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ABSTRACT

This aimed to determine the staffing practices and how these relate to the
organizational effectiveness of employees in SUCs of Eastern Visayas Region as
perceived by the management staff, the teaching and the non-teaching personnel. The
researcher used the descriptive method of research in determining staffing practices of
the respondents SUCs along areas, viz: 1) recruitment, 2) selection, 3) promotion and
retention, and 4) training and development. Correspondingly, these practices were
correlated to the respective employees’ organizational effectiveness along the following:
commitment to school as an organization, commitment to work, and commitment and
relationship with peers. The values of correlation coefficients of 0.423 for commitment
to school as an organization, 0.463 for commitment to work and 0.969 for commitment
and relationship with peers resulted to the absolute computed Fisher’s t-values of 2.72,
3.05 and 22.71 respectively which proved to be greater than the critical/ tabular t-value
of 1.96 at a=0.05 and df= 34. This led to the rejection of the hypothesis which states that
“There is no significant relationship between staffing practices along training and
development and employees organizational effectiveness along the three areas”.
Training and development practices are positively and significantly correlated to an
employees’ organizational effectiveness in SUCs. Where prescribed training and
development procedures are practiced more often, the corresponding level of
employees’ organizational effectiveness is high; where these procedures are less

practiced, the corresponding level of employees” organizational effectiveness is likewise



low. Organizational effectiveness as perceived by the management staff, teaching and
non-teaching personnel indicated significant differences as evidenced by their
assessment in relation to commitment to school as an organization, commitment to
work, and commitment and relationship with peers. The management staff gave a
higher rating to organizational effectiveness of personnel along these three areas,
followed by the teaching personnel; while the lowest rating was given by the non-

teaching personnel.
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{Thapter 1

THE PROBLEM AN ITS SETTING

introduction

“An institution or organization exists for a specitic purpose and mission, a
specific sactal function. They should be managed for performance” (Enriguez,
1988: 576).  Educational managers in educational institutions constitute a
hierarchy of goal setbers which society has evolved to promote national
development  As goal setbers, thev need the cooperation of a large number of
people within and outside the organization to achieve the objectives which are
entrusted o them by virtue of their position.

In most cases. managers assime the goal setling role through the
aperation of both legal position and popular demand of confidence. Whatever is
the source of authority, they have tasks o perform. These tasks are to promote
saciely’s welfare by pursming a particular objechive through its organization.
These obiectives can be achisved realistivally if they get others o submit to their
authority. Thev have to oblain the cooperation, parlicipation and imvolvement of
hundreds of people in thetr work, Without this. no manager can hope o
accomplish his task. How management svstem obtains the cooperation,
participation and involvement of people within the organization remains o be

the sulsoct of many ditferont management styies,
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Management s an organ of an institubion and that
mshihution. whether a business or public service. is in hurn an organ

af sooiety exisiing o make specific contnbution and & discharse

speciin social furwtion. Managemend, therefore, canaot be defined

or undersiond - et alone practiced- except in terms of s

performance dimenstons and the demands ot performance in it

The task of management are the reasons for s exstence, the

determmanis of 15 work and the ground jor its authoriy and

tegitimacy (Urucker, 1975: 37}

The rationalization of modern life has basically pervaded the thinking of
organization leaders and managers in the conduct of their funchions (Blue &
Mever, 1971: 53 Too much secularizetion has preoccupied their minds o
accomplish large-scale sdiministrative tasks and to perfect efficient means of

achisving olyectives o the neglect of the essential values of good staffing

practices which is one of the main tunctions of management. Where there is

general faiture in the svstem of coordination and disciplined performance in the
work process. the task ot management lacks the efficient tramework in

furmulating el ordering methods and procedures such as selecting, training
and development of siaff which are necessary measures to make work efficient
and productive.  “This is the funchon of rides and regulations that govern
operations each individoal must conform to prescribed standards even in
situation whare a different cowrse of achion appears to him to be the most
rational” {Blue & Mever, 1971 91

It s therctore the funclion of management “to establish relationship
among functions, personnel, phyvsical factors in order thet all work may be

harnessed and directed towards the accomplishiment of the common objectives”
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(Fhippa, 1971: 56). The immediate result of this process is the formation of the
arganizational stroctkure,  But establishing the struchurs and the coordinating
machinery does not complete the task of the organization. The manager must
look into functions specitically,  How does the organization work? Who keeps
working? To ensure that an organization works, the ek of formulating and
defining methods and procedures, as well as selecting, recruiting {raining and
development of stalt must be grven conscious abtenbion,

Accarding to Rice (Moran, 1997: 27.51), “Leadership involves sensifivity
by the feslings and atlitudes of others, ability to understand what is happening in
a group at the uneonscious level as well as the conscious level, and skill in acting
in wavs that coniribute b, eatheor than hunder task performance. But inoreased
sensitivity and understanding are means. not ends, and the and is the production
of more effective leaders and followere”

The conclusion is the best place to put the staffing practces into

wispactive among the SUCs in Hastern Visaves Kegion. How are the staffing

gy

ot

prachices recomciled with emplovee's organizetional effectivensss in order I
determine the succassiul and the not-too-succasstud pertormance of an institubion
of learning?

By historwal background. some stabe collegos and universities started as a
taboratory shop or a lechnival-vocational school before s conversion mbn an
institittion of higher parning with the status of a state college or universsty. s

growth and development depended on the stectiveness and efficiency of the
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statting procedure under a teader, manager or school administrator. It is on this
background study that we pet an overview of the situabion of the 5UCs in
Hastern Yisavas as to how legitimate and acceptable the staffing svstem is and

how this afbects emplowves response by organizational effectiveness,

Siadement of the Problem

This study asmed to determine the staffing practives and how these relate
b the orpanizational effectivensss of emplovees i SUCs of Fastern Visavas
Regim as percetved by the management statf, the teaching and the non-teaching
personnel.  These varisbles were corvelated for the purpose of presenting
proposals b the school management. Specifically. this study sought to answer
the following quesbions:

1. What is the profile of the management staff, the teaching and non-
teaching personael vis-é- vis:

14 age and sex:

e
Pugs

ciotd wbabne:
1.3 length of service:
14 educational hackground:
15 in-service trajnings atended: and
1&  performance ratings for the last two vears?
2. As perceived by the three groups of respondenis. what are the

staffing practices in the respondent- 5L s along the following:
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2. recruitment:

23 selection:

23 gwomobon and rotenbion: and
24, tatming and development?
T Are there signiticant differences among the perceptions of the three

categories of respondents relative to the statfing practices of the respondent
S s alomg the four considerad a
4, As peresived by the management staff, the teaching and the non-
teaching personnal, what s the degree o which the personnel manifest
arganizational effeclivensss alomg the following categories:
11 commbment bo the schoot as an organization;
4.2  commitment to work; and
43 comunitment and relotionship with peers?
D. Arve there signibcant differences among the percepbions of the

management sialt, the teaching and the non-ieaching personmel regarding

smploves’s organizational effectiveness?

f, s there a significant correlation between the staffing prachices aof
the respondent - SUCs and the corresponding emploves’s organizational
offectiveness
7. What proposals or recommendations does the studv offer to the

inanagement of SUCs i Hastern Visavas om the basis of the vesulis of this study?



Hypotheses
Based on the forepoing specific guestions, the following hypotheses wera
tested:
1. There are no signtficant differences in the staffing practices among
SUCs i Pastern Visavas Hegion as perceived by the management statf, the
teaching and the non-teaching personnel alomp the following:
11 raceibment;
1.2 selecton;
1.3 promotion and retention; and
14  tratning and development
3 There are no significant differences in the perceptions of the
management  staft,  eaching and the non-teaching persomnel  regarding
smploves s organizational ebechivensss such as;
21 conunitment o the schood ag an organizebion
A4 commvitment o work: and
23 comunitment and relabionship with peers.
1 There is no significant correlabion batween the statfing prachces in

the resnondent - SLH g and the smplovess organizstional sfferhivensss.

Theggetioal Iramework

This shwdy @ anchored on the theory that peaple in the organization are sty

verv important asset i nob the most impoviant one {(Franco, 1988 185



Achieving prodoactive wisty i an organization deals with
the oparson and personality of s inembers. People are not
machines, thev simive and are molivaied. Thev react o their
suveoireal and sspecially o each other o tul enviromnend
Thev can turn on their best efforts on behalt of their organization,
ar can, with eqgual enthusiasm, hirn shrenious schvilty boward
thwarting organizabion & purposes {Dubus, 1974 54).

Most organtzations including government sgeonoes are governed with
poficies and procedures destgned to mest the needs of its workers, No matber
what the size of the organumation or company 15, management must take the

respansibility for action, lesdership and direction of s workers in achieving

organizational poals and the machinery with which to deliver efficiency and

gquality servives or products. " Aoy company that is totallv surprised by a sanous
product. service, imape or emploves probiem is badly managed” (Albrecht, 1997

£33}

Phe Oiod Service Commission subsoribes o thig sdes in s Declaration of
Policy which stoates

The State shall wsure and  promote the Constibatonal
mandate that appmntments in the Crvid bervice shall be made only
according by ypenit and hitness: that the Uivid Service Comimission,
as the ceniral personoet sgency Of the Lovernment shail establish a

intearily. responmiversss. and  comlesy e the avil service
siyangthen the ment and reward svsiem, misgiate all huonan
resources developiment progiams Jor all levels and ranks, anud
onpbize a  macsgemeni  Jimeie  conducive W pablic
acevamtability: that public office isa public trust and public officers
and emplovess must at all Hines be acoountable 0 the peopler and
that personnel funcihioms shail be deceniralized, delogahing the
corresponding auhority W the deparunents, ofMwes and agences
where such fanchions can be oifecively delegabed (Civil Service, 1)
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Further in Section M it sigtes:
The development and retention of 2 competent ang efficient

wark lorce i the pohlic serve 8 a8 pPRunary (oneerh of
governdnent. 1t shall be the poiwy of te povermment that a

4 5

conbituang  (rogram of catest and personael developmeni be

establisherd for all sovernment emplovess at all levels. An

wmtegrated sational plan for career and persosnel development

shall serve as the basis for all career and personnel development

activibies 0 the goverionend (Civil Beovice, 1)

This theary explains the requirement for a good siaffing practice as a very
important strataey bovwards achieving organizational goals. Harlier theorelician
has ragarded stalfing as part of the organizing function of management. Today,
it is given a special focus separating the function of staffing from organizing,
The area of statfing has been sxpanded considerably bo designing and evalualing
pomitions  for selecting  appramsing and developing key personnel. The
application of the tarm has come o mean Human Besouses Development. 7 The
person in charge of Human Resource Development {HBIY serves as the over-

sear of most cmploves-related functions. As such, he or she shoutld already have

a finger on the palse of the peopls side of the house. The HED officer may aldsicy

have mbimats knowladge of the labor relation issues tacing the Company. the
existing guality of work fite wmsues. and a tecling of the goneral climate and

culbszre of the crganization as i relabes by the emplovess, the supervisor, and top

management. [t will be up o this person o manage and protect the human

asaets of Hhie Company” (Adbrecht
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I the words of Tangeo, statfing is "Investmment in Human Resources”

Y encompassing sll of the activities that would increase the

{Tangeo,
effertivensss of the homan fachyr 1n any underiaking.  These would include
aducation, on the ob training. basic research, science and development and all
types of kaowledge that would increase produchvity not only of the
organization but also of the individual worker It is on this premise that
emplovee selb-development becomes one of the objectives of good emplovee.

emplover relatioms Bt this can be made possible only when management has

creabed g healthy climate tor individual growth and development (Sison, 1981:

it
temth
Tcaga

An organization s percetved to be a bving corporale person by s
mdividual membors (Taveo, 1990) We view the organization as much as the
individuals comprising the organization o have rights and responsibilities of
their own, a pradiciab e life cyels of growing, maturing and aging dependent om
the wierackion of thetr wants {visions, needs, sspirabions), cang {resources,

es) and thoty must (values noems, standards). Leadors of the

snergies, capsbili

organaration must nphe old the sancitity of the life of the organization in the same
way that svery mdividoal member moust uphold and sirengthen the life of the
organization by his commibment and lowvaliv & work.  Ag individaal can be

refowmed and bransformed to serve bettor the organization. so is the organization

tey hotter sorve the ndividual
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This shudy. therefore, aimed io take stock of the over-all staffing practice

of glale wniversibios and oofles

W s

w (B s} in Hastern Visavas Hegton in arder o
ssbablish the corvelation belween the over-all management system and employee

organizational effechivencss,

Caneantual Framework

Figare | illustrates the conceptual framework of this study, Fnclosed in a
box at the base of the schema is the vesearch environment - the state universitios
and colleges in Hastern Visavas RBegion. which are the primary respondents and
source of information drawn from the management sialf. the tsaching and non-
teaching  personnst who provided the necessary date derived from  their
PESRCTISES.

This information on the sspects of statfing practices on the four areas of
recraibment. selection, promotion, tramning and development wese recorded and

i

compared  with the exishing organizabional effectiveness of the emploves
emplover relationship relative to commitment o the organization, commitment
ter work, commitment and relationship with pears as shown in the upper two
separabs boxes within a biggper bone

The results and findings of this analvsis provided an anchorage for

davalnping proposals and recommendations on how improved stalfing practices

censded result bo organizational effectivensss as thustrated i the upper box,
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Proposed/Recommended Interventions to |
Improve Staffing Practices and
Organizational Effectiveness

E F STAFFING rTORGAN IZATIONAL
PRACTICES EFFECTIVENESS
e Recruitment e Commitment to
D e Selection school as an
e Promotion and organization.
B Retention e Commitment to
e Training and work. :
A Development e Commitmentand
relationship with
peers.
C
K
: TEACHING NON-TEACHING
' MANAGEMENT
| PERSONNEL PERSONNEL

STATE UNIVERSITIES AND COLLEGES
IN EASTERN VISAYAS

Figure 1.

The Conceptual Framework of the Study

11



Feedbacks coming from the research beneficiaries would ultimately show
the cowrelation of good shaffing practices and emplovee organizstional
affactiveness as the meassure of effective and efficient personnel signified by the

apex bo,

Ligmificancs of the Stady

Many organizations proclaim to place employvee’s needs at the center of
their voncern whether or not this is realized. Prachice wvaries from one
orgarnization 0 another. According o I Lows laguardis, “"Pulting People
First” has become a calchy slogan tor American Staffing Concepis International

b e

(5O Companies. 1o focus on the resouwrce that is making the difference now
and will continue o meke the difference in the future 18 8 serious coimmitment
{Laguardia filee/ f AcMNewsd htm 3. On this premise. this study is designed to
investigate the arganization of SUCs in Bastern Visavas Region after they have

metamorphosed from a mere laboratory school or vocational technical school o

a state college or university.  In the midst of this changing environment,

WS

asducatinnal Isaders, those with vision for the fubre, will come o realize that
thare i one romaining non-commodity variable thal bas contribubed b the
suceess of the organtmabon - theer ?E&'ﬁ‘épfﬁ.

T sducational manacers and  rescarchers, This research 8 boing

undartaken o provide  educational  managers mshitutional  development

slannars and future edocational researchers with & solid platform and guiding



principle om good statfing procedure designed for state colleges and umiversities.
This will make a necessary tood for personnel, both teaching and non teaching. to
support organizatinnal goals and bo establish a standard of efficiency in their

work performange,

To srbowd adminiatratore.  Acourate and adeguate data gathered would
provide the hasis o recreate and to revise existing staffing practice of SUCs
which appear wvalid and acceptable to the management level but which is
contrary to the perception of the ordinary worker from the rank-and-tile who are
the most affected beneficiaries of the svsbeam. In this manner, school
administiators can propwnse for 8 mors effective scheme to be followed  order to

correct and improve the existing statfing practios.

Vo private higher education.  Results of this study can atso be shared 1o

wwivate higher edoucation units under UHEL erhich seek to expand its program
{ : f piog

on steff raining end development as one of the main focus 0 their stathng

Fu

practices,

To private organizations. A more concrste evidence is the privale sector
where the low morale of smplovens and the high risk of mobility and transter
from une privale inshitution & another become increasingly predictable due o
poor and unsablistackory work environment The private sector can therefore
subseribe s an 's_arag.wfwﬁd managament scheme on stafhﬂg practice in ordar
further enhance the plight of workers, to bocst their morale and o strengthen

their commitment and thes creabe opporbunitios for arganizational effectiveness.



Yo Gs and NG s, Somilarly, local government wnits, Government

Urganizations (040 and Non-Government Urganizations (NGO, groups of
government and private instibulions, banks, government and privabe insurance

sysbem by which is ascribed g number of workforce can best utitize the proposed

Ty S0 Uastern Visavas, Through this study, the State Universities

and Colleges in the Bastern Visavas Region can devics a comprehensive staffing
procedure based on 2 foroula that clearly demonstrates fair and unbiased
imdgmant that will establish cooperative effort between school administeators
and emplowses i pursuit of institutional goals and organizational effectivensss.
The Human Hesowrce function can also be intensified to enhance emploves’s
competencies and professional service.

Bvidently, a well defined college code, a reformudated lob Biective
Dieseription (JUL) and a credible and funchional organizational strocture would
help oreate a most productive work environment and a chimate of organizational
otactivonsss.

This rescarch, therefore. can be astrumental not only o educational
institutions but also o other fine agenass of the government in ifs effort o ganuge

the relationship between low and high performance level of workers, the level of

ok satisbactiom and the level of individual s worth to the organization,



Seope and Delimibotiog

this study focused on the analysis of the existing staffing practices of
SUCs 10 Bastern Visavar Region on 4 major areas, namely: 1) recruitment, 2)
selechion, 3} promotion and retention, and 4) training and development. The
analysis raquired the profile of the respondent SUCs in terms of the number of

versonnel, courses offered, programs and projects for the last two years

persannel as by age and sew, civil status, length of service, educational
qualification, wn-service training attended, and performance rating for the last
bwo vears, 20022004, 1t attempted to draw the correlation between good staffing
practices and emplovee’s organizational effectivensss based on the findings and
rasults of the analysis

This study covered the 11 SUCs in Bastern Visavas Begion, namely: 1)
Samar State Undversity (8500 in Catbalogan Samar, 2) Tiburcico Tancinco

Memorial Instihste of Science and Technology (TTMIST) in Calbayog City, 3)

x
3

University of Hastern Philippinss (1EP) in Catarman, Northers Samar, 4) Bastern

Samar State University (HSSU)Y in Borongan, Hastern Samar, 5} Leyvte Normal

University (LN in Tactoban City, 6) Hastern Visavas State Liniversity (EVSL} in

Tacloban City, 7y University of the Philippines (1IP) Tacloban City, 8) Naval
Institute of Technology (NI} in Biliran Leyte, 9) Levte State University (15L]) in

Bavhay, Southern lLevie 1) Palompon Institute of lechnology (PIT) in

Palompon, Levte, 11} Souvthern Leyte State University (8L5U) in Southern
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Levie locations of thess 11 511 s are tound in Figure 2

The staff from the top and middle mansgement, the maching and the non-

teaching personnel wers atilized as the primary sources of information. They

were groupasd  accordingly  indo  three

The first group comprised the

managemant staff both in the sdministrative and the academic departments. The

the non-teaching personnel who were chosen at random.

The okl number corvesponding to the three groups of respondents from
personnel, and 184 for the non-teaching personnel. However. some constrains
were met in the process of administering the questionnaires. The number of
target respondents per groop was not achieved hundred parcent owing to the

fisavy load possd as o common excose from the issching and management statf.

The date gathering was done during the frst and second semester of
arhool vear HEM - 0N

Diefindbing of Termon

Terms are defined concestually and operationally for the purpose of this
study

/
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Lommitment.  Conceplually, o means an engagement that restricts
freedom (Webster Universal Dhctionary, 2002 121). Ulperationally, the term
refers by the degrse by which an individual surrenders his beliet and conviction
andd submits by an obligation and responsibility in working for the goad of the
orgsnization.

Commibnent bo the schewsl a5 an organization.  Taking the meaning of

commitment as used in this shady, the term refers o the manner by which an
amploves revonciles n hio the miterest of the school, not as an individual entity,
bul as an organization b which be is & part, thersby submits with willingness
and supports with lovally ts massion, goals and objectives,

{ommitment o work,  The term reters to the ability of the emploves o

subinit himsslf to the responsibility and obligation of service demanded of his
skill and evpertise within the context of fair labor prachice.

Cominitment and relatonshin with peers.  'The term reters to the manner

by which an emploves relates himself with his peers in a8 healthy work
snvieomment of acceplance and satisfaction, thus contribules his share of
expertise in achieving the goals of the organization.

Correlabion.  Conceptually,  this lerm refers b ascertaining  linear
relationship betwesn and for among variables (Kumma & Bohmenblost, 2003: 210-

20y I this stody, this veters detsrmining whether statfing practices and

organizational conunibment are relatsd



tlevelopment.  Concephually, the term invaolves on-going education to
help prepare emplovees for futore job (Fisher, 1999 3737, In this particular
study, the term is synonvmons o the concept “training” which involves the
acguisition of skills, information and attitude by the emploves necessarv in
improving his sHectivensss. Modern concept of staffing has joined together the
concept of tratning and development as one since they are very much
interrelated in actsal practice. Hence, development is operationally understood
by be the progress an mdividual makes in his line of work by the application of
the lrarning he derives from his traiing.

Hffectivensss.  Coneeptually, the term means the state of being capable of
acvomplishing a pirpose by one who 5 fib o render service and duly
% 7Y In this studv, o refers o how people

i o T .
yhomst themeaslves, the areanization and

ste with swhom they work,

other pes

i
€

Btfivieney {onceptually the term rotors to the abiditv to preduce the

sived rocudt with o muniosum of efort, expertise or waske (Webster, 1971: 140).

stionaliy, the bem smplies svnonvymous understanding with affectiveness
within the context of emplovment and service where an emploves mobilizes his
canabtibios and resourcss b maich the asprations and goals of the organization
with svhial performance,

Manasement statt.  The terim techoically refers o the eclements of

organization thal help the line to work most effectively 1 accomplishing the



primary abechives of the enterprise (Koontz, 1977 302y 1t also refers o experts
in techatguos who aid the line management do a better 1ob of reaching corporate
obisctives  (Mansgoment  Bducation Cosmncil: 14), or  thase who  assist in
pevforming cerbamm lask for the top management that cosdd not otherwise be

delopated by the line units (Management Hducation Council: 15} In this shidy,

management staff refers bo the department heads, or heads of administrative and

avademis offices and subsidiary offices that aid the top management in the
knowing, thinking and planning functions, thus participate in decision-making.
Urganizalion, Conceptually, the borm reters o the structure of

individuals and functions inbs productive relatiomship (Management Bducation
Comnetl: 11), In this study, the term is used o refer o the formal organization as
a svstem of comsciousty coordinated activities and cooperative effort of members
who have a rerognized role to play and duties or task to perform on the basis of
aveeptad goals and nbhiectives of the group

Urganizational effeciveness. As used in this shudy. this term refers o

A2 i

howw an indivedsaal who s pmgmwl}r mctivabed works in an savironment with
high producrtivily level and posttive morale thereby contributes to the attainment

ot arganizationsl soals and objectives,

Porsonnel Conceptually, the ey reters o employess of any

organization or company work, anterprise or sarvice (Universal Dictionary, 2002

39y Operatiomally, the teem rebers by a work foree. which constibisbes the



human resource of an organizabion from the ranks of the emplovess and

suhordinaies.

Promrsdion, Lonceptusily, promotion s designated as a movement
within the organizstion o gve the psesonnel the benefit of advancement
{Koomts (Y Donnell, 1977 427y Operationallv, the term implies a movameant
from one posilton by another with an increase in duties and responeibilities as

aunthorized by law and usually accompanied by an increase of pay,

Banlk-and-file. A body of persons engaged or emploved in any
aecupation, ssrvice or work not holding supervisory posibion.

Hocrmitment,  Conceptually, the term relors i the hirtng of needed
personnel i {il up a b varancy after a thorough process of selection of
candidates based on shill, abilidy, supported by documents o atlest o his
gualifications (Franen, 1988 2007),  In thas shody, recruitment is the hiring of
gualified apolicants who are well informed of the terme and conditions for

5

mgovment with a clear visw of the ob degcription and job specifications in line
with thetr skill and specialization,

Brientirm.  { amf'ﬂﬁh‘ iiiv the borm rofers 0 oa gwigf*v {37 fgmg_teds_u*e of
maintmiming a particndar posttion a personnel s most comifortable with to which
he finds and snjovs a degree of salistactiom both in prestige and salary

compensatiom becanse of his desived skill and ability (Handbook of Beadings,

15, In this shedy retention refers 0 the process by which an emplovee
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maniams a parkicular posttion baving met expected levels of accomplishiment
comparad to some standards or goals.

Selechion.  Conceptually, the term refers bo a sortes of skeos from inibial
screening of applicants o finally hiring the new emplovee (Fisher, 1999 301),
Oparationally, selechion s understood o be the hiring of a qualified applicant
entiraly on his or her own merits and who meets the standard gualifications and
requireaments of the work, This provess 1avolves a series of screening and
slimination procadarss,

Slatting practices.  Conceptually, the orm refors bo one of the managerial

tunchions, which inlends o identifv  assess, place, evalwabe and develop
individuals at waork (Huse 1963 199}, Uperationally, this refers to the general
oractices obssrved by the SUs in Hastern Visavase along the four aress, namely
1) recrustoasat 2) selection, 3 promotion and retenbion, and 4) iraining and

development

Training Concephadly. the term reters bo the program designed o

o

acilitate lsarning process (Koonts CYDonnall, 1977: 4713 In management, it is
bastcally understond to be the process of affecting a parbicndar set of behavior in

an inddividual by nnprove his present and future performance of a job (Franco,

TAR8011Y, In this study, the term refers to the teaching and learming approaches,

methodologios and  technigues  intended o tnfluenes the tramnee  towards

adapting a destrad lovel of knowledge and skills and conseqguently achieves a

lowel of dovelopment in hig work competencing,



U hapter 2
BEVIEW OF RELATEIN LITHERATURE AN} STINHES

The ressarcher utilized svery possible material from his reading of books,
perindivals, magazines, bechnical reports and researches conducted. (Other
materials sourced from the Internet as well as relevant documents prove usaful
in providing greater insights indo the present sbudy. This study is substantiated

with authoritative documentation for the purpose of validating its contents.

Beloked Lilesalare

The staffing function of management and supervision is concerned with
obtaining and developing gualified people. But more often than not, managers
are fregquently faved with the common problem of emploves’s poor performance
which may be attributed to a number of causes such as improper placement,
poor training, poor commaunication and lack of motivation,

According to Laguardia, {(Laguardia, File:/A /PeopleFirsthtm ) people are
the most valuable asset Fmplovers who are concerned with managing a
productive and motivated workforce tn achieve business profitability have
utilizad different strategios in order o creabs and promote a more conducive
wewkplace for its labor, Thev have develaped diversified training to sensitize
their management and workforce to value mdividual differences and instill a
senss of fairness on the treabtment of emplovees, Others have used a combination

23
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of intervention programs they felt would collectively increase the probability
that the working environment would be perceived and valued as a workplace of
choice by the workers they need and want to attract. To the Staffing Concepis
International (SC1) companies, this means creating and sustaining a “harassment
free” workplace under a comprehensive and systematic approach; creating a
cutbural platform that iz driven by clearly defived valuss that promote and
safeguard the treatment of all emplovees with respect and dignity (Management
Hoaration Conngil: 3%-40),

The above-mentioned idea is consistent with that of Peter Drucker Theory
of Management when he said, "Management has o give directon to the
institution it manages. It has to think through the institution’s mission, has to
set its objective, and has to organize resources for the results the institstion has
o confribute. In performing this essential funchion, management evervwhere
taces the same problem. 16 has to organize work for productivity. It has to lead
the worker toward productivity and achievement. It is responsible for the social
unpact of is enberprise” (Handbook Administration, 39-40),

In line with this convept, managers ars urged to think about their workers,
andd the amount of effort expended in ensuring their work comfort and
satisfaction, and thus ensure smooth operation, Todav, excellent managers are
not only concerned with iob knowladge and skills,  Thov also address the issue

oof waloe and altitudes of their subordinates (Hudbohan, 1994),



Todav's concept of management dictates that successhul organizations
must value trajning as an invesbinent. Staffing practice necessitates the training
of wowkers to address the compelancies identified through the needs assessment
of the emplovess. According bo Greta Cairns, training is an investment in people
{Cairns, Statfing Uoncepts.com.),

Training fulfills many goals. 1t helps motivate emplovees which in turn
translates inbo improved iob performance and productivity, It demonstrates an
investment in the peopls who perform the job - the emplovees. In short, training
is a key element in creating a workplace of motivated and knowledgeable
individoals who will support and drive the challenges of growth for any
business, Howsver, prior & developing and tmplementing a  training
program, the organization muest conduct a need analysis to determine the areas
andd issues for peopls within s organization. This can take the form of a survey
instrinnent fow daba collection such as gquestionnaires or interview, observation
and performance appraisal. o addition to conducting needs analysis, the
arganization van also vonduct self-assossment survey of its employees.  The self
assessment survev enables the smplovess to rate their skills level compared to
their duties and responsibilifies and helps the decision maker gain insight into
the direction that a training program should follow. Giving the emplovess the
appropriabe training program that would upgrade their skills and competencies
i evidence of the value that management place on the importance of its people.

“Training is what distinguishes an organization from the competition. It is the



ahilities and knowladge of the people within an organization. To be feartul of
the investinent in training because of its cost is to be fearful of success” (Cairns,
Sathing Concepts.com. L

Putting peopls first is the thesis of Dr. Louis Laguardia (Laguardia,
File: /People htm ). He observes that majority of American businesses have low
muorale and diminished value of emploves lovalty which creates the problam of
job inefficiency.  In the face of this growing crisis, the need to value peopls is the
offered solutiom. "It is in the midst of this changing environmetit that business
leaders, those with a vision for their futire have come o realize that they have
only one remaining non-commmodity variable that can differentiate them from the
competition their people. The true business leaders recognize that knowledge
resides in people not companies. People are what lends creativity and knowledge
to an organization to develop products and services not companies. People have
pirrchasing power not compandes.  People have the ability to develop, ulilize

ared harness technology not companies.  People have the ahility o compete not

e bl d

companies” (Laguardia. File: /]

He stresssd further that in todav's business lsaders the funchions of
seloction, retention and development of human capital are the most onibicsl
contribubions 1o drive the shrelege growth of business. The selection of
management workers or talents sust nob be approached in haste with the short-
teim obchve of “Hiling 8 vacancy” A successtul selection must consider @

wide range of possibility as o how best meessure the knowledge skill and

€
<
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abilities of potential candidates to ensure that what they offer maiches the needs
of the organizatiom.  In the same manner, a ssleckion of mstrument must be we}i
cvhomen that wonsld best measure those elements that nesd b be measured rather
than depend on one that is just convendent and simple lo execute. This will

who are going to participate in the

Si*

regquire 8 process in place o assist thos
selection of workers so that there is consistency as o how talent is being sought
and needs to be measured. Giving thought to these concerns will suraly help
secire the workers in the business envivonment and increase etficiency not only
on their part but also on the part of those involved in the selection process
{Laguardia, Pile: f People himy

Managerial strategies thal emphaesize persomal individual growth and

2F

development will fsad not only o a more healthy organization socially, but also
by a move efficient one. This is the soctal philosophy underlving the concept of
arganizational  development anchored on the principle of Management of
Change by People. The growth and development of individuals in all levels of
the arganization is expectad b rosult in increased organizational efficiency and
affectiveness,  (ine basic asswomplion of organization development is about
oeopls, Most individuals have drives toward personal growth and development,
and these are most likely & be actualized in an environment that i both
supportive and challanging,  However, individual growth and development

must respond b group  interrelationship in achisving  personal  growth,

prhancing collaboration and stfecting change Shrode Voich, 1984 380).
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George Miller in hig article “Six Basics of Management” belisves that to
preserve the competitive edge of a business organization managerial effort mast

aimn ab releasing the untapped crealivilty and inttiative in people (Miller, 1981:

One of the baste asswmptions of the Theory of Management by Svstem
frovn which is integrated sl other assumplions and principles and philosophy of
management is the svstem philosophy of man. The principle of achievement
stabes that the opportunity for individual achievement and growth leads to

individual and organizational productivity and satisfacion. Man is viewed as

pesvchologically mature and seeks, above all, personal growth and development
in the woarkplare, This implies that a person’s behavior will be influenced by the

-

opportunity b arhisve provided by his job, Un this nole, it is management

responsibility to provide this opporbunity and to reinforce the individual’s desire
for personal growth and accomplishiment. A working principle is theretore
needad that should stress the development of an intsgrated attitude toward one’s
job and offer real opportunities for individual achievement, maturity and growth
Shrode and Yoioh, 1984 MU,

Louis B Allen speaks of the professional manager as one who follows a
praciival shilesophy and ortented o the real peeds of the people. o his

philosophy, he is dedicated b the proposition that fidfillment can be realized

best through eam support and cooperation. By helping people find salisfaction



within themselves, the manager s accomplishing something of enduring
significance {Andres, 1990: 23}

Loveriza shares the idea that all managers have responsibility for statfing,
and he means good statfing practice.  Bftective management reguires the
training, development and use of staft personnel. The output in organizational
production penevally depends on personnel morale.  Toward this end, the
manager not only formudates the organizational objectives and strategies but also
the welfare of his people He hears their gripes about their duties and
responsibilities as well as their personal aspirations and problem. “Staff training
must be well planned wayv ahead of contemplated operations as it is a means of
gaining personnel sifectiveness through the development of appropriate habits
of thought and action, skills. knowledge and attitudes” (Leveriza, 1990: 130},

The responsibility for staffing belongs to every manager at all levels of the
arganization. He prescribes the manpower requirements, the task and statfing
patiern with emphasis on policies, organization, rules and procedures. He must
have the foresight of the need for the staft to fulfill organizational eperations on
his skill and competencies in his work accomplishment. Thus, a manager bhas o
be sure that there are formal recrustment and staffing activities of all tvpes of
people by maintaining analvtical and critical posture i evaluating applicants
{Andres, 1986}

According to Koontz and (YDonnell “Hf the staffing funclion were o be

handled logically it would be mors complex than is usual in practice. Since
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positions are filled not only for the present, but also for the future, staffing must
deal with future reguirements. This means that the first step should be the
development of an organization plan for the fubture since, unless an enterprise
expeacts to replace people constantly, people selected and developed now should
be able to fudBl tuture roles. But as will be apparent, an organizalion plan
depends upon enterprise plans, since the organization structure is elways
reqpuired 1o established an enviromment for performance to accomplish objectives
and plans”™ {Koonts (¥ Donnell, 1972 418).

Frederick Harbison asserts that the organization is the principal tactor in
determining the productivity of labor, and the skills of manpower depend more
on what the organization doses than on any natural or innate characteristic of
fabor itself. While the efficiency of labor resowrces mavhe independent of
organization, the organization. however, is able to influence this for anlike land
and capital, organization is a2 human resource. The orgenization is compaosed of
innate human beings who are motivated by drives. hopes desites. fear and
trustration {Dabin, 1974 539

O the other hand, Shrode believes that emploves organizational
effectivensss can only be achieved surcesstully by the development of integrative
attitudes an the part of all organizational members - the goal of which is o
maximize resouree stifization and human performance.

Achioving the desired balance between productivity and

sahistaction was viewed as a process of identifving equitabde social
nman values withun a complex sel of environment mberiaces.
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These external personal values form the background for examining
the internal personal valies of individuals within the organization.

Organizational and  individual goals are innately  interrelated or
interdepandent.  An organization reflects the particular needs, desires and
aspiration of sach member. Bach member ts motivated by his values as he
intevacts with others, and his behavior affects the accomplishment of
organizational goals.  Thus the integration of the goals and values of the
members of the organization results into a supportive process of communication
beneficial not ondy to the organization as a whaole. but also to the individual
menibers,

it is for this reason that the system philosophy of management views the

individual in the organization as a psvchalogically mature person who is capable

3T
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and desirous of persomal growth and development and should have the
opportunity &y atiize his capabilitiss to the fullest extont It is therefore
management's responsibility & provide this opportunity for development and to
foster in the wmdividuoal member the destre o develop additional skill in the
workplace. O the basis of this theorv, such thing as enlarging job structure and
promotion or incressing job  responsibiliies by retention would  enhance
maximuin hignan performance in his workplace and compliment the attsinment
of organizational goals

Lagmardia puts it “Their (managers) logic tollows i recognizing only

peonte can predict ambrace and harness change in their organizations. This is



the wvary reasom why emplovers can no longer treat theiwr employvees as
expendable respurces for thetr organizations. Emplovees must be treated as
wndgue and valuable asssels that need and deserve their attention and care. First,
they can create opporbunities for their emplovee to expand their knowledge base
and reinforce their selfesteem while enhancing each individual’'s worth to the
organization” {Laguardis, File:/ A fPeople it ).

O the local scene, a new focus on statfing prachice in government service
is the building of the human resource for good governance. The burden of
retriding the sullied image of the 1.4 million strong Philippine bureaucracy falls
on the lap of the Civil Service Comunission, the central personnel agency of the

Philippine government mandated by the Constitution to promote morale.

Chairman Corazon (. Alma de Leon, to the professional hureaucracies she had
to implement the Meritand-Fitnass program that means only qualified people
are placed in government post. To do this the passing reie for eligibility fest
must be raised to 30 percont and to update the test bank from time to Hime in
order to sateguard the integritv of the Civil Service examinations. In addition,
the merit and promotion svstem has besn further enhanced to atiract only the
best people. A division chief in any government agency can only be given io
one who has sarned a master’s degree.  Clualification is no longer snchorad on

sxperience.  Uine has to studv for it hence. the CSU developed opportunities for

pursuing advance studies for its members through scholarships and study



grants, Under this program, state emplovess are put to school on official time to
include allowances, In addibion to these study grants, the U5C also provides
direct training for its workfores and encourages all emplovees to attend training
courses and seminars for their personal enhancement. But over and shove that,
to have an empowered bureavcracy. there is the need to pay the civil servants
well. "It is a well-known fact that the concept of high morale is related 1o how
well emplovess are paid” (Estopace, 2001: 383},

Aqother way to nurture good governance and optimumn public service is
through a reward program for emplovess who render exemplary service, or
those whose ouistanding cooperation and coreativity has greatly improved the
delivery of public service,

While the individual emploves works for the attaininent of his personal
goals he caonnot totally separate himselt from the greater goals of the
arpanization.  He has by foster a healthy and productive interaction with the
other components of the organization.  For this reason, the organization must
coasitder the partivipation of the individual as vital in ablaining employee
arganizational sifectiveness. As poals are mibsrdependent with the individual,
groups and the organization, it is categorivally assumed that an organization
reflacts the neads, desires. and aspiration of each member.  As Shrode puis it:

An organizaliom s suceessful ondy o # serves s
environment satistactorily. It must maintain its vitality by altaining
a balanved set of goals or purposes that includes both productivity

{for it customers) and satisfacuon (for 1 members, (Shrode, 1984:
A3,



Kelated Studies

Several studies conducted on stalfing practives and how it relates o
smplovee organizational effectivensss have been reviewed and scrutinized to
shed light on this present study,

From the many coneepts of staffin

g practices evolved and developed

7
through the vears, we glean all about emplovee organizational effectivensss in
such functions as parlicipation, involvement, positive reinforcement, leadership,
organizational  justice  and  fairness,  person-environment,  harmonious
relationship and the organization being adaptable, Hexible and responsive to the
nesds of the individual, The emplovees and staff have challenging work in an
organization. Thev must enjov a supportive climate and given darity of role to
ensure cHficiency and high performance,

Althongh statfing is ons of the oldest processes made by early managers
to fill up neaded vacancies tor work jobs, this does not ensure effectiveness in the
workplace unless these factors mentioned are delved into. The possible effects of
these fackors wounld definitely make the organization more produckive, affective,
viable, and responsive o the needs of its people. Hecruibment is one aspect of
the staffing practice,

In a research-suwrvey conducksd by the IBS Emplovment Review on
“Ciraduoate Recruitment and Sponsorship: The 1996 [R5 Survey of Hmplover
Practive” . it was nobad that compstition for top amiversity graduales is keen in

the United Kingdom {(IBS Dmplovment Beview: 1995}, Some companies are
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recruiting fewer graduates but looking for much high quality with a view to
these swcellent candidates taking on greater respongibilities. Many lafge firms
have discovergd that recruiting when students are in their final vear of study is
tows late. They are undertaking sponsorship programs to reach the highest
potential candidabes considerably sooner.  In 1996, about 26 percent of Hrms

surveved sponsored university students for recruitment purposes. Sponsorship

programs are particwlarly popular among manufacturing organizations, which
target engineering shudents.

Does it work? About 2 percent of sponsored students joined their
spongoring  organization after graduation in 196 However one third of

companics were sucvessful in hiring svery one of the sponsored shudonis

Doy by

whom they offersd 2 b, Nobe that failing o hire a sponsored shudent s not

necessarity a htdure of the program - ik might be that the student and company
have metually decidad that the “match” between them is not good enough to be
vontinued tong eron This coald very well be a sound decision,

This researchsurvey bears similarity to the present study in so by as
recruitment s a staffing practice by which the organizations focate and aliract
individuals o 6l ob vavancies, While the mtent of the research-murvey s o
antivipate the hiring and selection of prospective workers from a pool of

promising graduates, this does not necessarily point to a staffing practice that

warrants an employes organizational effectiveness since the recruitment provess
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mvalved s selective on the part of the employer and is covered by a special
program of sponsorship,

Uce there is a pool of applicants available for a job, the next step s o
decide which one to hire. The selection process is a series of steps from initial
scrsening of applicants o finally hiring the new emploves, The goal of the
selection provess is b choose the applivant which best fits the job specifications
and the culture of the organization. There is no way to know of sure which
applicant will ulimately perform best. However, there are a number of
prediciors that managers can use throughout the sslection process to help them
gain an wndershanding of which person s most likely to perform well and
soaesed,

The study of Geber entitled “Independent Contractors: The lmpact of
Percetved  Fair lreatiment on Measures of Comvmstment, Urganizationad
Uitizenship Behavior, and lntent o Stav” presenis o scenario how lemporary
workers atter having been selecied perform well on the job (Gerber. 1998). The
recent rapid growth of the conbingent workiorce hes prodoced confusion about
how arganizations should treat temporary workers on the joh "This study used
tocus groups to develop an operational definition of fair treatment for technical
contvactors, and then sswveved 224 agency contractors doing technical work,
The survey assessad the degree of peregived taly treatinent at the current job sibe

along with commitment cognitions, organtzational citizenship behaviors ((OUB),

and the willingness to stay with the cureent client for follow- on assignments.



Resuls of the multiple correlation regression analvses demonstrate. moderate

support for relationship between percetved fair treatment and (1) commitment
{1 OB and (3) intent o slay as strong similarities betweon contractors and
regular empdovess with regard bo social nesds,

Cerber's study boars similarity o the present study on the perceived
treatinent of workers selected and hired for the job,  However, the situation
doss aot signify a cdear selection process that would give the prospective worker
the satistaction of coriteria that is jobrelsted and promises organizational
eftectivensss.

The study conducked by Baldanza entitled “The Relationship Between
Staft Development Practives of Schools of BHxcellence in Minnesota” (Baldanza,
T, examined the relationship between staft development program, praclices
and policies and the schools of Bxcellence in Minnesota,  Six schools were
selected for a qualitative multi vase shudy designed to examine the goals of statf
develonpment and its innovativenses, the extent of staff development as it relates
by district vr school goals, and how staft development is planned, implemented
and svaluated.  Based on the data derived from an in-depth intorview of disirict
administrators and wachers, the results led o two assignptions: schools with
effective staft development programs have professional growth opportunities
gearad toward all members of the staff. and the stalt are prompied to obssrved
the need for o continued growth and developmant. This study dememstrates

that this aspect of staff development is effactive. dynamic, collaborstive and
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continual both in content and process. "Staff development should foster growth
rather than forced compliance”™ {Baldanza, 199).

Baldanza's study bears similarity to the present study as far as statfing
prachice is concernad, particularly on staft development as & necsssary ool for
professional growth, emplovee collaboration and support. However. her study
is mors of an evaluation of the nature and exdent ot staft development and how i
answers the need for professional enhancement of staff members. She did not
alaborabe on how such practice could best effect organizational commibment and
high degrae of performance from amaong the emplovees which is the main
comearn of the present shady,
ting by llavis in her

The fndings of Baldanza are shared in parallel set

study entitled “The Effect of a Pedagogicaliv-Based Staff Development Program

2]

for Adppnct Comoumnsty College Faculty”  (Davis. 1990). She shressed  the
significance and the need for a staft development program involving adjunct
community college Boully o enhance their effectivensss in the classroom. This
program was expected b increase the application of micro skills of lecluring,
guastioning and shudy moetivation in the classroom o effect a change in the
definition of effective teaching.

The program congisted of five twohour sessions that covered eleven
weaks of regular somester,  Group process was emphasized as well as the
application of new  teaching flearning strategies by the participants in their

assigned classes. The foous was on the several aspects of lecturing, questioning
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and shudy motivation. It included organizing, struchuring and delivering
lecture, establishing the purpose and levels of questioning, creating a safe
classroom environment, and assessing student motivation. This study emploved
an attitude scale, an instructional styles inventory, journals, cognitive evaluation
and videchiping bo measure the effectiveness of the program.

This study bears similarity to the present study on the aspect of staff
development. However, Davig’ particular concern is on the manner the program
works to determine the effect of the application of micro skills for effective
classroom teaching which is not specifically the concern of this endeavor.

The sttitudes and reactions that reveal satisfaction and dissatisfaction of
taculty members and administrators toward the school and their job are studied
in a research by Salvador of Araullo University entitled “Faculty Members and
Administrators of Colleges and Universities in Mueva Hojja: Their profile,
Adtitudes, Motivation, MNeed, Perceptions and Evaluation of the Human Hesource
Managament Svstem” (Salvador, 1992). Utilizing the survey method in collecting
data from 13 administrators  and 127 college  tacully respondents,  the
dissatistaction of 85 percent was on the problem of paternalism. too much
display of authortly on the part of the admindstrators, and poorty maintained
eguipment. Topping the list of things desired most by the facidiv are the chance
to use skills and abilities. securitv for the future. high wages or salarv,
apportunity to increase skills and ahilities. and pleasent working condibions.

Faculties, like administrators, have the same motivations like pav. meaningtul
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jobs, security of tenure, opportunity for professional advancement and socially
relevant organization. These findings are clear indications of the need for the
academic personnel to find their work satisfaction and the desired organizational
effectiveness under a comprehensive program of staff devaelopment and
motivational management gauged from the characteristics and behavior of both
adintnistrabors and teachers,

The atorementioned study is similar to the present study since the aspecis

s of

%

of staffing practice are considered in the interface of motivation and desin

#

both teachers and sdministrators, The emphasis is more on the behavioral
dirension of amploves-emplover relationship and how this can mobilize them
b work for a cominon goal and shared priorities of neads based on their own
value patterns and leadership behavior, These aspects may be abendant b
orgamzational effecliveness, however the study of behavior patterns and
leadership skills is not included in this endeavor,

The entire organizational climate is placed at stake when there is a case of
personnel job inetficiency. True to the natiure of any educational institution, the
organtrational  cdimate mnfluences and determunes to a large extent the
performance of feculty members,

In a research condurted on the performance of faculty members of the
Technological University of the Philippines (TUP), (Acierto, 1994), a significant
relationship is revealed between the aspects of organizational climate and faculty

performance in terms of academic, technical and professional pecformance; the
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conduct of the teaching profession, classroom management skills, personal and
social qualities,  Climate consists of dimenstons ranging from “open” to “cloge”,
They are supportiveness, collegialism,  intimacy, disengagement and
restrichvensass.

The investigation emploved a descriptive and correlational design with
the teacher as the unit of analysis. The respondents were faculty members
holding permanent appotobment and who served the university for at least three
vears. The finding shows that the existing organizational climate of TUP is
genarally  “opan”  and  characterized by  intimacy, supportiveness and
collegialism.  Thus, the general performance level of faculty members is very
satisfactory.

The study purports to present a scenario that a favorable organizational
climate can enhance the lovel of performance of the emplovees.  This is the point
of similarity to the present study.  However, the present study does not delimit
itself to the teaching personnel only, but to the non-teaching and the rank-and-
tie as well

ok satishackion is an atiitude that has the potential to affect performance,
productivity, motivation, interpersonal relationship and quality of Jife. Jtis a
positive emotional skate that resulls from the personal analysis of one’s work or
work experienve.  This is the subject of investigation of Allan in a research
entitied  “An  Inveshigation inbe job Satistaction and Motivation Among

Minnesota Technologival College Faculty” (Allan, 1994),  Fredrick Herzberg's
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Motivation Hygiens Theory provided the theoretical framework.  The purpose
of this study was four-fold; (1) to test Herzberg's Motivation-Hygiene Theory; ()
by compars the b salishachion levels of selected faculty groups within the
syaberr; (3) o determine the relationship of job satisfaction/ dissatistaction and
selected demographic vartables among the full-thime faculty in the system; (1) to
determine the over-all level of job satisfaction of full-time faculty within the
svstem.

Research questions using the Wood lob Satisfaction/Dissatisfaction
instrument was administered tn 558 full-time faculty from ten technological
campuses in Minnesota. The result indicated an alljob satisfacton with 83,74
percent of the faculty expressing satistaction on interpersonal relationship,
responsibility, salerv, and supervision and working condition.

A similar research by de la Virgen entitled "Organizational Climate: s
Influence on Performance and Promotion”, {dela Virgen, 1999). was comducted o
study the organizational climate gs conducive to enhancing organizetional
effectivensses of faculty and administrative personnel.  Using descriphive and
corielational design with the facully and staft members as the unit of analysis,
the data were processed into Irequencies percentage, mean and standard
devigtion. Six of the organizational factors combined to exert significant
influence on certain dimension of chmate.  Thess are leadership style
motivation, conmumnication, adiministrative support, participetion and conbrol.

The recommendations made to promote organizational effectivensss include (1)
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honest-to-goodness organizational structuring that would put to best use the
sxpertise of both faculty and non-teaching staff; {2} formation of commities o
determine development neads of personnel and develop training program; (3)
provisions for material as well as psvchologicsl support by faculty,

The sforementioned studies bear resamblance to the present study on the
aspect of training and development as basic concerns of good staffing practice.
However, the emphasis is on the nsture of organizational climate affecting the
performance of stalf personnel.  The impact of organizational climate on work
performance mav not be the end-all of emploves organizational sffectiveness hut
a manapement system of policies and procedures on good staffing practce swhich
this study wants to correlats.

Himplovess' development s not limited to mere job iraining. In the study
made by Ganabl, enploves development is crucial for organizational success.
{Ganahl, 1997}, These tnclude partivipation in deliberately aducative activities
where the mdividual knows what knowledge and skill he is trving to gain, or
secondarily educative activities where lsarning is a by-product of another
activity. This research made a case study of 102 administrators, supervisors and
professionals from the chysical plant of large state-funded universitiss. The
purpose was b0 study  the relationship between the level of employees
partivipation and the level of support and encouragement emplovees receive
from the organization, supervisors and co-workers.  The findings indicated

shatistivally significant relationship between the two fachors. [t recommended
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the use of the same type of emploves-involved problem solving groups to give
amplovees the opportunity o participate in performance activities. In addition,
the organizaticn should provide a variely of up-to-date resource materials o

give the emplovess addiional opportunities o participate in self-instruction

Bmplovee development 15 an important factor in the success of an
organization.  Unse aspect of development is the emplovee participation in
activities he finds most educative and beneficial to his function and professional
growth.  Correspondingly, s degree of involvement impliss a conbinnous
improvement in work performance. This is the main thesis of the ressarch
vonducted by Sumuskadas on the close relation and association between
contingous snprovernent (8 and emploves involvement (1} under the banner
of Total Prodoctive Maintenance (TPM) of the Tovota Company SGumukadas,
1997y, How the Company is able to maintain s operation is dosely associated
with the important rode of emploves involvement (B, This involvement for the
rontinuons unprovement of the company requires that (1) the employee feels a
sense of ownership of the provese, and (2) be must be technically competent to
suggest and /o implement improvements,

Using an smpirical ressarch methodology, a mall survey guestionnaire
was admimisberad o manubscturing plants on Bl and operator maintenance

practives,  The research addrassed the guestion: Does the involvement of

operators in eguipment mainbenance contribute to the pursiit of continuous
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improvement {(1)7 Based on the data collected and analyzed using a Partial
Least Squares (PLS) model, the answer was "ves”.

Oin the question “What role do El initiatives play in fostering CI? The
answers indicating Bl prachces as most beneficial were power sharing and
improvement incentives practice.

This study explored the possible integration of particpabon and
involvement as fackors nevessary to foster emploves organizational effeciveness.
This bears stmilarity to the present study,  However, the concern of this present
sty 58 b put these fackors within the conlext of management svstom
partivalarty on the staffing procedure and not merely as variables,

A uovel idea on shaffing practice is presented m g research by Wiley
entitted “A Uualitsbive Analvais of Sucvessful Accountants in Publiv Accounting

Fiert”, With the rapidly changing services offered and technigues used in the
pradast 2

fiold of public accounting, appropriate statfing is in demand bo compete in this

A gualitative research methodology was used to discover combinations of
sucvess factors existing wm individual persons rather than predetermined
variables like relationships and persomality traits. The research conducted
interview with staft members and supervisors from three public accounting
firms including career service professionals and  accounting  faculty who
possessed  knowledge of the stalt person’s work,  Findings show several

abiributes of successful stalt accountant such as likeability, openness to
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sxperience, work ethics and resilience.  Added to these are the vnportant effects
of fachors external o the individual such as mentoring, supervisory style and
firm cullure. A protile of successtul accountants was drawn from the findings
with most of the positive eitribuies except resilience. For example, the
individual with an exiveme amount of crestivity does not fit the protile. The
person who must insist on perfectionisim without flexibilit<ns1:XMLFault xmlns:ns1="http://cxf.apache.org/bindings/xformat"><ns1:faultstring xmlns:ns1="http://cxf.apache.org/bindings/xformat">java.lang.OutOfMemoryError: Java heap space</ns1:faultstring></ns1:XMLFault>