 

performance appraisal exercise in school will review 

their staff’s performance, conduct and will aspects of 

their job that need to be appraised. 

Subsequently, the attitudes, conduct and 

performance behavior that need improvement will be 

highlighted and corrective measures taken to ameliorate 

item. 

The absence of proper appraisals, the school staff 

may go on for years without being aware of areas in 

their performance that need change, including 

disciplinary matters. Hence, the need for effective staff 

performance appraisal which will enhance 

administrative efficiency resulting to quality education 

delivery; It is thus seen that staff performance appraisal 

is task that schools are expected to be committed to in 

their management of human resources for 

administrative efficiency. This is true of the fact that 

they are responsible for achieving results and these 

results are obtained from their management of the 

human resources of the school. All of these require 

monitoring and monitoring means setting standards, 

measuring performance and taking appropriate action 

for improvement, where and when necessary. 

Ajayi (1993) buttressed that performance appraisals 

are carried out in schools for the following reasons; 

➢ Identify an individual’s current level of job 

performance. 

➢ Identify employee’s strength and weaknesses. 

➢ Enables employee’s to improve their job 

performance. 

➢ Provide a basis for rewarding employees in 

relation to their contributing to the educational 

goals. 

➢ Motivate individuals (staff) in the school 

system. 

➢ Identify training and development needs or the 

educational organization staff. 

➢ Identify potential performance. 

➢ Provide information for succession planning. 

➢ Draw the attention of the school administrators 

to present performance of their staff in their 

job in order to reward them fairly. 

➢ Identify those that should be promoted or 

transferred. 

Obviously, the importance attached to staff 

performance appraisal in educational organization has 

made it so crucial in human resource management 

function in bringing about administrative efficiency in 

school system. It is an effective tool for determining the 

extent to which the educational organization objectives 

as judged by staff performance have been achieved. 

 

Challeges Encountered in Human Resource 

Management Practices for Administrative Efficiency 

in a System 

Mbagwu (2008), Babuloni (2010), Barikor (2006), 

Mbarame (2008) and Ezeife (2011) identified several 

challenges encountered in human resource management 

practices in educational organization which includes; 

➢ Insufficient funds. 

➢ Misappropriation of school funds. 

➢ Political interference. 

➢ Lack of professional libraries. 

➢ Inadequate training of school administrators. 

➢ Indiscipline among staff. 
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Insufficient Funds 

This has to do with when the funds to carry out some 

administrative function are limited or short supply, such 

as procurement and training of staff. 

Misappropriation of School Funds 

This is when the funds appropriated for effective human 

resource management are channeled wrongly or used 

for a different purpose. 

Political Interference 

This is when the politicians, office holders in the state 

and federal level dabble into management and affairs of 

the educational institutions. For example in terms of 

employment, recruitment, promotion and transfer. 

Lack of Professional Libraries 

This implies that when there is inadequate or absence of 

libraries for the professional development of staff.   

Inadequate Training of School Administrators  

Ogunsaju (2004) maintained that school administrators 

need adequate training and that there are various types 

of training available to educators. The school 

administrators need professional training in the field of 

human resource management practice as to bring about 

administrative efficiency. 

Indiscipline among Staff 

This has to do with when the school administrator and 

teacher are bankrupt morally as against the professional 

ethics. This range from truancy and other misconducts 

which negatively affects the administrative performance 

of the school administrators; Nyabuko (2007) 

established that these negative attribute contribute 

greatly to the ineffective (poor) performance of the 

learners. It slows down the achievement of educational 

goals and objectives. 

Inadequate Staff Motivation 

Inadequate motivation is seen as the major or one of the 

main problems confronting the human resource 

management practices for administrative efficiency in a 

school system, when the school when the school 

administrator and teacher are not given much needed 

incentives that will ensure them to do more work to 

enhance productivity, such as increment in salary and 

allowance, adequate teaching and learning facilities. 

This is to a large extent the reason why much is not 

achieved in the education industry. (Igbegiri 2019). 

Irregular Staff Performance Appraisal 

The ideal of staff performance appraisal in school 

system is to evaluate employee’s work behavior by 

measurement and compassion with previously 

established standard, record the result of performance 

and communicate them to the employee. Staff 

performance appraisal deals with performance level of 

staff and the area that need improvement. It is thus seen 

that staff performance appraisal is a task that school are 

expected to be committed in their management of 

human resources for quality education delivery. When it 

is neglected with school administration, it will lead to a 

breakdown in the smooth operation of school system. 

Ways of Improving Human Resource Management 

Practices for Administrative Efficiency in a School 

System 

To ensure the improvement of human resources 

management practice in a school system the following 

ways should be adhere to: 

- In-service training for staff  

- Decision making in school 

- Adequate staff motivation 

- Quality control for school improvement 

- Adequate funding and facilities management  

 

In-Service Training for Staff 

For effective human resource management practices, in-

services training become critical for all school 

administrators or managers. Akinleye (2001) and 

Commeyas (2003) maintained that in-service training 

improves teacher teaching skill why student learn better 

in the hand of such teacher who have the current skill 

and managerial acumen. The school administrator can 

efficiently and effectively manage the school system; 

this means that in service training is a panacea for the 

advancement of school system. Brock etal (2006) 

asserted that investment in training as an ingredient to 

human capacity building that is, the foundation needed 

to realize increase productivity, most importantly 

technological innovation. 

Decisions Making in School 

Effective decision making in a school system is a 

panacea in the improvement of human resource 

management practices. In making human resource 

effectives and efficient, school heads must include or 

inculcate the ideas of the staff given them the sense of 

belonging and accelerating the efficiency of the school 

system, to ensure that rational decision are made and 

double standard are not applied in decision making, all 

the stake holder should be allowed to make decision as 

at when due especially the staff in the school. Decision 

is the key to any organization whether formal or 

informal. 

Adequate Staff Motivation 

Attractive salaries, promotion, regular payment of 

salaries, study leave and in-service training are 

motivator for staff. Staff motivation in school system is 

a major force for staff satisfactory job performance and 

productivity. 

Quality Control for School Improvement  

This is a major strategy in enhancing human resource 

management in a school system. It is the means of 

ensuring academic excellence and directing all efforts 

towards the achievement of set standard, educational 

plan, programmes and objectives in school. All hands 

must be on deck, the school administrators, staff need to 

improve the school system through quality control, 

effective supervision and monitory system. 

Adequate Funding and Facilities Management 

Adequate funding is an important strategy or ways 

of ensuring effectives human resources management 
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practices in a school system. Fund can be used for 

procurement of teaching materials, such as teaching 

aids, laboratories and personal computers for the 

computer laboratories, maintenance of school generator 

as well as procurement of books for the library 

construction of classrooms, professional development 

of staff, attending conference and workshops. 

 

CONCLUSION 
Human resource management practices in a school 

system are staff motivation, staff discipline and control 

measure, staff recruitment and selection, staff 

performance appraisal, regular staff development. The 

determination of the human resources management 

practice for administrative efficiency in a school system 

is anchored on this component as mentioned above. The 

challenges of human resource management practices in 

a school system are insufficient fund, misappropriation 

of fund, political interference, lack of professional 

libraries, inadequate training of school administrators, 

indiscipline among staff, inadequate staff motivation. 

The above mentioned challenges suggest that school 

system sometimes can be said to be ineffective. The 

strategies for improving human resource management 

practices in school are staff motivation, adequate 

training and development of school staff, effective 

decision making process, adequate funding of school 

and quality control for school improvement. These 

identified strategies should be adhered to in order to 

bring about administrative efficiency. School heads 

should be in constant communication with the ministry 

of education and other agencies.  

 

SUGGESTION 
The following suggestions are made 

- The ministries of education and educational 

policy makers should formulate relevant 

policies that will compel school administrator 

to adopt the identified strategies.  

- Educational administrator should take concrete 

steps to diversify their revenue base in order to 

enable them have sufficient funds for adequate 

provision and management of their human 

resource.  

- School heads should see staff performance 

appraisal as an essential ingredient for 

administrative efficiency. 

- Principal and teachers should be availed the 

opportunity to upgrade their knowledge 

through staff effort or government sponsored 

programs.  

- School authority should continually put in 

place staff discipline and control measures to 

elicit staff compliance with schools rules and 

regulations which are geared towards the 

achievement of educational objectives. 

- School authorities should ensure that jobs 

assigned to teachers should be based on 

rational criteria, like qualification and area of 

specialization and competence. 
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