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 The study adopted a descriptive survey research design. The 
population of the study consisted of 14,206 public primary school 
teachers and 1,406 head teachers in the senatorial districts of Kwara 
State. The sample for the study comprised 440 respondents selected 
using a multistage sampling procedure. A self-designed, validated 
research instrument titled “Staff Development and Teachers Job 
Performance” (SDTJP) was used to collect data for the study. The 
reliability of the instrument was ensured with a coefficient index of 
0.77. The collected data were analyzed using percentage scores and 
regression analysis. The result shows that the frequency of conducting 
the program for the Kwara State primary school teachers was once 
every session for some programs (88.4% and termly for others 
(68.2%) in Kwara State primary schools. Developmental programs 
significantly influenced staff job performance in the schools, 58.9% 
(Adj. R2 =.589). The study concluded that the development programs 
for teachers in Kwara state primary schools were carried out termly, 
while some other ones came up once in a session. It was also 
discovered that developmental programs significantly influenced staff 
job performance in the state primary schools. It was recommended that 
the government endeavor to add conferences as part of the professional 
development programs made available for primary school teachers in 
Kwara State to enhance their pedagogic skills and competence towards 
meeting the expectations of the general public. 
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1. INTRODUCTION 

Teachers’ job performance is significant and indispensable in maintaining the school 
standard and the realization of national educational goals (Dutta & Sahney, 2022; Dirsa 
et al., 2022); it also entails the degree to which teachers carry out their professional jobs. 
On this note, it is imperative to investigate the various ways of improving their 
performance in the school system by the government. A good teacher's performance on 
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instructional tasks in the school is equivalent to that of a good functional teacher (Rostini 
et al., 2022; Ho et al., 2023). 

The responsibility of the Federal, State, and Federal Ministries of Education, as well 
as the Universal Basic Education Board (UBEB) and school administrators, is to achieve 
the schools’ aims, whereas teachers must maximize the school's return by fulfilling the 
school's goals and objectives. As Okeniyi (2013) reported, good school management is 
expected to be a result of good job performance in the school. The managerial roles of 
the school management include controlling, directing, and managing all activities 
regarding the education enhancement of the school system. 

The term "job performance" refers to the way and manner in which an activity is 
being carried out. Performance can also be perceived as the completion of a task in 
comparison to predetermined standards of accuracy, speed, cost, and completeness 
(Sokolova & Lapalme, 2009). The execution of a certain activity judged against the 
established or identified standards of accuracy, completeness, cost, and speed is referred 
to as performance. In an employment contract, performance is defined as the fulfillment 
of a commitment in such a way that the performer is released from all contractual 
obligations. 

Apart from competitiveness and productivity, efficiency and effectiveness are 
components of performance. Training appears to be a means of improving an 
individual's performance. Efficiency is concerned with one's attainment of the desired 
goal with minimum input, while the effectiveness of the teacher is concerned with the 
attainment of the stated objectives. The term "good performance" refers to how well 
employees complete the task at hand (Haryanto et al., 2022). Employees in every 
organization to which the school system belongs are held to certain standards in terms 
of their performance. They are considered good performers when they perform to the 
specified standards and meet organizational expectations. Teachers’ task performance 
refers to how they carry out their teaching jobs in the school. All the work that teachers 
are expected to accomplish daily in the school organization, including lesson planning, 
classroom management, student assessment, and the like, is used to evaluate teachers’ 
performance and good teaching methods (Taylor et al., 2000; Mergendoller et a., 2013). 

Others are more routine administrative and operational tasks. Lesson planning is an 
integral part of teaching that takes place days before a lesson is delivered. Some of the 
most important responsibilities of the teacher are to plan, develop, and organize lessons 
(Fujii, 2019). Day-to-day teaching duties become considerably easier and more 
successful when lessons are planned effectively since it simplifies teaching in the long 
run. Every day, whether formative or summative, students should be assessed by the 
teacher in the classroom (Beers, 2020; Gallardo, 2021). If one does not consistently 
measure students’ comprehension, one will not be able to discern if his or her training 
is effective. 

Teaching methods seem to be a frequently ignored teaching duty that can make all 
the difference between a good and bad teacher. Teachers must decide what will work 
best in their classrooms in terms of course delivery, adjustments, and changes for special 
needs students. Effective teachers conduct extensive research and maintain an open 



 Oluwatoyin et al., Frequency of Staff Development Programs and Teachers’ …  

 

86
mind to make informed conclusions about the choice of methods to be used in the 
classroom regarding these issues (Bardach et al., 2022). He or she must keep up with 
the current advances and seek new tools to add to their teaching arsenal that will help 
them improve their teaching. Considering this, teachers have a significant and vital role 
to play in properly preparing young people for their duties in society as a whole and to 
attain the specified national educational goals. The impact of the teacher can be seen in 
every sector of society. 

Staff development, according to Stedman et al. (2009), is the process of providing 
chances for employees to improve their knowledge, skills, and performance under the 
organization's goals and values, as well as the employees' interests and requirements. 
Staff development focuses on organizational learning and is delivered by the 
organization, an employee group, or an individual worker at a time when it is needed. It 
highlights the idea that organizations will advance to the extent that people develop and 
evolve. Staff development allows educators to keep up with the ever-growing body of 
knowledge in the field of education so that they can continue to improve their conceptual 
and practical skills (Shulman, 2013). 

The goals of staff development are to provide scheduled opportunities for employees 
to gain the knowledge and skills they need to function at the level of competency 
required in their current and future positions, to create an environment that encourages 
personal fulfillment, institutional efficiency, human innovation (Elanaga & Imran, 
2013), and system renewal, to support the core aims of the school system, to improve 
and deliver high-quality teaching and learning for students, and to establish sustainable 
and meaningful programs that enable system staff to collaborate and to achieve the 
system's goals as well as their personal goals in the areas of achievement and 
satisfaction. 

It seems that many inexperienced teachers find classroom management to be the most 
intimidating aspect of teaching (Kochenderfer-Ladd & Pelletier, 2018). However, with 
a few techniques and some effort, a workable classroom management strategy may be 
created to assist in keeping the classroom under control. Depending on their school, 
locale, state, and area of specialization, every teacher is expected to fulfill additional 
professional responsibilities. These might range from responsibilities like hall duty 
during planning periods or after school to more involved tasks like those required to 
complete recertification criteria (professional development, college courses, etc.). 
Teachers can also go above and beyond by sponsoring a club, serving on a committee, 
or hosting learners' after-school study sessions in their classrooms. While these 
sacrifices are not always required, they are frequently encouraged. In Kwara State 
primary schools, all of these are expected in teachers’ task performance. 

Staff development is thus a process aimed at improving job comprehension, 
promoting more effective job performance, and setting future career goals (Tallerico, 
2005; Wei et al., 2009). It also aids employees in better understanding their roles and 
duties. Staff development programs are intended to increase the quality of classroom 
instruction while also assisting individuals in professional growth. Teachers' 
professional development is a process in which they reflect on, refresh, and expand their 
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commitments as change agents to the moral ends of teaching, as well as acquire and 
critically develop information through each phase of their teaching career, the 
knowledge, skills, preparation, and practice with children, young people, and 
colleagues. Every organization is supposed to be dedicated to empowering people by 
fostering an inspiring and equitable working environment. 

As a result, staff development programs are aimed at improving job understanding, 
encouraging more effective task performance, and setting long-term career goals. It aids 
employees in comprehending their obligations. It's a possibility for new and seasoned 
instructors and teaching assistants. These activities are intended to increase the quality 
of classroom learning while also allowing individuals to further their careers. Teachers' 
contributions to the educational system should not be downplayed. According to studies, 
the first and most essential instrument that molds students' academic performance level 
is teachers' input and involvement in terms of their task performance (Louis et al., 2011). 
This indicates that a school's success, particularly in the areas of learner engagement 
and results, is determined by the quantity and quality of teachers’ involvement. Every 
educational institution is required to be devoted to empowering members by fostering 
an equal and encouraging working environment. 

Teacher development can be defined as “the professional progress a teacher achieves 
as a result of obtaining more experience and thoroughly assessing his or her teaching.” 
When considering professional growth, it's important to consider the content of the 
experiences, the mechanisms by which professional development will take place, and 
the setting in which it will occur. Professional development is a process that involves 
teachers improving their knowledge, abilities, and attitudes. It also entails the role of 
creating, preserving, evaluating, and transmitting knowledge through lifelong learning. 
Therefore, the ingredients of cultivating and conserving intellectual values, curiosity, 
and integrity to cultivate these values through inculcation are included in development 
programs (Foy et al., 2013). The primary goal of professional development is to increase 
the quality of teaching and learning as well as the performance of individuals in 
positions of teaching and administration (Foy et al., 2013). 

Teachers' instructional task performance is central and indispensable to the 
attainment of the school's stated educational aim and objectives (Alderman, 2013; 
Mendoza et al., 2023). Teachers have to efficiently and effectively carry out their 
instructional tasks in the schools through appropriate lesson plans, lesson notes, use of 
instructional materials, effective application of teaching methods, and class 
management. Teachers need to conduct continuous assessments promptly, regularly 
mark students’ scripts properly, and grade them accordingly (Zhang & Zhang, 2022). 
Doing these requires quite some up-to-date knowledge and skills through a series of 
government development programs like seminars, conferences, workshops, mentoring, 
and the like. All these were found to be in place with the primary school teachers through 
the Kwara state government. Yet complaints abound by stakeholders in education in 
Kwara State about poor pupils’ performance in the school. Quite several works can be 
found on teachers' job performance at this level of education, but there is a dearth of 
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information about the influence of staff development programs on teachers’ 
instructional task performance in Kwara state primary schools, hence this study. 

The objectives of this study were to: 
i. Investigate the frequency of staff development programmes for primary school 

teachers in Kwara State; 
ii. As certain the influence of the development programmes on staff job performance 

in Kwara State primary schools. 
In this study, the following questions were addressed 
i. How frequently do Kwara State primary school teachers go for staff development 

programmes? 
The following hypothesis was formulated to serve as a guide to this study: 
Ho: There is no significant influence of staff development programmes on teachers’ 

job performance in Kwara State primary schools. 
 

2. METHOD 
The study adopted a descriptive survey research design. The population of the study 

consisted of 14,206 public primary school teachers and 1,406 head teachers spread 
across the three senatorial districts and 16 local government areas of Kwara State. The 
sample for the study comprised 40 public primary school teachers and 40 head teachers. 
The multi-stage sampling procedure was used to select the sample. Two senatorial 
districts were purposefully selected for the study, as the third senatorial district of the 
state has been bandit-infested at the time of this investigation. Thirdly, a proportional 
random sampling technique was used in selecting five and three local government areas 
from the sampled senatorial districts, respectively. From the local governments sampled, 
five schools were randomly selected. Also, from each school, 10 teachers with a 
minimum of five years of teaching experience were purposefully selected. This enabled 
them to share their experience on the influence staff development programs have on 
teachers’ task performance in their schools. The headteachers of the sampled schools 
were purposefully selected. 

A self-designed research questionnaire titled “Staff Development and Teachers Job 
Performance (SDTJP) was used to elicit information from the teachers and the head 
teachers on staff development and teachers’ instructional task performance in Kwara 
state primary school. It has two sections. The first section contained demographic 
information about the respondents, while the second section contained items that were 
used to elicit information from the teachers and head teachers on the issue relating to 
staff development and teachers’ instructional task performances. The researcher used a 
close-ended question where the respondents were asked to choose the extent to which 
they agreed or disagreed with a given statement on the issue raised by the researcher. 
The researcher used a four-point Likets scale to determine the extent to which the 
respondent perceived the questionnaire items. The instrument was validated before it 
was used. Its reliability coefficient was 0.77. Data for the study was collected by the 
researchers and analyzed. All information collected through the questionnaire was 
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compiled, analyzed, and discussed by the researcher. The researcher used the descriptive 
statistics of frequency counts and percentage scores in analyzing the data collected. 

 
3. RESULTS AND DISCUSSION 

3.1 How frequently is the program conducted for Kwara State primary school 
teachers? 

To answer the research questions raised, 440 copies of the questionnaire were used 
to investigate the types of staff development programs available for primary school 
teachers in Kwara State, and descriptive statistics of frequency count and percentage 
scores were used to analyze the data generated. The response options of 4 points for 
Very Frequent (VF) and 3 points for Frequent (F) were merged as Frequent, 2 points for 
Not Frequent (NF), and 1 point for Not At All (NA) were merged as Not Frequent, 
respectively. The results are presented in Table 1. 

Table 1. Percentage Analysis of the Frequency of Conducting Staff Development 
Programmes for Kwara State Primary Schools Teachers 

No 
How frequently do Kwara state 
primary school teachers go for 
staff development programmes 

F % NF % Total          % 

1 Once every Month 195 44.3 245 55.7 440             100 

2 Once every term 300 68.2 140 31.8 440             100 

3 Once every session 389 88.4 51 11.6 440             100 
Source: FieldWork 
The result shows that 195 (44.3%) of the respondents agreed that the program was 

conducted once every month, and 245 (55.7%) disagreed. Also, 300 (68.2%) of the 
respondents indicated that the program was conducted once every term, while 140 
(31.8%) disagreed. Equally, 389 (88.4%) of the respondents show that the program was 
conducted once every session, while 51 (11.6%) disagree. 

Hypothesis 
Ho: There is no significant influence of staff development programs on teachers’ task 

performance in Kwara State primary schools. To test the hypothesis, a multiple 
regression statistical tool was used. 

Table 2. Influence of Staff Development Programmes on Teachers’ Task 
Performance in Kwara State Primary Schools 

Model R R Square Adjusted R Square Std. Error of the Estimate 
1 .771a .594 .589 .36650 
a. Predictors:  Mentoring, Workshop, Conferences, Seminars, In-service training 

 Source: FieldWork 
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 In Table 2, the result yielded a coefficient of multiple regressions (R) = 0.771 and a 

multiple R-square = 0.594. The result suggests that staff development programs, when 
combined, accounted for 58.9% (Adj. R2 =.589) of the variance in teachers’ task 
performance in Kwara State primary schools. The other factors that accounted for 41.1% 
of the variance in teachers’ task performance are not reflected in the model. This implies 
that an increase in staff development programs will lead to an increase in teachers’ task 
performance. 

Further analysis of the significant influence of staff development programs on 
teachers’ task performance in Kwara State primary schools is shown in Table 3. 

Table 3. Model summary showing the Significant Influence of Staff Development 
Programs on Teachers' Instructional Task Performance in Kwara State Primary Schools 

Model       Sum of    
Squares Df Mean 

Square F Sig. 
Regression 85.822 5 17.059 126.996 .000b 
Residual  58.297 444 .134     
Total  143.591 449       
a. Dependent Variable:  Teachers’ Task Performance 
b. Predictors: (Constant), Mentoring, Workshops, Conferences, Seminars, In-service 
training 

 Source: FieldWork 
 Table 3 presents the analysis of variance (ANOVA) for the model. The F-statistics 

value is 126.996 with a degree of freedom of 5 at an alpha level of 0.05. The outcome 
of the analysis indicated that the reported F-statistics are significant (0.000) and less 
than the alpha level of 0.05, indicating that the model is fit. The implication of this is 
that staff development programs positively influence teachers’ instructional task 
performance in Kwara State primary schools. 

 
3.2 Discussion 

Based on the analysis in Table 1, it can be deduced that the frequency of conducting 
staff development programs for Kwara State primary school teachers was once every 
session, while some other ones were mounted termly. The finding of the study is in line 
with the finding of Olabisi (2013), who found that teachers’ professional development 
programs in Ogun State were done once a term or a year. The finding is also in line with 
the finding of Bright & Innocent (2015), who found that teachers in secondary schools 
in Ogun State usually attend training programs to enhance their professional capacities. 

Staff development programs positively influenced teachers’ job performance in 
Kwara State primary schools, in which in-service training programs, workshops, 
seminars, and mentoring had a positive and significant influence, respectively, on 
teachers’ task performance, while conference attendance was not significant. The 
finding corroborated the finding of Olabisi (2013), who found that there was a 
significant relationship between teachers’ professional development programs and 
students’ academic performances in public secondary schools in Ogun State. Also, the 
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finding is in line with the finding of Foy et al. (2013), who showed that professional 
development had a positive influence on teachers’ attitudes toward work and improved 
the quality of teaching and learning for those with teaching and management 
responsibilities. The finding is in line with the finding of Sultana et al. (2012), who 
found that workshops as part of the professional development program are a type of 
planned and systematic training activity that enhances levels of skill, knowledge, and 
competency that are necessary for teachers to perform effectively in their daily tasks. 

 
4. CONCLUSION 

The study concluded that the development programs for teachers in Kwara state primary 
schools were carried out termly, while some other ones came up once in a session. It was 
also discovered that developmental programs significantly influenced staff task performance 
in the state primary schools. 

Based on the findings and conclusion of this study, the following recommendations are 
made, among others: 

1. The government should increase the frequency of professional development for 
primary school teachers in Kwara State monthly. This would enhance the quality of their 
instructional task performance. 
2. The government and management should endeavor to add conferences as part of the 
professional development programs made available for primary school teachers in 
Kwara State to enhance teachers’ pedagogical skills and competence toward meeting 
the expectations of the general public. 
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