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CHAPTER ONE
INTRODUCTION
1.1  INTRODUCTION
Supervisors have come under pressure, several times on their effect on staff performance. However, no matter what criticisms are leveled against them, their contributions cannot be over emphasized. If supervisors have the responsibility of improving staff performance by equipping them with knowledge, interpersonal skills, and technical skills then one will say that organizations cannot do without supervisors‟ involvement. 
Mills (1997) asserted that supervision has direct effect on staff performance. Supervisors assign task and clear responsibilities of performing those tasks and they in turn expects accuracy and punctuality from assignees. Also supervision gives the right direction to people under supervision to enable them to take initiative and responsibilities to go ahead on their own. Supervision seeks to equip individuals with the necessary knowledge, attitudes and skills to make them useful; not only to themselves but their immediate community and country. Nigeria Education Service (NES) becomes the channel through which the aims and objectives of education are carried out. This places greater responsibilities on Ministry of Education (MOE) and that failure to deliver is not only unacceptable but a real disaster to society. 
It is important that staff performance are constantly monitored and reviewed for it to be abreast with channels and developments. Today, supervision appears to be sporadic and quite often, serves as a token activity that is unable to achieve the objectives for which it is intended. 
Supervision is then seen as a control mechanism which has the task of correcting the activities of individuals and groups to ensure that their performance is in accordance with plans. Plans must be made but in most cases might not be achieved unless activities are monitored, and deviation from plans identified and corrected as soon as they become apparent. 
         This study is therefore, aimed at finding out whether supervision is helping to support and enhancing individuals to achieve autonomy in performing duties effectively. 
1.2 	STATEMENT OF THE PROBLEM 
A critical assessment of the attitude of staff towards work for which they have been employed, make one wonder what the state of supervision in NES has been. Some people who need the services from Nigeria Education Service (NES) offices think that performance of staff has not been encouraging due to the fact that they have to spend long hours, if not days, before they are able to receive what they need from those offices. According to Wiles (1967) supervision is an effective tool that could be used to promote good results as far as staff performance is concerned. It is also acknowledged that there is always a link between supervision and effective work, but this will be perfectly true only when the needed resources and commitment are available and are put to judicious use.  Though staff performance may not be the only criterion for measuring effectiveness of supervision, it is important that all stake holders of education make it relevant to be used here as a proxy for measuring effectiveness of supervision. 
It is generally accepted that structures put in place in every institution must be seen working and to ensure that work is really being done, supervision methods such as monitoring, support and evaluation must come into play. Records of action plans, monitoring and follow up reports show that supervision goes on in every unit, but unfortunately the effect does not seem to show in the work life of staff. Is supervision being carried out well in the Nigeria Education Service? Does this appear to affect the performance of its staff? Are there problems or challenges confronting supervision to such an extent that work performance is not the best? These questions have prompted the researcher to find out, The Effect of Supervision on Staff Performance in Kwara State Quality Assurance Bureau Ilorin ‟.
1.3	RESEARCH OBJECTIVES 
The specific objectives of the research are: 
1. To identify the nature and practice of supervision in Kwara State Quality Assurance Bureau Ilorin. 
2. To examine the challenges faced in the cause of supervision in Kwara State Quality Assurance Bureau Ilorin.
3. To assess the effect of supervision on Nigeria Education Service (NES) staff in Kwara State Quality Assurance Bureau Ilorin.
1.4	RESEARCH QUESTIONS 
The following research questions guided this research. 
1. What is the nature of supervision carried out in Kwara State Quality Assurance Bureau Ilorin? 
2. To what extent does supervision have effect on staff performance in the Kwara State Quality Assurance Bureau Ilorin? 
3. What challenges do supervisors face in the course of discharging their duties in Kwara State Quality Assurance Bureau Ilorin? 
1.5  	SIGNIFICANCE OF THE STUDY 
The significance of the study was to investigate into the level of supervisory practices and the competency level of staff. The study also sought to examine the existing level of supervision demonstrated by the four frontline Assistant Directors. Apart from this, the research being the first of its kind in the directorate would go a long way to help to improve upon the supervisory work in order to promote effective and efficient staff performance. 
Educational authorities will also gain insight into the state of supervision under the various units. Such activities will also lead to improvement in staff performance, thereby raising the standard of performance in the municipality.
1.6 	SCOPE OF THE STUDY
The study focused on staff of NES, with particular reference Kwara State Quality Assurance Bureau Ilorin. The choice of NES staff was based on the fact that, they occupy a crucial position in the development of society. Furthermore, supervision with its accompanying counseling section will make the staff better off to discharge their duties as expected of them. 
1.7	ORGANISATION OF THE STUDY 
The study was presented in five chapters. Chapter one discussed the background to the study, the statement of the problem for the research, research objectives, research questions, brief methodology, significance of the study, scope, limitation and organization of the study. Chapter two looked at the review of literature as it relates to the study. This information were sourced from the internet, documents, both published and unpublished such as books, journals, and newspapers that had useful information on the topic to be reviewed. Chapter three dealt with the methodology which was used in the data collection and how the data was analyzed.

CHAPTER TWO
LITERATURE REVIEW
2.1 	INTRODUCTION
This looked at the literature that gave substantial information about the topic “Effect of Supervision on Staff Performance‟ comprising, definition, history of supervision, history of supervision in Nigeria, mode of supervision, concepts and types of supervision. The review also covered the qualities and roles of supervision as well as factors for effective supervision. 
Management and leadership are not only important, but are a large part of today’s business and public works industries. Every public and most private facilities need capable supervisors. One common problem with most supervisors and managers is that they cannot find the time or resources to improve their supervisory skills. There have been many books and articles published recently to keep pace with the increased interest in developing effective supervisors for today’s work force. Most of these books and articles focus on methods and techniques rather than on the human or people effects. In contrast, this study attempts to identify and clarify the importance of including each supervisor’s present personality, knowledge and skills to become the best kind of supervisor they can be. 
The front-line supervisor has an immediate and important impact on each employee’s productivity, quality of work and work attitude. Therefore, including supervisor’s inadequate supervisory training is essential for most organizations. Every new supervisor should attend some kind of formal training before costly mistakes or formation of poor supervisory habits take place. 
2.2 	DEFINITION OF SUPERVISION 
Supervision has been defined in several ways by different authors to suit their specific purposes, (Bernard & Goodyear 1992, 2004) defined supervision as a relationship between senior and junior members of a profession that (a) is evaluative (b) extend over time, (c) serves to enhance the skills of the junior person, (d) monitors the quality of services offered by the junior person and, (e) act as gate keeping to the profession. In effect it is managing others through leadership and personal influence. Loganbil et al, (1982) perceive supervision as an intense interpersonal relationship in which one individual is responsible for facilitating the development of another individual. Glickman, et al (2004, p 6.) assert that supervision has traditionally been perceived as an act of controlling teachers instructional behavior, the term supervision portrays a system where teachers deliver instructions in a way and manner designed by higher authorities or a set of principles and procedures. It involves direct and indirect inspection and control of teachers‟ instructional activities. This concept seems to place emphasis on teachers‟ compliance with laid down procedures rather than allowing them to develop innovative abilities to work. 
Burton. (1930) explained that supervision usually gives right direction to the people under supervision; enable them to take initiatives, take responsibilities to go ahead on their own. He pointed out that one aspect of supervision is to train people, correct them, tell them what to do and also bring improvement in deficiencies in service provision.
2.3	THE HISTORY OF SUPERVISION.
The evolution of any profession certainly sets the boundary to its history. Educational supervision started from school supervision which has gone through phases of development and redefining tasks and roles of the supervisor. Understanding the status of supervision today requires that one looks back into history. Wiles and Bondi (1986) identified some phasal development of supervision in American schools. From the 20th to 21st century, their findings have been summarized by Tanner and Tanner (1987) that during the early years of 19th and 20th century the task of supervision was teaching and management of facilities as well as reviewing school curricula. Lay people were selected to form a board to supervise such activities in the schools. They periodically reviewed the state of school facilities and progress of school performances. Relationship between the lay Board and teachers were very stern and strict. 
2.4	THE HISTORY OF SUPERVISION IN NIGERIA
According to MacWilliam and Kwamena-Poh (1975) the history of supervision (Education) in Nigeria began in the 1940‟s with the appointment of visiting teachers by the Mission school authorities, to assist large number of untrained teachers especially in schools in the rural areas. MacWilliam and Kwamena-Poh went on to say that with the launching of Accelerated Development Plan in 1951, the number of schools increased and therefore more untrained teachers were employed. The government had to employ visiting officers called 
Assistant Education Officers (AEOs) in 1952. By 1963, principal teachers were selected from the ranks of senior teachers to assist in the supervisory exercise in schools. Their duties, apart from other duties, the supervisor may sometimes be called upon to perform from time to time the main duties of the principal teacher and to improve the teacher’s standard of the pupils in the schools assigned to him by the district education officer under whom he works. 
2.5	CONCEPT OF SUPERVISION 
It is believed that an effective supervisor can be a business‟ most valuable asset. The well trained supervisor who excels at managing employees can make everyone around him or her more effective and efficient. Several supervisory skills directly affect employee’s development, helping them to achieve their potential while gaining skills that are valuable to the organisation 
Typically, the performance of each individual should create an impression in the entire organisation and like the business organisations, staff of Nigeia Education Service are supposed to contribute effectively in their performance. The performance that each staff might contribute represents the various factors such as the functions and roles assigned to them; the organisational structure in which they operate; their workload; and work management. In addition, the performance of the staff can be supervised according to the tasks or responsibilities given to them (Henderson & Gysbers, 2006).
Staff supervision, also known as staff coaching, is described to be one of the components of professional development. This includes the variety of education, training, and development activities. The common goal of staff supervision is to increase the knowledge and skills of the staff in order to facilitate the improvement in their performance (Burkhauser & Metz, 2009). 
According to Circuit Supervisor’s Handbook (2002) the performance of an individual lies in his ability to cope with channels and adopt the working conditions. But one cannot be successful without the direction or guidance coming from their superior. The most common presentation of supervision is guiding the subordinates to achieve the expected outcome. 
2.6 	SUPERVISION MODES 
Supervision modes was developed within social work, mental health and counseling fields in developed countries. During supervision sessions peers usually maintain equal status and supervision focuses on restorative elements (i.e. encouraging collegiate and supportive relationships). The empirical evidence from these fields is methodologically weak and does not show strong support for of an impact of peer supervision ( Spense et al, 2001). 
In low income countries peer supervision is less focused on the restorative elements and more on formative (learning new skills) and normative (quality assurance) elements. Innovative approaches using a peer focus include: 
1. Observing consultations and providing feedback. 
2. Supporting weaker colleagues (e.g. through on the job training). 
3. Discussing issues and problem solving. 
 Four low income country studies were located which used a peer supervision approach. The first two used peers in a discussion and problem solving approach, the third peer observation and the fourth stronger peers supporting weaker ones. All suggested some impact of supervision, although impacts were small in some settings: 
1. A qualitative study of group supervision amongst Trinidadian psychiatric nurses found that the nurses, who met weekly using a manual with suggested activities, were more mindful of how they interacted with clients, were more satisfied with their work and had enhanced roles. However behavior change was difficult in busy and overcrowded wards (Lakeman & Glasgow  2009). 
2. A controlled trial with Indonesian family planning providers compared self-assessment to self-assessment and group meetings and found only small channels in communication between those receiving self-assessment only and those  receiving self-assessment and group meetings Kim et al (2000). 
2.6.1	SELF ASSESSMENT 
Interest in Self-Assessment (SA) began in the 1970‟s and it has been widely used in the education, management and health fields in developed countries. Studies suggest that SA shows promise as a means of improving performance in these settings. SA may result in 4 types of benefits: 
1. Learning from experience. 
2. Functioning more efficiently. 
3. Strengthening commitment to performance. 
4. Fostering self-agency (e.g. by increasing provider participation and giving providers greater ownership over the evaluation process). (Bose et al, 2001) 
Three low income county studies using SA were located. The first used a checklist to evaluate communication in family planning consultations in order to identify behavior to improve, the second was similar in nature but used a SA tool that included a teaching element and also included audio-taping consultations and regular supervisor visits, the third used SA of a fever consultation and peer observation. All suggested some impact of SA, although impacts were small in studies where SA was not complimented by ongoing support: 

2.7 	SUPERVISION IN NIGEIA 
Supervision generally refers to two distinct but complementary tasks. On one hand it is to control and evaluate and on the other hand it is to support staff. 
2.7.1 	TYPES OF SUPERVISION 
In exploring supervision the study looked at the two types of supervision, internal and external supervision, as practiced in the context of Nigeria’s educational system 
 2.7.1.1 INTERNAL SUPERVISION 
Internal type of supervision is conducted within the various institutions by institutional heads. According to Neagley and Evans (1970). Internal supervision is where heads or principals in present day public school organisation become the chief school administrator and supervision is conducted from the local, district, regional or national offices. 
From the point of view of Neagley and Evans (1970) head teachers, headmasters and principals in present day public school organisation are the administrators in their schools and therefore have the mandate to see to the day to day administration as well as supervise the work of their staff. 
2.7.1.2 EXTERNAL SUPERVISION 
External supervision deals with supervision by officers from the educational office (District, Regional or National). The external supervision is of various types, it includes brief, follow up, familiarization, assessment for promotion, special (investigative) and comprehensive visit. Circuit Supervisor’s Handbook (2002) 
2.8 TYPES OF EXTERNAL SUPPERVISION 
Brief visit: A brief visit is where the officer goes to give or collect some information from staff of Nigeia Education Service.  
Familiarization Visit: this kind of visit is conducted by a newly appointed supervisor who visits school within the circuit to get acquainted with staff, pupils and the various communities. It can also be a visit to newly established school for the same purpose. 
2.9	QUALITIES AND ROLES OF SUPERVISORS 
Different schools of thought have arisen on the subject of qualities and roles of supervisors. According to Wiles and Bondi (1986 p. 17),the best supervisors, regardless of their title, orientation, or job requirements, possess special areas of  competence, They therefore identified eight skill areas of supervisors, out of which five are reproduced below. 
2.9.1	SUPERVISORS AS DEVELOPERS OF PEOPLE 
The best educated supervisors never forget that schools are learning environments designed to help children to grow up. Such sensitivity to the growth of children requires a thorough knowledge of the development process as well as the special character of various groups of children in school. 

2.9.2	SUPERVISORS ARE HUMAN RELATIONS WORKERS 
According to Asiedu Akrofi (1978), supervision work is formal and person-to-person. It involves communicating with the staff. For these reasons and others, supervisors must be specialists in basic human relations. Thus, supervisors must be particularly good listeners, hearing not only what is said but also what is not said.
2.10 	JOB PERFORMANCE 
Performance is simply the production of valid results, in other words employees produce the results expected of them. Top performers get job done with amazing ease. 
2.10.1 DETERMINANTS OF JOB PERFORMANCE 
	J. P.: Job Performance 
C. P.: Capacity to Perform 
O. P.: Opportunity to Perform 
W. P.: Willingness to Perform 


From the figure below, the determinants of job performance are: capacity to perform, opportunity to perform and the willingness to perform. Capacity relates to the degree to which an individual possesses task related skill, abilities, knowledge and experiences.
 (
Source: Journal of Managerial Sciences. Volume 1 number 2 
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Job description: According to Wane F. (2003) job description is the overall written summary of task requirement. According to Robert Clarke and Jeremi Seaward, (2002) a job description outlines what is expected of the employee in the performance and outcomes of position, how performance will be accessed and the boundaries of the position in terms of personal responsibilities and organisational supervision lines.  
Job satisfaction: Eugene McKenna ,( 2005) indicates that job satisfaction is associated with how well our personal expectations at work in line with outcomes. Organisations, as a social systems requires that some benefits are received by its participants as well as its customers and clients. Satisfaction is a term referring to the extent to which the organisation meets the needs of employees. Some elements of job satisfaction include employee absenteeism; turn over, grievances and attitude
Performance Appraisal: Cole (1991) defines performance appraisal as a formal and structured system by which management measures, evaluates and accesses an employee’s job related attribute, behaviours and outcomes. PA is undertaken to discover how productive an employees is and whether the employee can continue to perform in future to help achieve the organization’s goals. 
Significance of Performance Appraisal: The main objective of performance appraisal is to facilitate management in carrying out administrative decisions relating to promotions, firings, lay-offs and pay increases. Currently, job performance of an employee is the most significant consideration for determining whether or not to promote a worker. Productivity experts recommend that when training ends, performance begins and its appraisal performance meres into support productivity increase. 
a. Where are we now? An answer to this question comes from performance appraisal process. 
b. Where do we want to be? In this the evaluator and the person being evaluated should mutually agree on the areas that should be improved. 
2.11	SUMMARY OF THE FINDINGS 
From the various literatures on the study, it showed clearly that the term supervision is generic. It has been defined in different ways by different authors depending on their disciplinary area. While some school of thought attempt to equate supervision to administration of schools, others perceive it as the act of instructing people to get a job done. Supervision may be a blend of these two extreme observations. 
Key to the achievement of the objective of supervision is the creation of an enabling environment where staffs can freely interact. From the foregoing, supervision is not just about the position one occupies in an organisation or the delivery of instructions to satisfy the achievement of educational system objectives but rather the activities one perform in order to enhance teaching and learning in the education. Supervision can also be conducted internally and externally.

CHAPTER THREE
METHODOLOGY
3.1. INTRODUCTION 
This chapter focuses on the processes and methods that were adopted in carrying out the data collection. It describes the research design, research instrument, population and the selected sample. The chapter further outlines the development and design of instruments used in the data collection. It also examines the technique used to administer the questionnaire. 
 3.2. THE STUDY AREA 
Kwara State Quality Assurance Bureau Ilorin was carved out from Nigeria Western area in the year 2008. It is currently under the constituency. The constituency is boarded in the north by South District, Nigeria West in the east, in the south, District in the west and the in the south. It has urban communities to the east and south and per-urban and rural communities to the west and north respectively. 
The directorate is headed by Quality Assurance, assisted by four frontline Assistant Directors who are in charge of supervision in their departments 
3.3. POPULATION AND SAMPLING TECHNIQUES 
            The whole staff of the Kwara State Quality Assurance, numbering fifty-five formed the population of the study. They comprised the front line Deputy and Assistant Directors in charge of Inspection, Finance and Administration, Human Resource and Statistics, Planning, Research and Monitoring units, external supervisors and other workers. 
            A sample size of fifty was considered. By means of simple random sampling, the researcher selected nine staff under each of the four main departments. This technique was used because every individual of the population had an equal and independent chance  of being part of the sample, again the purposive sampling was used to select four key respondents namely unit head of Supervision and Management, Human Resource, Finance and Administration and Statistics, Planning, Research and Monitoring.
Furthermore, to find out whether supervision has effect on staff performance, eight Circuit Supervisors from the Municipal Education Directorate were also selected. These were selected because they also perform supervision after they have been equipped. 
3.4.  DATA COLLECTION PROCEDURE 
Administration of questionnaire and personal interaction which sought views on the topic for discussion. The Effect on Supervision on staff performance in Kwara State Quality Assurance Bureau Ilorin was the major features of the field survey. 
Permission was sought from the Municipal Director through the head of supervision to carry out the study. The researcher first met the unit heads and explained to them, the purpose of the study. They in turn informed their subordinates and encouraged them to cooperate with the researcher.
Questionnaires designed were based on relevant issues in the literature review as well as research questions to be answered. Also some questions came up because of the purpose of the study. Two groups of questionnaires were designed, one for staff of the various units and the other for clients who are mostly teachers who require services from the office staff.
3.5.  RESEARCH  INSTRUMENTS 
               The main instruments used to obtain data for the study were questionnaire and interview guide developed by the researcher. In the case of the questionnaire, both open-ended and close-ended questions were asked to gather information from respondents questions, respondents were given the opportunity to organise their information and expressed their view on the subject of the study.
Both primary and secondary sources of data were used for the study. Questionnaires, interviews and observation formed the primary data. Whilst internet source materials, journals, textbooks and the directorate 
3.6.  RESEARCH DESIGN 
For the purpose of this study, a descriptive survey design was used. In other words the study was mainly descriptive, describing the nature of supervision in the Kwara State Quality Assurance Bureau Ilorin. The design was also meant to collect information on the nature of supervision and how it affects performance of staff in the Directorate.  
Based on the objectives, the study looked at how supervision is done rather than establishing relationship between various forms of supervision. The study focused on the opinions, perceptions, attitudes and behavior of respondents with respect to the objectives of the study. 
 3.7.  DATA ANALYSIS 
Data obtained from the questionnaires and other sources of information were analyzed using tables and charts. Each question on the questionnaire was considered as separate from the others and analyzed independently. Questions which demanded „Yes or No‟ answers were grouped separately on each table and percentages were used to determine their validity.
 The personal interview conducted, and the questionnaire method of collecting data embarked on, is an indication that, the information obtained was valid and reliable. 

CHAPTER FOUR
DATA ANALYSIS AND DISCUSSION OF RESULTS
4.1 	INTRODUCTION 
This chapter presents the results of the survey on the Effect of Supervision on staff performance in the Kwara State Quality Assurance Bureau Ilorin in the Greater Accra Region, and analysis of the data. 
 4.2	BIO-DATA OF RESPONDENTS 
The bio-statistical data presented in the study include gender, age, working experience and rank and qualification of staff. 
 4.2.1. GENDER DISTRIBUTION OF RESPONDENTS 
Table 4.2.1, shows the gender distribution of staff of the directorate selected as respondents. Out of the fifty (50) staff sampled, four comprising two females and two males were supervisors. The table shows that there is gender equity of 2(50%) indicating that there is equal opportunity for both males and females to occupy management position. Furthermore 22(47.8%) were females staff and 24(52.2%) were males staff. Though there is a general perception of gender discrimination on the job market , there is a fair distribution of female and male staff at the directorate. There is no gender bias. 



Table 4.2.1.  GENDER DISTRIBUTION OF RESPONDENTS 
	 
	Frequency 
	Percentage 

	Female 
	2 
	22 
	50 
	47.8 

	Male 
	2 
	24 
	50 
	52.2 

	Total 
	4 
	46 
	100 
	99.95 


Source: Field data, 2025 
4.2.2 AGE DISTRIBUTION OF RESPONDENTS 
The age distribution data (Table 4.2.2.) from the study revealed that most of the staff was middle aged representing 56.5%. These were found in the 40-49 range. The survey indicated that the unit heads were found in the (50-59) years. This indicated that generally the unit heads are older than those they supervise. In Nigeia age commands respect and therefore the age difference between staff and unit heads could be used as facilitating tool in terms of relaying instruction from supervisors who are unit heads to other staff members. It also indicated that supervisors are experienced people. 
Table 4.2.2: AGE DISTRIBUTION OF RESPONDENTS 
	Age 
	Supervisors 
	Percentage 
	Staff 
	Percentage 

	20-29 
	0 
	0 
	0 
	0 

	30-39 
	0 
	0 
	16 
	34.8 

	40-49 
	1 
	25 
	26 
	56.5 

	50-59 
	3 
	75 
	4 
	8.7 

	Total 
	4 
	100 
	46 
	100 


Source: Field data, 2025 
4.2.3 ACADEMIC QUALIFICATION OF SUPERVISORS AND STAFF 
Table 4.2.3. Shows that 2(50%) of supervisors and 8(17.39%) of staff have their second degree. Also 2(50%) of supervisors and 31(67.39%) of staff have also obtained their first degree. From the table the lowest qualification of respondents are Diploma in education. It is worth noting that though selection for supervision position is based on professional background and rank in Nigeia Education Service, which is also determined by the length of service and not necessarily academic qualification, the crop of staff at the Municipal Office are highly commendable for their academic qualification. The results revealed that in future leadership for management position will not be a major issue to border about 
TABLE 4.2.3. ACADEMIC QUALIFICATION OF SUPERVISORS AND STAFF 
	Qualification 
	Supervisors 
	Percentage 
	Staff 
	Percentage 

	GCE/WASSE 
	0 
	0 
	0 
	0 

	A 3yr Post Sec 
	0 
	0 
	0 
	0 

	Diploma 
	0 
	0 
	1 
	2.17 

	HND 
	0 
	0 
	6 
	13 

	Degree 
	2 
	50 
	31 
	67.39 

	MA/MBA 
	2 
	50 
	8 
	17.39 

	Total 
	4 
	100 
	46 
	99.95 


Source: Field Survey, May, 2025 
4.2.4 WORK EXPERIENCE 
The table shows that all the unit heads have more than 25 years of work experience with 1 (25%)and 3(75%). This indicates that they are well experienced in the work they do, and their long serving experience influence staff greatly.  
TABLE 4.2.4: WORK EXPERIENCE 
	DURATION 
	SUPERVISORS 
	PERCENT 
	STAFF 
	PERCENT 

	1-5 
	0 
	0 
	6 
	13 

	6-10 
	0 
	0 
	10 
	22 

	11-15 
	0 
	0 
	0 
	0 

	16-20 
	0 
	0 
	14 
	30 

	21-25 
	0 
	0 
	9 
	20 

	26-30 
	1 
	25 
	5 
	11 

	31-35 
	3 
	75 
	2 
	4 

	TOTAL 
	4 
	100 
	46 
	100 


Source: Field data, 2025 
RESEARCH QUESTION 1
WHAT IS THE NATURE OF SUPERVISION PRACTISED IN KWARA STATE QUALITY ASSURANCE BUREAU?
4.3 SUPERVISION PRACTICED 
Figure 2 shows a summary of unit heads, staff and external supervisors. The study showed that 2(50%) unit heads, 2(100%) representing external supervisors and staff 28(63.63%) asserted that both internal and external supervisions were being practiced, a few respondents indicated their awareness of only a single type either (internal or external) supervision was practiced. 
4.10. IMPORTANCE OF ON THE JOB TRAINING TO UNIT HEADS AS WELL AS STAFF 
The study looked at the importance of on-the-job training from the point of view of respondents. The chart shows that 20(40%) of the respondents are of the view that on -the- job training enable staff and supervisors become effective and efficient in the work they do. 2(4%) agreed that it enriches one’s mind. 
TABLE 4.3. IMPORTANCE OF IN SERVICE TRAINING TO UNIT HEADS AS WELL AS STAFF. 

	Aspect of importance 
	respondent 
	% 

	To become competent 
	10 
	20 

	Enrich the mind 
	2 
	4 

	Enhance work performance 
	15 
	30 

	For efficient and effective work 
	20 
	40 

	To acquire knowledge 
	3 
	6 

	Total 
	50 
	100 


Source: Field Survey, May, 2025 
FIGURE 4.6. IMPORTANCE OF ON- THE -JOB TRAINING 
4.11. PERFORMANCE MEASUREMENT 
Interview conducted to find out how supervision affect performance unveiled a whole lot of performance indicators of workers‟ performance. Based on the different units and the kind of work each unit is in charge of, respondents gave different responses. 2(50%) indicated that they use progress overtime as a measure of performance. From the findings it was revealed that there was no one particular way of measuring performance but depending on what the supervisors use as performance indicators. Once the supervisor is satisfied that the results of staff fits into the chosen indicator, then this means that supervision is having effect on staff performance and hence good performance. 
TABLE 4.4: PERFORMANCE MEASUREMENT 
	Performance measurement 
	Unit Heads 
	Percentage 

	Progress overtime 
	2 
	50% 

	Actual or current results with planned target 
	1 
	25% 

	Level of complained or favorable reaction 
	1 
	25% 


Source: Field Data, 2025
4.12. JOB  SATISFACTION 
The survey on the effect of supervision of staff performance brought to light the importance of job satisfaction to employee at the directorate. One supervisor mentioned that job satisfaction relates to how employees feel about their compensation, benefits, work environment, career development and relationship with management. In response to the question on job satisfaction on 50 respondents revealed that 16 (32%) rated job security as the top concern among staff members. This was followed by opportunities to use skills and abilities 10 (20%).
4.13   IMPORTANCE OF EMPLOYEE OPPORTUNITY TO USE SKILL AND ABILITIES 
In response to the question on job satisfaction, 30 (60%) respondent rated opportunity to use skills and abilities as the most important factor to their job satisfaction. 16 (32%) indicated this factor as important while 6 (8%) said the factor is unimportant. The study reveals that generally, employees feel good about their jobs, when they are using their skills and abilities and contributing to the organisation. In Kwara State Quality Assurance Bureau Ilorin, staff members are given the chance to take the place of people who are not available. They are allowed to use their initiative talents and abilities to come up with better performance. 
4.14. Staff relationship with immediate supervisors 
Staff rated their relationship with their immediate supervisor as more important to their job satisfaction. The relationship employees have with their immediate supervisor is a strong pillar in an organisation. Employee behavior largely corresponds with the way they are managed by their supervisor. With good relationship, line of communication is opened and supervisors can respond more effectively to the needs and problems of employees. Also effective communication can provide work force with direction, management recognition of employee’s performance through praise, awards and incentives to boost employee moral for better performance. 
Supervisees at the education directorate have good relationships with their supervisors. 
TABLE 4.5: PROBLEMS OF SUPERVISION 
	Nature of problem 
	Unit heads 
	Percentage 
	Staff 
	Percentage 

	Attitude of workers 
	0 
	0 
	0 
	0 

	Lack of funds 
	1 
	25 
	0 
	0 

	Lateness to work 
	0 
	0 
	3 
	7 

	Space 
	0 
	0 
	8 
	17 

	Personnel 
	0 
	0 
	11 
	24 

	Logistics 
	2 
	50 
	14 
	30 

	Travelling allowance 
	1 
	25 
	10 
	22 

	Total 
	4 
	100 
	46 
	100 


Source: field data, 2025 
4.16. SOURCE OF FUNDS TO THE DIRECTORATE 
The Figure below shows the sources of funds to the education directorate. With all these sources available to the Directorate, there shouldn’t have been the problem with funds. Funds from development partners such as USAID, District Assembly are regular but these monies come with specific activities attached to them. Unfortunately the method put in place to recover these monies has not been effective, since most of these schools have not registered with the education Directorate and so cannot be traced. Although funds from Government of Nigeia. (GOG) is the major source of funds, unfortunately funds from this source delays, this stifles supervision activities. 
TABLE 4.6:  SOURCE OF FUNDS TO THE DIRECTORATE 
	SOURCE OF FUNDS 
	YES 
	NO 

	Government of Nigeia 
	YES 
	- 

	Development partners 
	YES 
	- 

	District assemblies 
	YES 
	- 

	Private school license 
	YES 
	- 

	Religious bodies 
	- 
	NO 


Source: field data May, 2025 
4.17. HOW ARE FUNDS DISBURSED 
From the study, it was found out that funds are not disbursed anyhow. A budget is prepared and fused into that of Municipal Assembly. To this 7(34.83%) strongly agreed. Also 
10(20.83) indicated that they strongly agree that a memo is raised and approved by the Quality Assurance. Again 10(20. 83%) strongly agreed that money requested for are not released on time and it is also slashed. 
An interview with the Director in charge of Administration and Finance revealed that the budget prepared is a strait jacket type, which is the directorate is given an amount to work within and therefore one cannot move outside it. Due to this, planned activities needs to be prioritized and re-prioritized. Sometimes planned activities are canceled because amount needed has been slashed. It can be concluded that due to the straight jacket form of budget, activities to be organized are also restricted hence the frequency being low.  
TABLE 4.7.  HOW ARE FUNDS DISBURSED? 
	Procedure 
	Agree 
	Strongly agree 
	Disagree 
	Strongly disagree 
	No 
option 

	Budget is prepared 
	- 
	7 
	- 
	- 
	- 

	Memo raised and Approved 
	- 
	10 
	- 
	- 
	- 

	Money is released promptly 
	- 
	8 
	- 
	10 
	- 

	Feedback ensured 
	- 
	6 
	- 
	- 
	- 

	Amt. Requested is reduced 
	- 
	- 
	- 
	10 
	- 

	Returns are made promptly 
	- 
	- 
	4 
	- 
	- 


Source: Field Survey, May, 2025 
 4.18. SUPERVISION PROCESS AND THE SKILLS EXHIBITED BY SUPERVISORS 
Through the personal interview conducted on what supervisors do each day, respondents, mainly supervisors had this to say. The Finance and Administration Director said he endorses all funds that are allocated to the directorate that is funds from Government of Nigeia (GOG), Internally Generated (IGF), funds from donors, and Capitation Grant. He also checks from receipt books with the procurement officer to see if the items which should be purchased have been purchased genuinely. He checks the quantity on items at the store to find out if there are shortage and therefore the need to replace. 
4.19. SATISFACTION WITH WORK LOAD 
In response to questions on satisfaction with workload, respondents had this to say.1 (25%) said workload was very high but she was managing by delegating some of the activities to subordinate. The remaining 3(75%) said their workload were not very high. They however noted that occasionally when workload becomes high they had to adjust work schedule. 
From the responses it could be concluded that supervisors did not have too much work on their hands. It could also mean that there were many hands and less work to do. Some respondents said they had many subordinates who did not work very much. To them some of the staffs come to work without having any work to do. The table explains supervisors‟ satisfaction with workload. 
TABLE 4.8.  SATISFACTION WITH WORKLOAD 
	Satisfaction with workload 
	Frequency 
	Percentage 

	Very high 
	1 
	25 

	Not very high 
	3 
	75 

	Very low 
	0 
	0 

	Not very low 
	0 
	0 

	Total 
	4 
	100 


Source: Field data, 2025 
4.20. PERCEPTION OF SURBORDINATE COMPETENCY 
 2 (50%) said they do not have any problem on competency level of supervisees. The supervisor said their competency level is good. Some need little or no clarification of work to be done above average. 
1 (25%) of the respondent had this to say. Another supervisor said the supervisees who have been on their schedule for a long time could now do the work with ease, but the newly recruited ones will need clarification on a number of times before an efficient work could be done. Their competency level is average. 
The last supervisor 1 (25%) said majority of the supervisees are adults, although they are competent in terms of manual work they have a problem with the use of the computer and this renders them averagely competent. 
4.21. WHAT SUPERVISORS LOOK FOR IN SUBORDINATES 
The respondents mostly supervisors look out for these when they are supervising: one out of four supervisors said she looked at supervisees‟ punctuality to work; good inter personal relation and good performance. 
Another also said he expects them to show respect to authority and concentrate on the work. This may mean that some personnel use work hours to do their personal work. Again one said he looked out for dedication to duty, hard work, discipline, loyalty and commitment, furthermore, another supervisor expect ability to work with less supervision and being creative: 
in a nut shell all the supervisors looked out for efficiency, effectiveness and competence. 
4.22. PERCEPTION OF PERFORMANCE 
Selected respondent had different view about the term performance as coming up with valid results, others are of the view that performance is meeting target. 
In response to the general performance at the directorate, one respondent said performance is average because of low morale and lack of logistics to work with. Another one said performance is low due to the lack of personnel, lack of tools of equipment. 










CHAPTER FIVE
SUMMARY OF FINDINGS, CONCLUSION AND RECOMMENDATION
5.1	SUMMARY OF FINDINGS 
The study explored the effect of supervision on staff performance using Kwara State Quality Assurance Bureau Ilorin study. Having as case examine the issue through responses from respondents, it has come to bare that the work of supervisors in organisations cannot be overlooked. 
The study looked at type and nature of supervision carried out in the Kwara State Quality Assurance Bureau Ilorin and ways in which the identified supervision affects staff performance in the directorate. The study used a descriptive survey design, through selected respondents at the Education Office, to examine how supervisors went about their work. The purpose of the study was to find out the effect of supervision on staff performance. 
The study showed a wide divergence in the age structure between staff and the unit heads (supervisors) while majority (75%) of supervisors were in the middle age group in the 50-59 range. This showed that the supervisors have experience in the work they do. They have clear vision in their area of supervision. They showed commitment to their duties. They however, were not able to exhibit the appropriate supervisory roles due to challenges they faced in the cause of doing their work. The age structure showed a dominant (56.5%) adult population of staff in the directorate. The study indicated a slight general dominance of males over females in the directorate. Generally the qualification of supervisors and the staff were very high. Most staff and supervisors held higher certificates of education and had on the average taught for over 10 years. 
In general all respondents demonstrated their knowledge and awareness of the system of supervision being practiced in the Educational Directorate. Though all three categories of respondents (external supervisors, staff, unit heads) accepted the importance of both external and internal supervision in the directorate, majority of staff (20%) and unit heads (57%) showed their preference for internal supervision over external supervision. 
The study revealed that, the external supervisors showed their open appreciation for the work of the internal supervisors (unit heads). The internal supervisors were rather dissatisfied with the activities of the external supervisors. The reason being that they are rarely seen and the duration they spend on a visit is very short. They were poorly rated 13.63%. 
The external supervisors mentioned poor and low remunerative, allowances, lack of transportation and lack of logistics as some of the major problems they face. It also came to light that all the criteria for promoting effective supervision fell short and therefore the need for improvement. If supervision which is a driving force to performance is lacking then automatically supervision will not be effective hence non-satisfactory performance. 
5.2	CONCLUSION 
The study brought to bear the importance of supervision on staff performance. It indicated that the effect of supervision on staff performance in Kwara State Quality Assurance Bureau Ilorin is so crucial that attention has to be paid to develop it. As indicated in the findings, it can be concluded that the general feeling of respondents, particularly supervisors and staff was that internal supervision should be given greater attention as both groups understand best the situation on the ground and how to deal with them. 
It was inferred from the study results that most staff and supervisors saw supervision as more of administrative responsibility. Majority of staff and supervisors perceived the approach as control oriented rather than participatory. According to respondents, particularly staff and supervisors, this control and visit oriented supervision by external supervisors had little impact on staff performance and should be changed. 
5.3	RECOMMENDATION 
The following recommendations are made: 
1. Supervision plays a major role in ensuring better staff performance and all the players must be encouraged to do what they are doing well. Because each individuals task contributes to achieving better performance. From the findings, supervisees must be satisfied with their work as well as feeling engaged, and then they will be willing to perform well with the assistance of supervision. 
2. Supervision must be more of ideas sharing and participatory than conventional or control oriented in order to improve on performance. In order to gather a wide range of knowledge as well as technical and inter personal skills, as indicated that when staff members are given the opportunity to use their abilities and skills, they unearth their talents and perform wonderfully. 
3. Both internal and external supervisions must make conscious efforts at revising and adopting new attitude focused on developing the staff toward positive work performance. In other words appropriate staff development must be organised periodically to make staff become competent on their jobs. 
4. The activities of external supervisors must be brought down to the door steps of the educational directorate, internal administrators and staff level through regularization of visits and participation of external supervisors in activities of the directorate. From the findings it was revealed that external supervisors hardly visit, and when they do they are so rigid; relationship gap is large. If external supervisors can come up with flexible and innovative ways of supervising, criticism would be accepted and the necessary corrections made. 
5. On-the- job training and re-fresher causes must be given the necessary attention. Supply of training materials must be improved to enable supervisors to organise adequate training for staff. 
5. The findings showed that the frequency of on the job training was inadequate, for this reason the researcher recommends adequate training to sharpen the skills for better job performance. Again as supervisors stated, funds and logistics have been some of their major hindrance to organising training for staff. It is the wish of the researcher that funds will be released at the right time, accompanied with necessary logistics. 
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