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Abstract

S
The external obstacles, wellbeing and attitude of teachers in Nigeria’s Se%ry School
influence teachers’ commitment towards their job and minds of }};s his study
investigates the influence of organisational commitment and external locus of control on job
involvement of public secondary school teachers in Oyo State (%%.Rusbult theories of
commitment, attribution and theory Z were adapted in the study »@n a descriptive survey
design, the study employed multi-stage samphng procedure imple random sampling
technique to select a representative sample size of 2,187 from 18 local government
areas. Data collection involved structured questlonnau% pted from Rotter’s locus of
control, Mowday, Steers and Porte organisational ent, and Kanungo scales for job
involvement. Data were analysed using descriptive ‘statistics of percentages, means and
frequencies, and multiple regression analysis. Thg results showed that there was a high level
of teachers’ job involvement in the school @@ined (mean = 3.31). The commitments of
teachers to their organizations were hig%@ n= 2.98). External locus of control among
teachers was high (mean= 2.98). er€ was a significant combined influence of

organizational commitment and teac xternal locus of control on job involvement (R? =
0.976, p < 0.05). Both exte l lecus of control (= 0.744; p < 0.05) and organisational
commitment (= 0.249; p < 0 ave significant relative influences on job involvement

compared to their femal rparts (F= 5.538, p < 0.05). Female teachers exhibited lower
levels of control co the male counterparts (F = 6.018, p < 0.05). To foster teachers’
commitments to théir o ganlsatlons school administrators should create an environment that
nurture opportlaws for professional growth, carry out continuous in-house training
programme _fo ancing teachers’ locus of control, pay attention to promotion and maintain
good work mqtivation.

among the teachers. Male %(‘,Klers exhibited slightly elevated levels of job involvement

Keywo;ds: Organisational commitment, External locus control, Job involvement, Public
secondary school teachers.
Word Count: 299
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Chapter One
Introduction
1.1 Background to the Study . (ba
Job involvement can be referred to as how important a job is to an @eel. In
other words, it is the extent to which an individual is willing to de }ye his or her
job. Right from its inception, the human race has always been @0@ or engaged in one
activity or the other to keep themselves busy and earn a liw@[ is part of human nature
to find one or two things to do to secure their daily’ 1@3. We are in a society whereby

regard or recognition is not given to a jobless indiviglual; such a person is tagged as a lazy

man or woman. It is assumed that eve al who desires to live well and achieve in

life must have something doing wh%e'r 1g or small. Nigerians have several indigenous
jobs they grew up with an m@lherited some of these jobs, for instance, there are

indigenous jobs like farming, fishing, hunting, molding blacksmith, tie and dye, weaving,

'}
and sculpturing jéjéj%tlon a few.

It was a%goted that individuals set up businesses on their own which is known as
personal business, two or more people put resources together to set up a business which
cé@ either small-scale or large-scale firm. This is jointly managed by the group and is
otherwise known as partnership business while the government also creates jobs for
people to get engaged in. There are different jobs with different specifications, tasks,
demands, and requirements. Thus, some jobs are computer-based (that is, Information and

computer technology systems), artistic works (such as sculpturing), and technical incline
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(such as Engineering) while some are brain-building (such as teaching) to mention a few.
The choices of an individual depend on their area of interest and specialisation.

Howbeit, several scholars have given different definitions of job involvement based
on their views and understanding. Job involvement can be described as a deep interest an
employee has developed toward the objectives, culture, and assignments (bOaf the
organisation®. It can also be a kind of special attention an employee pa@ﬁ;}his/her
immediate work®. This may be interpreted in terms of the promin: }'btl that a job
occupies in such an individual’s life. It may also be a pers.og&agk participation, the
degree of importance that work holds and cognitive psych g&al identification with the
work that is done*. ’ 6

Moreover, in some others’ view, Job in l%n‘[ reveals the level of personal
willingness to work and represents a tf)d@gtitude exhibited by such individual®. Job
involvement is also said to be c@ ¢ of affecting the degree of adjustment when
individuals confront the pr su@%d emotions of frustration®. Job involvement again
addresses the notion of t importance of a job to an individual’s own life or to the extent
of one’s willing sote oneself to a job’. Job involvement is defined as the level to
which an em@ﬁe is psychologically identified with the job and the importance of that
job to such.an employee®.

ertical consideration of the definition given to job involvement by different scholars
indicates that job involvement is a habit or attitude exhibited by employees. This suggests
that for any employee to perform extraordinarily or excellently well in his or her chosen

daily job and career, such an employee must possess a strong job involvement attitude or

habit. It is noticed that the aim of any business is targeted towards profit-making. Today, it
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is observed that organisations are faced with aggressive competition and this is what
characterises the current business environment.

Therefore, it will take organisations that have employees with a strong sense of job
involvement to thrive. This is one of the reasons why most Managers would prefer
working with employees with a strong sense of job involvement®. It holds tyst' such
employees must be more satisfied with their jobs and their careers'®. The m@'g}ms must
have built confidence in their abilities, and proficiency at their t %ound them
ascribed their achievements to the variables that are under Ehe'&u%)qrol. This is in line
with one of the definitions which say “Job involvement re@t how deeply employees
are absorbed in the objectives, culture, and assignrrfe@@the organisation, and to how
intricately attached they are to their immediate k&

Research has shown that employ '@% lesser degree of job involvement lose
focus on their jobs, and are less imaginative and open to new concepts while those with a
high level of job involvement h@%een found to prefer autonomy and to have a higher
level of self-efficacy?®. J, igvolvement is a good indicator of job-related behaviour!2
Meanwhile, it w a@%&covered that employees with a high level of job involvement
have been fo%uo exhibit a stronger attachment to their jobs and professions, as a result,
increases their level of job satisfaction. Not only that, such employees most of the time
ato be more motivated and always complained and saw their job as strenuous'?.

On the other hand, an organisation where employees exhibit a high degree of job
involvement usually experiences increased turnover'®. Furthermore, there is an indication
that employees place a high level of emphasis on and identify with their jobs. In other

words, somebody with a high degree of job involvement would have the job placed at the
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center of his/her life’s interest'3. In as much as an organisational setup suits an individual
to the level of meeting their physiological needs, there is a tendency for an employee to
want to be identified with and become involved in their job.

However, the only vital instrument that can increase employees’ sense of
accomplishment, self-pride, and focus at work, is job involvement which in the end brings
about job satisfaction!*. In addition to that, job involvement serves as a %’% agent
showing the relationship between a manager's good chara employees’
organisational affective commitment!>. Sometimes when thgre&upeed to correct the
attitude and notions of some employees in an organisation,@nvolvement can serve as
great support for treatment. Moreover, job involverﬁa@ a way reflects the employees’
willingness and attitudes toward their jobs and@%ions. It also affects the coping level
of an individual when confronted with t '@es and emotions of frustrations at work.

An individual employee stands‘the 0pportunity of improving his/her performance at
work by his/her level of job %:givement which can serve as a key factor for an
organisation to maintai:{gompetitive advantage. At times, getting more involved in
one’s job/professi @%es an employee to boost his/her sense of value which in turn
may motivate%gater devotion to workplace tasks by such an employee'é. Thus, it is most
likely that. an individual with high job involvement finds satisfaction in his/her job,
es good relationships in the workplace, and is committed to the organisation he/she
is working with. They can even be of good help to their colleagues.

Job involvement was said to be an important attitude and a construct that affects both
the employee and organisation!’”. It is an important element that has an impact

significantly on the individual in the sense that it helps an individual improve his or /her
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performance in the place of work by inputting their maximum effort to solve the problem
with intelligence when motivated12. Invariably, the importance attached to work by an
individual determines such an individual loyalty to that job which will eventually bounce
back to the organisation the person works with.

Considering job involvement from the angle of the employee, it may appfi%to be
significant to the growth and satisfaction of that individual embedded @t work
environment which could be motivational and attitudinal goal-direc M dicates the
possibility of job involvement playing a great part in an e.nK ee;s productivity and
efficiency when motivated and when not. Situations such éé}ganisational context, job
design, supervisor behavior and the like are likehiéx influence an individual’s job
involvement. However, on the part of the orga@on, job involvement can be seen as a

prominent factor in creating and increat?i&@%otivation of employees. From this angle,

job involvement can be seen as %'essential component of work behaviour in the

An individual with %@%ﬁ desire and strong interest in his/her job or profession will

workforce.

give all it takes @'%he quality of service provided through his/her job not minding
the cost or de@gd but will be after satisfying his/her desire for that job. The degree of job
involvement of an individual will depend on whether the job can meet their physiological
n@r not. In this wise, the level of job involvement expressed by those who are their
psychological needs are been met will be higher than those who are not'®. Job involvement
can be considered to be an important work attitude and one of the sensitive factors

affecting the quality of both individual and organisational productivity!'®.
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The studies also showed that job involvement not only affects performance directly
but also indirectly by enhancing organisational commitment. Organisations with a job
involvement culture usually have their employees more committed to the organisation
than those organisations that do not involve their employees!. Job involvement
contributes importantly to organisational effectiveness, productivity, and morale eﬁit'h the
resource of appealing to employees deeply of their work. It makes t%% more
meaningful. Employees become involved in their jobs when they p 'Xa otential for
satisfying salient psychological needs (e.g., for growgh,’&ligvement, meaning,
recognition, and security Job involvement has been one ot@&mst effective tools used
for increasing employee productivity by enhafm@ employee participation and
commitment. Job involvement enhances individuals' work performance by motivating
them to exert greater effort and us 'tkéq;ﬂreativity to solve problems and work
intelligently. In other words, one c%'say that job involvement among employees is one
of the organisational factors that)C€annot be overemphasised. This is anchored on its
relevance in organisatio%ﬁﬁectiveness and outcomes. Information gathered from works
of the literature @i)that job involvement is a multidimensional construct. Despite
that, most lit@re did not specify the indicators for job involvement. However, it was
noted that\yob involvement is an employee’s job-related attitude which manifests in such
a@%yee’s enthusiasm, zeal and interest'8.

This implies that employees (teachers) who exhibit a high level of enthusiasm, zeal
and interest in their job are expected to see their professions as the ultimate desire and
ready to give all it takes to sustain and promote the interest of such profession. Such

employees (teachers) tend to develop healthy relationships with their colleagues at work
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and develop good interactions with the parents and even students or learners. They are sets
of teachers who see their profession as a good platform to transform, model, and make
lives and future leaders. They are ready to teach any time any day. Despite this, it can be
noted that this job-related attitude may vary with gender. Howbeit, three indicators will be
considered for this study. The indicators are enthusiasm, zeal and interest. Ih%%three

>

employees’ job-related attitude seems to have ways of determining @»level of
employees’ commitment to the organisation. \

It was obvious that organisations were in existence not }e@q two centuries ago.
Organisational Commitment appears to be one of the most,ﬁ& rtant factors determining
an organisation's success in a competitive envfm@%{t, educational organisations
inclusive. Hence, organisational commitment a@stmct is a combination of two words;
organisation and commitment. The termac s%%ation is said to be derived from the Latin
word organizare which comprises twg words organ and job. Organisation means a group
of people, businesses, co pa@ or countries formed or set up for a purpose.
Commitment means a p&itigge attitude towards something or the hard work or loyalty
given by an indiyidul %n organisation or activity?’. It can also be a function of inherent
sincerity in a %(g’on, which develops the capacity to work hard and give good results even
in poor and unpalatable circumstances.

%awever, organisational commitment has been defined by several scholars in
different ways with different ideas based on focus areas. Therefore, organisational
commitment can be defined as the psychological link exhibited by an individual with their

organisation, identified and having a strong desire to put into the accomplishment of the

organisational goals®!. It can also be defined as an employee’s involvement and level of
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identifying with an organisation®?. The degree to which employees get themselves fitted
into the organ process and association of such employees with their organisation can be
referred to as organisational commitment®. Organisational commitment is a kind of
attitude related to employees’ loyalty to the organ, such as a trend that employees attribute
to the association to which they belong®*. It can also be defined as a living r.el%gnship
that occurs between an individual and his/her organisation in whic@ party
demonstrates his or her effort to fulfill the mission of the organisati \t seen as an
active relationship of an employee with an organisation out of W\ he or she is ready to
give what is demanded by the organisation?S. &%'\

Another definition says that organisational com'm@%ﬁt extracts a strong desire and
belief from the employees to value the objecti@ ¢ organisation?’. It is regarded as an
attitude related to an individual mindset tc ﬁan organisation®®. In another context, it is
regarded as employees’ strong desiw%)' rétain their membership with and remain loyal to
the organisation due to t bayfb they have towards the goals and values of the
organisation®. It was al&d&scribed as the factor that promotes the attachment of the
individual to the g@%ion”. Organisational commitment is a deliberate action put up
by an individ%{jo place a correct evaluation on an organisation and as a result work for
such organisation®!. The unwillingness to call it a quit with the company as a result of
ir@ves (such as an increase in status, salary and company freedom) as well as an
amicable relationship with such a company can be referred to as organiational
commitment®. It is also described as the degree to which employees incorporate and

accept the desire to pursue and be part of the organisation®. In all, it is paramount to note
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that organisational commitment is a bond or attachment to the entire organisation and not
to a job, work, group, or belief in the importance of work itself>.

Meanwhile, the concept of organisational commitment can be used when trying to
understand and make clarifications about the intensity and stability of an employee’s
dedication to the organisation’. Organisational commitment as a construct has been
argued by some authors to be too broad for effective organisational an@g'}“. This
construct is multidimensional and has been conceptualised throu };nginterrelated
factors likely to influence employee satisfaction. It can be cllaK rised by three factors;
the first one is acceptance of a belief in the values and goal&%}ﬁe organisation, which is
value commitment, while the second one is the dés@to retain membership with the
organisation, which is effort commitment and t@&)ne is a willingness to contribute to
the organisation which is retention comi Nﬂe)”. This results in an active relationship
exchange between the employees e organisation. It also involves attitudes and
behaviours as demonstratio oi@glctual concept of organisational commitment. At the
same time, it is again sgd on the assumption that individuals can ally with the
organisation they@e@y%ng for.

Howeve%‘a{ganisations have encountered difficult challenges that have to do with
having a eommitted workforce in the time past for them to meet up with the worldwide
e1c competition. Meanwhile, researchers have carried out different researches on
components of organisational commitment but not from the perspective of education.
These components are affective commitment, normative commitment and continuance
commitment®®. Affective commitment is the employees’ emotional recognition of the

organisation and involvement in that organisation. When the employees are affectively
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committed to the organisation, they will be engaged in working with the organisation
because they want to. Those employees with affective commitment are emotionally
dedicated to an organisation and remain with the organisation come what may. They see
their employment relationship as compatible with the goals and values of the organisation
AR

For instance, a teacher who all his/her life has been dreaming of becon@w teacher

they are working for.

is given an appointment to practice as a teacher in a school. It will b at such an
individual will be ready to demonstrate a high level of affegt'kvx ommitment to such a
school. Affective commitment is fundamental to acknov&%xlg the organisation and
incorporating oneself into the principles and standém@&f the organisation®. A teacher
tends to develop a stronger affective toward %&)01 when notices that the kind of
experience he/she has gathered within® %zrticular system is coherent with their
expectation and can satisfy their ba%?eeds compared with the unsatisfied ones®. Thus,
sets of teachers in these ca go%;bare ready to reciprocate through their loyalty to the
system and willingness tgiv,ﬁg all it takes to push that school forward.

On the othe @Qpntinuance commitment refers to the consciousness of the cost
implication %@aving the organisation. It is considered to be a calculative mindset
because it\has to do with the consciousness of expenses and threats connected to leaving
tanisation. An instance can be taken from an individual who was trained to be a
banker but could not secure any employment but decided to pick up an appointment with a
private school. It can be assumed that such an individual will want to keep his/her

appointment with such a school because there is no alternative but to retain his/her

appointment with that school. This is an indication that a teacher who remains in the
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system chose to be there because they have no option but to stay. Such teachers stay with
that particular organisation because of the money they earn and the time they spend in the

school system and not because of their loyalty to the school they work with?>.

This is not the case with affective commitment where a teacher remains e%it'h the
organisation because of the desire to stay and recognition of the prin@e} of the
organisation. Normative commitment is another level of commit M a teacher
exhibits a sense of responsibility to maintain his employry@i&h the school he is
working with. It is the recognition of the cost attached t&%ing the organisation. A
situation whereby an employee is not satisfied wi't@e treatment receiving from the
organisation he is working with but by his se@%sponsibility to the organisation, he
does not have an option but to keep his ] )&pt ent with the school system. Out of these
three components, the only thing that miakes the difference is the state of mind. It is
noticed that the more satisf; cti@ employee gets from his job the more commitment
and loyalty he or she exhj 'ts,go the organisation*.

Essentially, s@&the inferences from the submissions of various scholars, it may
be assumed %\prganisaﬁonal commitment plays a crucial role in determining whether
the employee will stay with the organisation for a longer period and work passionately
tc@s the organisation’s goals. At the same time, determinants of organisational
commitment can help to predict job satisfaction, job involvement, employee satisfaction,
employee engagement, distributions of leadership, job performance, job insecurity, and

the like®.
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With the assumption that organisational commitment determines how long employees
stay with the organisation working for. There are therefore a lot of benefits to be derived
by the organisation and the employees as well. These include high productivity, and
committed employees who tend to believe in organisational goals, visions and values. In
so doing, they stand to encourage and ensure their colleagues or team members.diégy the
same. Secondly, when employee displays a high level of commitment to the@isation,
they report lesser absenteeism, always look forward to being ensure the
completion of their assigned work, help carry out projegt@lo\contributes toward
organisational goals with other colleagues. Likewise, a @itted employee exhibits
excellent collaboration and teamwork whereby he o'r@works hard to boost the team’s
productivity*°. QQ

Not only that, due to a strong commni m‘é@% the organisation, the employee stands to
advocate positively for the organ@on and has strong belief and support for the
organisation’s products, se ice@ policies. Lastly, it reduces tardiness and turnover.
Organisational commitm%g}oes beyond passive loyalty but entails an active relationship
with the organisa@)@% that individuals are willing to give something from themselves
to contribute &gﬁe organisation’s wellbeing41. The second variable that may influence
public secendary school teachers’ job involvement in Oyo state as will be considered in
t@?y is teachers’ locus of control

Locus of control was first studied by a researcher and later modified by another set of
researchers*?. Since then, it has become a field of research for several researchers on
which many personality variables have been used to analyse. The scale developed by a

scholar enabled researchers from different fields such as education and social sciences to
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carry out their experiments on the Locus of control with ease*’. Locus of control is the
expression of an individual’s assessments concerning direct life, the events such as
individual encounters and the outcome of these events®. It is the control an individual has
over the events of life. It is a construct in which individual perspectives about
reinforcement contingency*?. Locus of control as a psychological construct is an i?g)rtant
variable that is based on the assumption whether praise or condemnation is r%%;}d by an
individual as consequences based on such person’s future attitudes® wit should be
noted that locus of control is the extent to which an indivi@u@operceive himself or
herself as able or unable, to make things happen around him@

The concept of locus of control is believed to'b@%er external or internal that is

internal locus of control and external locus of &%?“. Individuals with an internal locus

of control have the belief that their destjny @heir hands and that it is whatever they are
not interested in that they cannot achi nghey believe that in as much as they can input
effort and strive; they shall ure@lieve their goals, objectives and aspirations in lifess.
People of these categorieﬁh}t)hemselves responsible for failure or success they attained
or occur to them in | Qbey do not give up easily to failure but rather give all it takes to
attain success make a change over the situation®.

In this wise, it can be assumed that a person with an internal locus of control will be
ré@o give all it takes to ensure he influences every opportunity or situation at his
disposal positively to his favour. On the contrary, people with an external locus of control

give room for external affairs to dictate or influence the affairs of their lives*. They tend

to attribute and leave whatever happens to them to chance, fate, and luck46. At times they

26



give the impression that the world is too complex to be predicted. Such individuals easily
apportion blame to others for their performances*.

However, research has shown that teachers with an internal locus of control strive to
ensure that no external factor is allowed to affect job performance satisfaction or
involvement*. If peradventure, they cannot achieve their objectives; they rat.he%g)t for
another job46. Some other research showed that the professional orientationq}},t'}iversity
teachers and locus of control have a high contributory impa \t r affective
commitment*’. It was stated that university teachers with a rqo@expal locus of control
are likely to have a high affective and normative commitmq@le those with an external
locus of control are liable to have a high continuanéa@wmitment“. Moreover, teachers

with an external locus of control who could nﬁ&up with the expected level of job

satisfaction attribute the experience toq't}&%perior power or people, other factors or
e to

ignore the situation and at a time ch.

The commitment o t,?acher is one of the most critical factors determining the

bear with it or expect external power to bring a

change*®,

effectiveness of c@% A critical examination of the Nigerian educational system in
general, and %@'c secondary schools in particular, revealed that the level of commitment
among teachers appears to have deteriorated over time. However, a low degree of
c@tmen‘[ among public secondary school teachers is one of the critical elements
causing low student performance in external examinations in Nigeria Also, low
commitment of teachers appears to be a major factor contributing to poor academic
performance of students in Nigeria. This may likely be the cause of a large number of

public secondary school students dropping out and, in some cases, being unable to gain
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admission to courses of their choice at a higher education institution Thus, teachers with a
high level of commitment can make a difference in the overall learning and achievement
of students*. When a teacher is committed, his/her teacher is attached to his or her
profession and the school working for.

It is also expected of teachers who possess the correct attitude and behayio@ward

N

their profession and the schools they work for to give all it takes to go the%%;a mile in
carrying out and discharging their duties without expecting aﬁ%}m nsation or
incentives from their organisation. Such teachers will always.sK ogromote and project
the image of their profession and even schools well where@ey g0* Notwithstanding,
considering the teaching profession, there is a need fo@erstand that teachers’ attitudes,
behaviour, and commitment are highly signiﬁc@%e implementation and achievement
of goals, vision, and mission of governme )f\@r education Not only that, the involvement
of teachers to their job also have a l%way to go in affecting, influencing or determining
the overall academic performan earners in the school'.

However, it is Vegm})ortant that any school management also provide some
incentives that @ as motivation to stimulate teachers to develop a sense of
responsibilit}%@ attachment towards the schools’ goals, values, vision and mission. Not
only that,\the environmental condition of the working place, to which the employee
(@gis subjected is also assumed to have a long way in wanting to develop a sense of
belongingness to the school he or she works for and identifying with his or her job or

profession®’. However, teachers must develop a high degree of job involvement because

the quality of the educational system, as well as the profession of education within the
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system, depend majorly on them, they are expected to guide and carry out most of the
tasks and the educational activities that take place within the school system>’.

In addition, the quality of instruction, model of school learning and opportunity to
learn depend on the teacher®'. Moreover, teachers are said to be role models and are
expected to manage and effect changes and complex reforms that are taking_plgg both
inside and outside the schools and institutions of higher education. A]%&'} highly
committed and dedicated teacher stands to inculcate and nurture v. \h s that will

guide the usage of learning both knowledge and skills in Ehﬁ&@g world outside the

Oyo state as the geographical location of the e@ study is one of the states in Western

classroom’!.

Nigeria, which was created on the 3r a@y 1976, also known as pace setter- state
tagged “Ajisebioyo laari”. In 199 sun state was carved out of Oyo state, and the
present governor is Enginee Oll%()geyi Makinde deputising by Rauf Olaniyan. Oyo State
is surrounded by Kwara ta;e on the north, Osun State on the east, Ogun State on the
south and the Re @&Benin on the West. Oyo state is a Yoruba-speaking state with a
population ob ut 5,591,589 as of 200652. There are some industries like Brewery,
Publishing. industries, tobacco processing factories, wood and steel processing factories
a@otor vehicle assembly plant. There is also the International Institute of Tropical
Agriculture (IITA), and the Cocoa Research Institute of Nigeria (CRIN) in Ibadan, there
are also state tourist attractions such as the University Zoological Garden and Agodi

Zoological Garden. The state secretariat is situated in Ibadan city. Above it, all is the
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availability of tertiary institutions such as the University of Ibadan, Polytechnic and 606
public secondary schools in Oyo state>?.

One would think that Oyo State has been what it is otherwise called a “Pacesetter”
and should set an example in all ramifications including excellent performance in
education but the reverse is the case. Teachers who are life-builders yvi%noble
professions forget that their profession necessitates individuals who will Q}kve and
beyond official duties to assist the school and students in achievi Bs goals. The
multidimensional functions of teachers as facilitators, role rriog& mentors, fathers, and
mothers cannot be effectively carried out without a high le&% passion, love, sacrifice,
and attachment to students, schools, and teaching'@ profession in general. This is

M

because committed teachers are likely to be @ted in whatever is going on in their

schools, and such teachers will almoc':@ly get involved earnestly without strict
supervision. %

All these expectations en‘@ to be a full fund for teachers in Oyo State and it is
detrimental to the educagal} goals. Problems arise when a teacher is not committed and
loyal to his or @%ch an individual is not likely to exhibit a high level of job
satisfaction, %@ﬂsaﬁonal citizenship, punctuality, dedication to school work, making
extra timeévfor students after school hours, implementing diverse teaching methods in the
c@om, and improvising instructional materials when they are not available.
Meanwhile, teachers who are highly committed, more likely to stay on the job longer,
perform better than their uncommitted colleagues, are full of excitement to contribute
positively to the success of the school and are willing to go the extra mile for the students

and the school would help in achieving the goals and objectives of the schools. To this end,
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it is necessary to carry out the influence of organisational commitment and teachers;

external locus of control on job involvement of teachers in public secondary school in Oyo

State.
1.2 Statement of the Problem . {b,
It has been observed that many employees including teachers, s ot to be

exhibiting the right attitudes toward their job or profession Whi(@iident through
literature and observation. Considering the performance of O@sa?e secondary school
students in the last six years, out of 36 states in Nigeria (&ate was at 24th position in
2014, 27th position in 2015, 29th position in 2016 posmon in 2017, and 2018, and
201953 This result can one way or the other be traced back to the teachers’ involvement
to teaching in Oyo state. The teachl %%on is expected to be instrumental to the

upbringing, preparation and equlp(lb hildren and youth to the desired, better future and

dream society is someho ded by some people who probably could not gain
employment, and deci o"occupy themselves with teaching. This situation is seen as a
problem becau ffects on the activities of secondary schools in the sense that,

students ic performance may drastically drop. Low students’ academic
perfo ‘ﬁmay hinder the possibility of being admitted into higher institutions both in
Nigeria and outside. It is also capable of decreasing students’ enrolment in public schools
and increasing the rate of dropout from secondary school. Many studies have been carried
out on job involvement, while few research studies have been carried out on teachers’ job
involvement. For instance, previous studies reported information on job involvement, and

investigations carried out on the organisational commitment of workers in many areas of
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endeavour’*>. However, it appears that organisational commitment and teacher’s
external locus of control has not been fully explored as factors that may determine the job
involvement of public secondary school teachers, especially in Oyo State Nigeria.
Therefore, it is considered necessary and timely to investigate whether or not
organisational commitment and locus of control can serve as factors inﬂuenc.in%g'le job

involvement of secondary school teachers in Oyo State. ’i\
. \%'\

This study aimed to investigate the influence of organis{ al commitment and locus

1.3 Aim and Objectives of the Study

of control of teachers on job involvement in Oyo St5&$

The objectives are to: @

(i) identify the level of teachers’ job inwc @t in Oyo State;

(i1) identify the status of teacher%?rganisational commitment to secondary school

(ii1) examine the level oﬁcqndary school teachers' Locus of control in Oyo State;

teachers in Oyo State;

(iv) identify @%bined influence of organisational commitment (affective

commitr%% continuance commitment and normative commitment) and teachers’
locus of control (internal and external) in Oyo State;

@amine the relative influence of organisational commitment and locus of control on
job involvement of secondary school teachers in Oyo State;

(vi) ascertain the gender difference in teachers’ job involvement in Oyo State;

(vii) examine the gender difference in the organisational commitment of secondary

school teachers in Oyo State; and
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(viii) ascertain gender differences in secondary school teachers’ locus of control in the

Oyo State.

1.4 Research Questions
The study will be guided by the following research questions: . (b‘
(1) What is the level of teachers’ job involvement in Oyo state? Q’S\

(i) What is the status of organisational commitment of teachers in O@}g@nd

(ii1) What is the level of teachers’ locus of control in Oyo stage‘{ﬁo\
A
N
1.5 Hypotheses : :6%
The hypotheses below which will be tested“at '?.05 level of significance shall guide
the study. : @

Ho1: There will be no significant c@med influence of organisational commitment
(affective, normative and @%uance) and teachers’ locus of control (external and
internal) on job in Ve{nent in public secondary schools in Oyo State.

Ho2: There will @niﬁcam relative influence of organisational commitment
(affect%\pormative and continuance) and teachers’ locus of control (external and
intérnal) on job involvement in public secondary schools in Oyo State.

@%ere will be no significant gender difference in public secondary school teachers’
job involvement in Oyo State.

Ho4: There will be no gender-significant difference in difference organisational

commitment of public secondary school teachers in Oyo state.
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Ho5: There will be no gender-significant difference in the locus of control of public

secondary school teachers in Oyo State.

1.6 Significance of the Study

This study is significant because it explores the factors that may determ.infigl'e job
involvement of teachers in public secondary schools in Oyo state. Altho@;}revious
studies have revealed certain factors, it appears much has not been }ﬁ estigate the
independent variables together with moderating variables in .twdy and this therefore
makes the study unique. The findings of this study will sa@ﬁ a guide or professional
master plan for the Oyo state government, ministr‘m& Q)education in other states and

Nigeria, as well as policy makers in the edu@ sectors both at the state level and

National level. CJ@
>

Furthermore, teachers in bo p@é and public secondary schools in Oyo state and by
extension in Nigeria will ﬁgd the result of this study very useful to develop a better
attitude towards @fession. It will serve as an eye opener to the principals in
secondary sc%ql's both private and government and enable them to be more strategic
whenever there is a need to employ teachers. This will result in producing academically
sc@students. Not only that but when well-furnished and well-behaved students are
released into society, society will be positively influenced and be what it is expected to be.
In addition, proprietors and private school owners in Oyo state and Nigeria at large will

also find the result of this study useful in a bid to improve the job involvement of their
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teachers. Finally, this study will contribute to the existing body of knowledge and

literature on job involvement, organisational commitment and locus of control.

1.7 Scope of the Study

This study explored whether organisational commitment (OC) and teachers’ c%"[ernal
locus of control could serve as factors influencing the job involvement é;}condary
school teachers in Oyo State. Organisational commitment is a ¢ \t nsisting of
three main domains, namely; affective, normative and coyt{n&qégoﬁ; considered. Also,
locus of control (LOC) occurs majorly in two ways; extem@ internal locus of control.
Out of these loci of control, the teacher’s external '1@ of control was investigated. In
addition, since job involvement is a multid@%al construct and is known to be
employees’ job-related attitude which 'r@jfest in employees’ enthusiasm, zeal and

interest towards their job, therefor%ence this study was designed to investigate these

three aspects of job involve@(b
'}

Furthermor %%er effect was used to moderate the two independent variables,
namely org@ional commitment and external locus of control of teachers, as well as
the dependent variable, which was the job involvement of teachers. The geographical
s@ of this study comprised secondary schools in some selected local governments in

Oyo State Nigeria. All the Local Council Development Area (LCDA) was excluded.

1.8 Limitations of the Study
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This study was not without limitation in the sense that complaints from all the
research assistants and the researcher were almost the same. One major limitation was
that some supposed respondents did not cooperate with the researcher and research
assistant in filling out the questionnaire. In addition, bad roads hindered some vehicles
from plying some villages, which made some teachers not available on appginéﬁd' days
for the administration of questionnaires. In those villages, teachers seemed té;}fe when
to come to schools on days that vehicles would be available. \&r ularities in
attendance elongated the periods for which the instruzngn\%qu expected to be
administered. Furthermore, there were few holidays, w@ade the periods for the
administration of questionnaires to be extended. 6

N4
1.9 Operational Definition of Terms . @
Job Involvement: This is the ext%}o which a teacher is willing to devote his or her
time and energy to the te chi@%ofession or career. It is a job-related attitude that
manifests in a teacher’s %hgsmsm, zeal and interest.
Organisationa%@ment: This is a deliberate action(s) put up by an individual
teacher to p%@a correct evaluation on the school and students, which the teacher is
working for and thereby resulting in working with them. This can occur on different
such as affective, continuance and normative commitments.
Affective Commitment: This manifests when a teacher develops a strong recognition of
and dedication to the goals and values of the organisation.
Normative Commitment: This occurs when a teacher exhibits a sense of responsibility

to maintain his or her employment with the school he or she is working with.
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1.

Continuance Commitment: Teachers become conscious of the cost implication of
leaving the organisation and thereby decide to stay.
Locus of Control: This is the extent to which an individual teacher feels he or she has or

does not have control over what occurs in his/her life which can be external or internal.

%\%
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; 6\a Chapter Two

Q Literature Review

This chapter shall be discussing under the following heading

2.1

2.1.1
2.1.2
2.13
2.14

Conceptual Review
Job

Job Involvement
Organisation

Commitment
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Teacher

Teachers’ Job Involvement
Organisational Commitment
Locus of Control

Teachers’ Job involvement
Theoretical Framework

Caryl Rusbult’s Theory of Commitment . (b"

Attribution Theory . QO
Theory Z ,%\
Review of Empirical Studies

_— , , e i
Organisational Commitment and Teaching profession \

Locus of Control and Teaching Profession &%\

Job Involvement and Teaching Profession : ;6

Job Involvement and Locus of Control Q

Job Involvement and organisational ¢ itment

Organisational commitment and l@ﬁontrol

Job Involvement and Gender Dfference

Gender Difference and Org@(ié‘tional commitment

Gender Difference and s of control

Organisational C(@fhent, Leadership Styles and Trust in Teaching Profession

Job Involv@ Satisfaction in Teaching Profession
Locus OEQ) ol and Burnout in Teaching Profession

Locu ontrol and Academic Achievement
%c tual Model

2.5 @mmary of Gap in Literature Reviewed

2.1

2.1.1

Conceptual Review
Job

One of the things human uses to keep themselves busy and earn a living is a job. Job

is very important in the life of a human. In the world of today, any man without a job could

43



hardly survive and would not have a say in society this part of the world, Job is a kind of
service rendered for a wage; it could be days like the artisans, weekly or monthly as we have
in salary earners, either governmental, individual or group of people (company/firm). It is an
assumption that a man must have a good job at hand for him to live comfortably in life. Some
jobs are professional like technical work (for example; engineering,), teaching, a.nd(gdical
work. Some are artistic such as bricklayer, carpentry, fashion designer, and @;}ﬁ while

some are into business (such as manufacturing of goods, importer and ﬁ@l goods and

products, buying and selling of goods and so no). . 6.\
However, in most cases, income from a particu\héb will determine how well and
comfortably an individual can live and the prospeﬁé%t job. For instance, if a business is

.i‘ljé"%ys that generation after generation will be

thriving, it can turn out to become a fami

living on. Some jobs cannot be transferfed ffom one generation to the other (an example is a

salary-based job) and cannot b re% d for so long because of their poor yielding income.

There is a high tendency to aye a job with a low-earning income for a better one when an

individual basic ne@@%& cannot be met!. At the same time, Satisfaction might be far

from such a 'obéﬁgcewise, commitment to that job will be very low, thereby affecting the
=

service rend

QQ

2.1.2 Job Involvement

¢ and in turn affecting productivity.

When talking about job involvement, we are referring to an employee and his job. It
is all about the position the job occupies in the life of an employee which is the importance of

the job to an employee. On the other hand, it may be a person’s work participation, the
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degree of importance work holds, or psychological identification with the work that is done?.
According to the literature, job involvement is a multidimensional construct. Job
involvement describes the personal willingness and attitudes of employees toward their jobs
and their professions. At the same time, there is a way by which it affects the cooping level
of an individual when faced with the pressure and emotions of frustrations at work. If.is most
likely that a high exhibition of job involvement by employees brings satisfacti%%hen an

employee who experiences satisfaction in his/her job will actually exhibi lationships

\
&%\
2.1.3  Organisation : &

An organisation can be described as a co@ or group of people with a common

in the workplace and also tend to be committed to the organisation eyworks with.

goal or particular purpose. An example @is found in industry, company, and an
insinuation or even a family. Organis%{l can also mean a gathering of resources working
together to achieve the same gpal @(Rrpose. This can come in different ways or forms. A
selected set of people mighjgr;\e together to tackle or provide a solution to a short or long-
term need. An org @%n be a large one and can be a small one. A large organisation
usually exists w%@ifferent departments and different units. Working together with people in
an organisatien depends on different factors such as the organisational culture, values, nature
of 1h1p and kind of need for the specific time. Organisations defer and are unique in
operations, values, purposes and objectives. This is demonstrated based on the culture of the
organisational, life-cycle of the organisation, size of the organisation, source of the top-level
leadership, style of the leadership used by the current client, structure and strategies of the

organisation as well as rate charge in the external environment?.
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One of the features that make an organisation unique from each other is
organisational culture*. Organisational culture is what depicts an organisation. It penetrates
deep into everything that has to do with a company’s business. It is also observed to be one
of the significant factors for employee satisfaction’. Another feature is the §iz§bo'f the
organisation. The size of an organisation determines in a way the complexity o@,'\issues to
address and how to address such issues. Such issues are consider \h number of
divisions, products and services and even personnel. Also, t.h%&lﬁ?e of the top-level
leadership is one other feature that determines the uniquenes&%\dn organisation. In some
organisations, the executives often facilitate the board m rs to do their jobs. There is also
structure and strategies of the organisation wh@an determine the uniqueness of an

organisation. This describes the approach '@ation adopts in other to meet the needs of

its customers and stakeholders effectiv@n at the same time expect the results. Committed

employees are valuable in the %@Bf an organisation.

&w
e

2.1.4 cOmmitg;gt

Commitment can be described as a strong attachment that demonstrates, exhibits, or
is gi@owards an individual, something or relationship. In most situations, the level of
commitment determines the attention and energy spent or given to a particular thing, or any
relationship and also determines the time devoted to such relationship. When there is
commitment, an individual tends to go any length or extra mile to ensure the well-being of

what interests him/her. Any relationship or organisation with committed sets of people is
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liable to quick success, have experience of fast progress, and get it to the top with ease. When
faced with difficulty, commitment towards each other or the organisation compels
individuals to involve to give all it takes to get the problem solved. Commitment can be
exhibited at the family level, friendship level, organisational level, and even at the
community level.

Commitment occurs in three major ways which are effectlve n@g}ve and
continuance?. At the organisational level, the employee may be commit \h rganisation
based on the interest he or she has developed towards the orgalk' omand as a result, be
strongly committed whatever the situation. This is affective co@men‘[ On the other hand,
the employee can be committed to an organisation co{;iderlng the cost of leaving the
organisation without the hope of getting anothe%%yment; this is continuance while
another employee may look at it that hir hould retain his employment with the

organisation due to the money he/ she L%l'rmng; which is normative commitment.

N

Research h l@%that teachers play an important role in training and educating

2.1.5 Teacher

society's future %@bers and leaders®. The teacher is at the center of the interaction of the
main element. of an educational system which comprises learners, the educational program,
teac@and the environment. Teacher takes the task of educating young and adult
individuals’ needs in society. Apart from genetics, teacher contributes greatly to student
learning and knowledge accusation’. However, the effectiveness of any teacher in the
teaching profession will require that such a teacher get him/herself updated in knowledge and

information. It is also expected who will be able to be effective in the classroom to exhibit
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pedagogical knowledge with high expectations from his/her students and create a positive
teacher-student relationship, follow up with students and give them feedback.

Moreover, for any individual to be an effective teacher, such is expected to acquire
six areas of knowledge which are content knowledge, pedagogical knowledge, knowledge
about learners and how they learn, personality knowledge, high-level conceptual knowledge
and cooperative communicational knowledge’. Teachers receive their trainin é;\gkills in
the institutions that train teachers such as teacher training colleges, t \mn College of
Education (NCE) and Universities. The overall performance of lga@iq school depends on

the teachers’ level of commitment and their job satisfaction®. 8

=\
Q@

It has been said that teacher plays ‘1®pn‘[ role in training and educating society's

2.1.6 Teachers’ Job Involvement

future members and leaders. If any te@er will be able to carry out this duty effectively,
he/she is expected to exhibit a ert%%vel of job involvement. A teacher’s job involvement
can be described as a posit@h}e teaching profession occupies in the heart of a teacher. The
level of job involv @%jbited by a teacher enables him/her to stand the opportunity to
perform as a pr%@ional and at the same time help build learners to meet up with societal
demands. In\some cases when employees get more involved in their job, they stand the
oppc@ty of boosting their sense of value which is likely to motivate greater devotion to
any assignment task job demands. Getting involved a teacher with the job demonstrates an
important attitude toward the teaching profession which will affect both the learners and co-
workers®. Looking at teacher’s Job involvement from the perspective of the organisation;

when there are incentives from the side of the employer towards the employee, it makes the
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employee want to get more involved to demonstrate his/her loyalty to the job and ensure the
progress of the job.

It is an observation that there is a significant relationship between employees’ job
involvement and employees’ job organisation commitment’. When employees possess or
exhibit a high level of job involvement and organisational commitment are likely to be more
motivated than those with low job involvement and organisational commitm@ This is
because of the interest they have in both the job and the organisati \ e two are
significant to the organisation and individual performance. In otpwd}s, it implies that for

an individual to be involved in his job, it is likely that such be s&@ed with the job and at the
2.1.7 Organisational Commitment : @

same time be committed to the organisation!?

Organisational commitment i%' combination of two words; organisation and
commitment. Organisation as agword is"derived from the Latin word organizare which can be
split into two words; organ ﬁdg%m.)Organ means a complete structure but differentiated into
a functional unit. @%ﬁe work or business. Therefore, organisation means a group of
people, businessé\gompanies or countries formed or set up for a purpose!’. Commitment is
a positive attitude towards something or the hard work or loyalty given by an individual to
som@, organisation or activity!. It can also be a function of inherent sincerity in a
person which develops the capacity to work hard and give good results even in poor and

unpalatable circumstances. Organisation can also mean a company of a selected set of people

working together to achieve the same goal or purpose.
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However, organisational commitment is the degree to which an employee gets
himself fitted into the organ process and gets associated with the organisation. It has to do
with the employee’s loyalty to the organisation to which he/her belongs. At times there may
be a kind of desire or interest within an employee to retain his or her membership with an
organisation he works with due to some benefits deriving from the organisation. "l:h%%kinds
of interest can be demonstrated through three levels of commitment; continuar@gfective,
and normative. When an employee is emotionally dedicated to ﬁg sation and
maintains his/her loyalty to the organisation, it is said to be an .ef)fa&/e, commitment. Such
employees must have seen or noticed a kind of level of com& ibility in their relationship
with the goal and value of the organisation they work fém@ at this point, they will be ready
to give all it takes to push the organisation forwe@ the other hand, when an employee
becomes conscious of the cost implicationi)@ the organisation and is not ready to bear

e

the cost, he/she might choose to stay %r' ain his appointment with the organisation. This
level of commitment is known Qo()%e a continuance commitment. Another level of

commitment whereby an p,koyee exhibits a sense of responsibility to maintain his

employment with a%ﬁion is known to be normative commitment.

N
<8
2.1@)%s of Control
The degree to which individuals believe that they have control over the situation or
event in their lives can be said to be a locus of control. It is the assessment of an individual
concerning direct life, events encountered by an individual and the outcome of those events'>.

This is the extent to which an individual can perceive him or herself as able or unable, to
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make things happen around him/her. The concept is believed to be exhibited in two ways that
are external locus of control and internal locus of control. People who exhibit internal locus
of control believe they have control over their destiny and they cannot achieve only things
that do not interest them!>. These sets of people believe that with their efforts, they will be
able to achieve their goals. They do not easily give up nor apportion blame for their @re in
life but rather take responsibility for either success or failure that occurs to t@l life's,
However, people with an external locus of control tend leaving thei \e eriences to

chance and circumstance. People of that category easily apportiog{%mg: to others for their

N
&
S

performances!®.
2.1.9 Teachers' Locus of Control
People with an external locus of contr(@ly interact and socialize with their
surroundings as well as be active in differ '@”. This is a good character that can help a
teacher to be effective in his/her teach@rofession and make a good impact on the lives of
learners who come around them. A%%gh these sets of people easily interact and socialize,
they usually put in little eff&}o)nce they find out they cannot achieve the goal, they tend
to withdraw from @% and leave the rest to chances!’. Likewise, teachers with an
internal locus o@trol are greatly committed to their professions and strive to make things
happen!®. This 1S not like teachers with an external locus of control; once they cannot meet up

with@xpected level of job satisfaction apportion blame to the superior officers or ignore

the situation's.

2.2 Theoretical Framework

2.2.1 Caryl Rusbult’s Theory of Commitment
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The theory was rooted in interdependence theory which was proposed in the late
1950s by John Thibaut and Harold Keltey. Caryl Rusbult’s theory of commitment was
formulated in the year 1980. This theory was based on the assumption that commitment is
subjected to experience as a result of dependence!®. It is also a function of three independent
variables which are; satisfaction level, quality of alternatives and investment size..AEgrding

o

to Caryl, the satisfaction level is related to the positivity of outcome obtained i@eractions
with a partner which is born out of comparing a similar outcome withi %g en domain.
Quality of alternative is the second variable; this is referred to @iﬁfaction expected to
attain which may be romantic or non-romantic compared tq@urrent relationship. The
third variable is investment size, it was noted that some @%ﬁship is maintained not on the
note of satisfaction, nor because there is no other @%ive but because they do not want to
bear the consequences of breaking up as @ylt of what had been invested into the
relationship which may likely to lose or/diminish in value at the ending of the relationship.

Caryl Rusbult’s theory of r%%nship is very relevant to this study in the sense that;
the three independent Variags,'\ndicate that commitment to a relationship persists not only
because of the positi @ies that attract partners to each other (talking about satisfaction)
but also of the b%dithat binds the two partner to one another (talking about investment size)
and the absence of better option that goes beyond the relationship exists between the present
partr@a%ing about lack of alternative). These describe the three-level of commitments
when it comes to the organisational commitment of an individual'’

There is a kind of link or relationship between job involvement and organisational

commitment which has to do with the recognition and identification of the employee in the

way he expresses his interest in his job. In some literature, job involvement and
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organisational commitment are treated alike meanwhile, they are different phenomena in that
job involvement has to do with an individual’s link and attachment to his/her current job
while organisational commitment is all about an individual’s attachment and recognition with
the organisation he/she is working with!®. Furthermore, there is the likelihood that an
individual with low job involvement quit the organisation withdraw from work, and,change
their interest towards something else outside job?’. There is also the possibility @ere are
cases whereby an individual is highly involved in a specific wor }} a special

assignment at work and yet not committed to that organisation”.. \4%03

5N

2.2.2 Attribution Theory : 66

This theory is a model which explains @'%es of behaviours and events. The

theory was first propounded by Fritz Heid 'i@g. Fritz Heider was known to be the father
™

of attribution theory. It was assumed is theory that, people observed, analyzed and
explained behaviours and even w@planations. Attribution is assumed to be external and
internal. Internal attribution,i m@de when an individual character or achievement is attached
to individual abil%@nality, attitude or disposition, mood and efforts. External
attribution is n%&@when a given behaviour was seen as a task, other people, a lucky
environment or weather conditions. This theory is relevant to this study based on Fritz’s two
assu@ns through which attribution can be made (that is external and internal). It was
submitted that individual can associate their behaviour, success or failure, with ability,

strength, personality and even effort. On the other hand, an individual can attribute behaviour,

success or failure to cause by mood, people around, weather conditions, and the situation at
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hand. The locus of control of an individual is based on this theory as it can either be external

or internal?”,

2.2.3 Theory Z

The theory was first formulated in 1981 by Williams Ouchi (Williams T.ou%l%l,
theory Z, How American management can meet the Japanese challenge)éb} theory
ascertained that there is a tendency for a reduction in employee turno \1 ease in the
commitment of employees, improvement in the morale and job @“&qtion of employees,
also capable of bringing about an increase in the productivity @ployees. The assumption
of theory Z was based on the fact that; one, workers (efn@(ees) seek to build a corporative
and intimate working relationship with co-worker@o, workers (employees) expect a level
of support and reciprocity from the org 's@ The third assumption is that employee
wants to maintain a work-life balance™and value/desire a working environment in which
things like family, culture and ad@‘ are considered to be as important as the work itself.
Finally, it was assumed tha nu?loyees can be trusted to do their job to their utmost ability
and look after thei@@ers’ well-being when receive maximum or right support from
management ass%@tion.

This theory is relevant in this study based on assumptions one, two and four which; (i)
emp seeks to build a corporative and intimate working relationship with a co-worker, (ii)
employee wants to maintain a work-life balance, value/desire a working environment in
which things like family, culture and traditions are considered to be as important as the work

itself. (ii1) employees can be trusted to do their job to their utmost ability and look after their

and others' well-being when receive maximum or right support from management'.
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23 Review of Empirical Studies
2.3.1 Organisational commitment and Teaching Profession

Having a commitment to an organisation is a form of the emergence of employee
behavior towards work owned by someone. Commitment is one form of identiﬁcgti?g)f the
employees’ situations that are partial to a particular organisation and its goals é}sires to
maintain membership of the organisation. Organisational commitment i >s eptance of
the direction and goals of the organisation and a strong desire to lg\ riof the organisation.
This means that there is a high determination of a teacher to&%'\niin in an organisation in
order to participate in achieving the goals of the organfsa@. Organisational commitment is
also interpreted as a strong desire to remain as @1 er of a particular organisation; the
desire to try hard according to the wishes 'f%o ganisation; certain beliefs, acceptance of
organisational values and goals. Orggmisational commitment is an attitude that reflects
employee loyalty to the orga 'sat@%d continued success and progress. Along with the
development of the organi&tiqglal commitment theory, referring to who put forward the
definition of com H@Qn the organisation to be a psychological constructs that is
characteristic on%g relationship of organisational members with the organisation and has
implicationsfor individual decisions to continue their membership in the organisation.
Orgional commitment provides a reflection of the organisation members that gives
loyalty and contributes to the organisation. Based on the theory explained above, it can be
mentioned that organisational commitment tends to express the feelings possessed by
employees who provide a picture as a form of desires, needs and responsibilities for

employees towards the organisation'.
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Organisational Commitment of Teachers in most cases is said to be the determinant
of educational success in schools'*. The commitment of teachers goes a long way in helping
to achieve educational goals. Commitment is one of the principles of virtue expected to be
possessed by professional teachers which can be of good assistance to the success of the
teaching profession'®. The research was carried out in which it was found out (%2'1‘[ the
expectations towards the teacher’s commitment to teaching quality were not@g\o write
home about the due method of teaching adopted despite training they‘@g hich gave
rise to the poor achievement of the students'>. . \ N

Lots of things can be contributory factors to a teacher’@ﬂtmen‘[ such as intrinsic
motivation, positive group motivation, perceived advan'c@gt), people’s expectations, social
motivation, and status perception just to menti(@% A teacher who is committed to
excellent value chooses to be committed t s@kmg a professional and better teacher. This
was verified by a study which was carf@'out in the Department of Management Education,
Faculty of Teacher Training and E ion, University Lambung Management, Banjarmasin,
Indonesia Teachers Organis@u\ ommitment in Elementary School.

In a study i a@asin Indonesia, the objectives were to analyse the organisational
commitment ot%@;hers between excellent and low-achievement schools, in urban and
suburban areas of Banjarmasin. The questionnaire was used to measure teachers’
com@en‘[ and one-way ANOVA and two-way ANOVA were used to analyse the data
collected. Data was collected from about 247 elementary schools in Banjarmasin. The result
of the analysis showed that the organisational commitment of teachers in elementary schools
in Banjarmasin was very good!. It was shown that the continuance commitment has the

highest mean value'®. The interaction frequency value of the organisational commitment of
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teachers between excellent and low-achievement schools both in urban and suburban areas is
5.368 which is significant (<0.05)'6. It was concluded in this research that there was a
significant difference between the organisational commitment of teachers in excellent and
low-achievement schools both in urban and suburban areas in Banjarmasin'®.

A teacher who is committed to his/her school is expected to maintain his r.el%gnship

with the organisation and take as priority activities that will help the organisati@chieve
its goals a teacher can exhibit a strong psychological attachment to sc ts, subject,

and at the same time having different pattern of behaviour de.m}o\ ating his/her level of
commitment!’. In line with this, research was set up to inv&g'g}&[e the clear relationship
between the teacher profession and organisation commi’[@. The questionnaire was used to
gather data from about 983 teachers from 25 mid@hools and 27 high schools. The result
showed the relationship between professio@@yitment and organisational commitment in
school. At the managerial level, the %impants were positively associated with both the
professional and the organis tio@%ommitment, whereas, at the technical level, the
participants were only positj%lyxrelated to the teacher’s professional commitment!2.
Moreover, t k@% work environment that sense teacher results from the available
facility may be&wng enough to affect the style of such teacher(s). Some factors like;
profession, work, team, students, or school, can influence the experience of teachers in the
wor@ronmen‘[ sense. A study was carried out aimed at identifying high school teachers’
commitment to school development, colleagues in the teaching profession, and sense of duty.
A population of about 2,805 teachers from 47, high schools were used. The questionnaire

which was used as the research instrument consists of two sections; in which one contained a

57



conceptual question and the second contained question on organisational commitment
behaviour.

The result obtained showed that high school teachers were fully committed only to
the teaching profession but felt often committed on other sub dimensions’ scale, there was a
higher commitment to a sense of duty in teacher candidates than it was in tqac?g;% and
specialist teachers, low commitment to school development by vocational chnical
teachers compeer with other teachers, a high positive and meaningfu‘@m ip between
the sub-dimensions and the entire scale!®. . 6.\

Howbeit, a new educational policy reformation wa&%lemented by the prime
minister of Ethiopia in late 2018 which has brought ab'o;@ stimulating change in different
aspects especially the educational sector in the 1@' of the country's educational system
compared to the previous years5. This sugge @t teachers’ commitment plays a vital role
in implementing the vision, goals and, mission of the educational sector of a country.
However, it can be said thatgor (gtional commitment is capable of predicting some
variables like turnover, and. j b,,performance. At the same time, other factors are said to be
connected to workers’ %& of organisational commitment, this includes job security and
employability, r%\gtress, empowerment and distribution of leadership?.

Focus.on human resources plays an important role in the success of an organisation,
althc@%e outcome may be either positive or negative?’. As a result, school owners and
leaders will do well in encouraging and influencing teachers to achieve the educational
policy's common goal. Therefore, standing on these perspectives, teachers’ level of
organisational commitment in secondary schools in Addis Ababa was investigated. A

questionnaire was adopted as the research instrument for data collection. 230 teachers were
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randomly selected in 15 public secondary schools. Questions were adapted altogether putting
the three-level of organisational commitment into consideration. The outcome of the research
showed low affective and normative with encouraging continuance commitment. On the side
senior and experienced teachers, their level of commitment was low>.

Meanwhile, literature revealed that any teacher committed to teaching t?gs the
responsibility of constantly exploring a new way of teaching in other to dev@i}udents’
learning experiences. He/she sees it as a responsibility to carry \t long with

N\

themselves involved in school activities thereby becoming act@amerszl. When a teacher

innovative structural strategies that lead to better achievement help students to get

is committed to the teaching profession, it is believed such a teacher will not find it
difficult to work hand in hand with his/her colle@%building up students for learning.
Research has shown that committed t '}%J%re after promoting school and student
achievement, work performance, and Qe teaching profession. Their concern is high-
quality service and good perfo%@(}which they derive joy?!.

When teachers are a%vp\d to participate in leadership and decision-making in school,

it gives room for @%

perspectives of %@ﬁsational commitment seem to be affected as a result of the principals’

eadership operation in school?’. At the same time, teachers’

leadership distribution behavior22. Consequently, the Organisational commitment of teachers
in sé@is likely to become high due to participation in leadership distribution practices®?.
This becomes advantageous to teachers who have a high level of commitment and are
motivated to solve a problem rather than cause a problem?>?*. Not only that, when there is
cooperation among the teachers and the principal, a teacher will put in all effort to

accomplish the objective of the school?’.
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The research was carried out to investigate the effect of school principals’ distributed
leadership behaviour on teachers’ organisational commitment. The data was gathered from
772 respondents and analyzed with SPSS while Pearson Moment Correlation was used to
determine the relationship among the variables. The findings revealed that there is a positive
and significant relationship between school principals’ distributed leadership bellavégr and
teachers’ organisational commitment?*. Also, the result determined the principa%&ributed

leadership behaviours as a predictor of teachers’ organisational commit@

N\

commitment to emotional intelligence in which the result indiq@\hat teachers who possess

Many types of research have been carried out on chers’ organisational
higher emotional intelligence were found to be more cél@tted to their organisation. It was
also found that emotional intelligence has a posit@% on the organisational intelligence
of teachers®. In another experiment, it 'a)\%%d that teachers with a higher level of
emotional intelligence felt more respe%l' and valued in the positions they occupied in the
organisation and as a result, de elo@oyalty and commitment to the organisation?*. During
this same experiment, it wa%a,i’n found that the significant correlation found in between the
use of emotions an %&mitment of employees to the organisation was (r=0.58<0.01)%.
In some other @griments, where a study was carried out to investigate the effects of
interpersonalskills training on emotional intelligence and organisational commitment of
emps, it was recorded that emotional intelligence mediates the organisational
commitment of individual employee?S.

Meanwhile, a study exploring the relationship of self-efficacy and emotional
intelligence to work-related (including organisational commitment) of secondary school

teachers in southwest Nigeria. The findings related to the hypothesis that emotionally
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intelligent teachers possess a higher level of organisational commitment (r=0.25, p<0.05)27.
Another study investigated the relationship between emotional intelligence, leadership, job
satisfaction, and commitment of primary school teachers in Greece. The result came out with
findings that showed that emotional intelligence has a positive influence on leadership
effectiveness which was strongly linked to job satisfaction and organisational commitment of
teachers?®. It was further suggested through the study that while cognitivé;}ity and
professional competence were taken into account in the selection o \e , emotional
competencies must also be considered as standards for educators.tg&mp adequate levels of
performance for teachers?®, ,&%'\

One other study which investigated the relatioﬁs@qb)etween emotional intelligence
and organisational commitment of college teache@%(istan came out with findings that
revealed a significant relationship be 'eg@gnotional intelligence to organisational
commitment. This study reinforces pre@s Studies in that it reflects the predictability power
of emotional intelligence toward %%rganisational commitment of teachers®. The study
went further to recomme &%at emotional intelligence be part of the selection and
recruitment of te Q&d be utilized as an intervention to enhance the level of
organisational c@itment of prospective and in-service teachers in Pakistani colleges®.

Additionally, lots of research has been carried out to buttress the fact that
psylcal forces such as motivation affect the commitment of an employee including a
teacher, it also affects the direction of employee behavior’*3!. The research was carried out in
Bangladesh in which data was collected from 130 employees came up with The result
indicated that rewards, recognition of non-monetary benefits, and promotion when due serve

as motivating instruments to influence employees’ performance?®?. In a study in which 500
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University teachers’ respondents were analyzed the result revealed that private universities
provide monitory benefits that were not available with public universities and this resulted in
improvement in efficient, positive relationships with commitment and performance of
teachers in private university?2. Private university teachers are saddled with the workload,
this allows them to earn rewards that in a way instigate in them more dedication, efficiency,
| O
and involvement. ) é
Meanwhile, this is unlike public university teachers; they are no 1%tivated and
have guaranteed tenure of employment. Therefore, they tend to cley\' & cold attitude which
has a negative influence on their level of commitment. These ;{@[ the positive moderating

effect of a work-centric attitude on the relationship betw 4é;organisational commitment and

the performance of the university**. A study to deﬁé% the impact of various institutional

factors on organisational commitment w, ;@d out; the questionnaire was used as a
research instrument to collect data fror%gr)espondents and the result indicated that there is
a negative impact on protectivgne commitment and performance®*. The availability of
job security in public univﬁitiﬁs resulted in to decrease in the commitment of employees
and performance v@% efficiency and dedication levels. On the other hand, the
availability of j(&gcurity in a private university increases the level of dedication, efficiency,
desire to WQO and commitment to the accomplishment of the object and task of the job.
Y

Howbeit, research has shown that there are other factors such as leadership styles,

changes in working conditions and quality of life that influence the organisational

commitment of university teachers. Leadership style goes a long way in influencing the

organisational commitment of university teachers®*>*. In a study, two hundred and fifty-one
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(251) questionnaires were used to gather dates to detect whether or not there is a relationship
between leadership style and organisational commitment of university teachers. The F test
and hypothesis testing indicated that academic leadership is positively related to
organisational commitment*®*’. Consequently, changes in work conditions and quality of life
serve as factors influencing the organisational commitment of university teacl_ler%”. In
addition, a situational paradigm of organisational commitment is also c@%}ent on
parameters including job satisfaction, stress, employee behaviour, p@v al distress,

ergonomics, social support, and work identity*°. . 6.\

Organisational commitment in employees reflects afj g'g\re commitment based on
firm-specific situations of the actual exchange. Acéo@gly, employees evaluate their
commitment based on their perception of the qua@ exchange with the organisation. The
research was carried out by two different 's@%y research group to detect the influence of
change in working conditions and quality” of life on the organisational commitment of
university teachers; the first s dy%g(g‘e use of 550 questionnaires while the second study
implores 104 questionnair fcug data collection. The outcome of the results showed that
university teachers @%isﬁed with the working conditions which are neither safe nor
healthy*!. This %{@y affects the accomplishment of organisational goals and objectives
alongside 61 effectiveness and efficiency of the organisation*!42:4344,

Y

Moreover, it is important to note that a high level of commitment among academic

staff contributes a great deal to the success of any tertiary institution®>. A study investigated

factors associated with the organisational commitment of university academic employees and

at the same time sought to develop a parsimonious model that predicts organisational
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commitment among academic employees in Botswana and engaged 165 respondents with
questionnaires to gather data. The Result revealed 11 factors that were associated with
commitment to the university. Some of these factors were said to be directly or indirectly
connected to university management*®.

In addition, the overall commitment of teachers and the level of commitm_enég each
dimension of organisational commitment were investigated. Ex-post facto re@ design
and descriptive statistics were used to analyze the collected data. The }\0 e analysis
came out with findings that teachers in Edo State public secorzd& chools exhibit a high
level of commitment to official duties and also to all three@ nsions of organisational
commitment47. It was also recommended from this stu'd;@at the government should make
available funds to enable teachers to undergo training ‘and retraining in other to meet the
current challenge of the economy and soci 'r@y in the stat*’. This may probably improve
the level of commitment among the teachersTo their duties®’.

However, research wa caﬁg%out to investigate the relationship between human
resource practice based o&fqglr aspects (that is recruitment and placement, teaching
education and career} c@%pment, support, communication and retention and performance
and appraisal %\yitizenship behaviour at the primary school level in Taiwan. Data was
collected fro 6 serving primary school teachers in Taiwan. This was analysed and came
out @a result that deviated from previous findings. The analysis indicated that teachers
with a high level of organisational commitment are liable to demonstrate or exhibit

organisational citizenship behavior*®. The implication of this is that, when a different human

resources strategy is put in place, it will promote teachers’ commitment*®.
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A researcher investigated the state of university teachers’ level of commitment; in
different dimensions. The significant differences in the demographics were examined as well
as the  perception of teachers over their organisational commitment. The data was gathered
from teachers of some selected universities in India. The analysis revealed that a large
number of the teachers in the university in India manifest continuance commitment towards
their profession, it was also revealed that their level of education affects t@k},}iversity
teachers” commitment to their professions significantly*°. \

In addition, the treatment given to the university teachers.bK university determines
the commitment of the teachers to their profession. When reﬁ'\good treatment from the
university, they exhibit a great commitment and Be@e committed to ensuring the
achievement of the goals of the University®. A r@wndation was then made that for the
teachers in the university to improve C‘j@el of commitment to their profession,
management will also have strategies er how to get their salaries paid regularly and on
time, provide a safe and health\e)l ment, give room for developing human competency
and many more™. -

It was stated@@%‘archer that leadership behaviour toward employees has a way of
influencing the %Wmitment and loyalty of an employee to the organisation’!. Also, the
ability to recruit and retain university teachers varies from one university to the other and
thes@?ave to do with the kind of bonuses, allowances, pay schemes and non-financial
incentives like job security, work-life balance programmed, sabbatical leave, flexible
working conditions, professional growth and so on. Not only that, it is expected that
personnel managers ensure realistic and clear details about open rules coupled with

constructive communication, good climatic conditions and teamwork*®. When all the above-
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mentioned finance and non-finance incentive are put in place by the organisation and the
management ensures the implementation, there is a high tendency that employees will be
ready to go the extra mile to achieve the goals and objectives of the organisation which is an
indication of a high level of organisational commitment>2.

Furthermore, the researcher aimed to investigate the relationship bet_we{g' self-
efficacy and procedural justice on the teachers’ willingness to perform extra-r%%aviour
in Indian schools taking the support for training and the role of organisati mitment as
moderating role. Data was collected from six hundred and forty-t r%&l@) teachers and one
hundred twenty-eight (128) principals of Uttar Pradesh, India&@nalysed. It was gathered
from the result of the analysis that self-efficacy 5®rocedural justice are directly
significantly related to organisational commitm@hls result was in line with previous
studies which showed the importance of 'g@’ional commitment toward the extra-role
behaviour of teacher®®. On the other h 1t negates the outcome of some other researchers’
outcomes which indicated an jsx@@nt relationship between commitment and extra-role
behaviour>, -

Additionallys* @%so revealed that teachers tend to accept organisational roles and
goals with all \%’@gness when having a higher sense of self-efficacy. This goes with the
result of other research®. The reason for this result is likely to be that teacher with high self-
efﬁé@ends to believe in their ability and are still capable of handling any uncomfortable
situation that crop up in the class. At this stage, students are induced to participate in the
activity that goes on in the classroom and at the same time enhance academic excellent®®. On
the part of moderating role, the result revealed that when teachers are actively in support of

training, they become more committed to exhibiting extra-role behavior’®. On the other hand,
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they withhold their, commitment to perform extra-role behaviour when social support for
training and learning at work is not available®.

In research, both direct and indirect relationships between school culture and the
organisational commitment of primary school teachers. The cluster sampling method was
adopted in which the organisational commitment scale and school culture scale w_er?&sed to
collect data from two hundred primary school teachers that worked between @07 and
2008 academic years in Istanbul. Linear regression and path analysis \}s to analyse
the collected data which helped to influence school culture on the g&@s@tional commitment
of teachers in primary school. It was indicated from the reég'\tﬁat there was a positive
correlation between school culture and the organisatib@%mmitment of teachers in the
primary school but there was no meaningful@ effect of school culture on the
organisational commitment of the teachers’Z @

The investigation was carried (%t'rymg to find out the relationship between aspects
of organisational commitment jo@sfaction and organisational commitment in general
among government primar&:kool teachers in Western Australia. The appropriate survey
instrument was ad @%ther data from three hundred and eighty-five primary school
teachers within g@-ﬁve schools. Collected data were analysed using multiple regression
analysis was™used to find out the interrelationships between the variables. It was noted from
the f@%‘[ several aspects of organisational commitment were related to job satisfaction58.
The suggestion was made towards the maintenance of a high level of job satisfaction and

commitment of the staff>®.
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The research was carried out to investigate how organisational commitment can be
influenced by teaching approaches at Nigeria University. Data was collected from two
hundred and sixty-one lecturers in the university and analysed using Partial Least Square
Structural Equation Modeling (PLS-SEM 2.0 software). The result of the analyses showed
that organisational commitment has a great effect on teaching style*. Therefgre(bi;[ was
suggested that the leaders in higher institutions, policymakers and researcher@ﬂd pay
more attention to the effect of dimensions of organisational commit \n e teaching
approach’®60,

. \ 9
Meanwhile, an investigation was made on the relati@ that exist between job

satisfaction, organisational commitment and teacher eng @\Qe)nt. Five schools in New York
City were used as the geographical location w enty-six respondents served as the
sample population. Two statistical analys 'v)é@%ed (Regression analyses and descriptive)
where Regression reflected no signit@t result but Descriptive analyses suggested that
organisational commitment is not ficantly related to work engagement among teachers
in the sample collected®'. A qul, the outcome of this result negated the previous research in
which teacher au@)o@%nd self-efficacy were identified as predictors of teacher
engagement®?, 6\‘

In research where the researcher attempted to find the effect of distributed leadership
on @rs’ job satisfaction, organisational citizenship behaviour and commitment, an
appropriate measuring scale was adopted to measure each variable. Data collected was
analysed with standard multiple regression and the result revealed that a sub-dimension of

distributed leadership affects teachers’ organisational commitment while the coherent

leadership team dimension does not®. Invariably, the implication of this is that teachers who
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feel they are supported will be highly committed to their schools which was supported by
some other research findings®-64%. It was recommended that sufficient support should be
provided for teachers in other to improve their organisational commitment®.

In a study, where the impact of organisational justice (distributive, procedural, and
interactional) and employees’ organisational commitment (affective, contingar&q& and
normative) on the employees’ job satisfaction was examined. A total of 119 ionnaires
were gathered from employees in one to five-star hotels in Tehran. }Su show that
among organisational justice dimensions, only distributive justi.c@a\ strong relationship
with job satisfaction. Similar to this, only normative com&%ﬁ among the employee
organisational commitment characteristics has a signfﬂ@t effect on the employees' job
satisfaction®. Unlike earlier studies, no conne@ between affective and continuous

commitment, procedural and interaction@s, and employees' job happiness were

discovered. Future research direction%?

To understand the la,t%onship between the impact of organisational culture on

managerial and theoretical consequences are

suggested®®.

commitment and it @%m the delivery of public services, this sort of research employs
the associative @nique. The findings demonstrated that both high and low levels of
commitment \were significantly impacted by the strength of the poor corporate cultures”-%8,
The@and low performance of public services is significantly impacted by the inadequate
strength of culture. However, if the high and low commitment are first increased, the strong
weak culture will have a more significant impact on the performance of public services®.

In the study, researchers used data respondents, such as gender, age and long working

respondents to provide information on the characteristics of respondents. Analysis of data
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with parametric and non-parametric statistics using SEM-PLS (structural Equation
Modelling-Partial Least Square) on the research variables, instrument test, normality test,
hypothesis test, as well as discussion of the hypothesis test results and path analysis Path.
Route analysis was used to analyze relationship patterns that show how different variables,
both direct and indirect influences have on one another. Smart PLS Ver. 3.0 vyascgs'ed to

assist in the study's line coefficient calculation. The computation result of the li@fﬁcient

can then be used to determine the significance and to determine t }9 nd indirect
influences between variables. . \4%03

Given that the P-value for the interaction between th. @nd X4 variables is 0.009
0.05, it can be concluded that the influence of X3 on‘)@qgigniﬁcant. With a P-value of
0.048 > 0.05 and a significant relationship bet@ 3 and Y, it can be said that the
influence of X3 variables on Y is presen %%P-Value of 0.044 > (.05, the relationship
between the X4 and Y variables can beconsidered significant. Given that the P-value value
for the interaction between X1 nd@‘s 0.006 0.05, it can be concluded that this interaction
is significant. Given that thg%l)es value for the relationship between X1 and Y is 0.021 >
0.05, it may be con c@%t the relationship between the two variables is significant. With
a P-value of 0.0%3 0.05 and a significant relationship between X1 and Y, it can be said that
the effect of\the X1 variable on Y is there. With a P-value of 0.010 0.05, it is possible to
con@%‘[ the influence of the variable X2 against Y is significant’.

This study looked at the connection between organisational commitment (OC) and
perceived organisational support (POS) among secondary special education teachers in an
urban school district. This study looked at POS and OC in the area of special education,

drawing on the social exchange theory of Emerson (1976), the leader-member exchange
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(LMX) literature of Dubrin (2009), the commitment research of Mowday, Steers, and Porter
(1979), and the organisational support literature of Eisenberger, Huntington, Hutchison, and
Sowa (1986). The study aimed to investigate the relationship between POS and the outcomes
of teacher approval of organisational aims and values, willingness to work hard for the
organisation, and desire to stay with the company. . (b‘

This study used a nonexperimental correlational research strategy @her the
required data to respond to the research question. In an urban school diwisi \,a mple of 27
secondary special education teachers took POS and OC tests. T.he)& oeiation between POS
and OC was found to be substantial and moderately positiy&%ﬁg the Pearson product-
moment correlation coefficient’!’2. There was no statis't@r significant difference between
any demographic categories and the overall sc@cores from the Survey of Perceived

Organisational Support or Organisational éjqjt ent Questionnaire, according to a means
analysis utilizing an analysis of variange’?. Meanwhile, all professionals working in public
schools must consider the cons quch(jQ‘ of these findings, and school administrators in urban
school divisions are given p&iq%lar consideration.

An investig@@carried out on how the school principal’s distributed leadership
behaviour can %@t the organisational commitment of teachers. The study in which a
correlational\survey model was adopted made use of seven hundred and seventy-two
resp@ts who were secondary school teachers as a sample population. Data was collected
and analysed using descriptive statistical analysis, Pearson moment correlation and multiple

linear regression. The result showed that there was a moderate level of teachers’ perception

towards school principals’ leadership distributed behaviours and organiational commitment
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and that teachers’ organisational commitment was predicted significantly by school

principals’ distributed leadership behavior’.

2.3.2 Locus of Control and Teaching Profession
Several types of research have been carried out on locus of control about g&fferent

»

variables, for instance, locus of control has been found significantly related to éghers’ job
satisfaction. A study was conducted to find out the relationship betwee X control and
job satisfaction of teachers in Turkish. It was revealed from the ﬁo@g\that the internal job
satisfaction of teachers was high while external job satisfac@as low”. Not only that,

there is also a significant relationship between locus of 5@1 and job satisfaction and it was

suggested based on the result that teachers must bes%%lged to take up some responsibility

that involved decision-making in theitpﬁ{g%on most especially in their area of
specializations’. %

Another study was con ct@ the orientations of locus of control of pre-service L2
teachers. This was related sqme variables like gender, academic achievement and grade
level. It was found @Qgh the result that teachers had a greater internal locus of control
orientations’®, I&ﬁ@ Turkish context, there was not much research on pre-service teachers’
locus of control. Notwithstanding, research focused on pre-service science teachers’ locus of
coni@axiety, self-efficacy and attitude revealed that pre-service science teachers’ locus of
control was positively related to attitude towards science teaching but negatively related to
science teaching anxiety’’. Respondents were mainly science teacher®.

However, another study went further to explore the relationship between prospective

English as a Foreign Language (EFL) teachers’ locus of control and academic self-efficacy in
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Turkey. Data was collected using a multidimensional locus of control scale which contains
24 items to examine both internal and external locus of control of pre-service EFL teacher
candidates. It was concluded from the result that the higher the locus of control the higher the
level of academic self-efficacy. It was recommended those who design the curriculum should

QO

Howbeit, several researches have been conducted about locus of control@ social

factor in the development of learners’ cognitive and psychological demand’®.

learning theory”. An instance focuses on examining the correlation b chers’ self-
efficacy beliefs, locus of control and intercultural sensitivities. K ers’ locus of control
scale, Intercultural sensitivity scale and self-efficacy belief,@ were adopted for data
collection from 237 teachers in the city of Bursa Turkey. @as revealed through the result of
the research that the self-efficacy belief of the @e s who participated in the research
differs significantly from the variable st '@; intercultural sensitivity of the teachers
defers only according to seniority Var%I'es while research on the level of seniority. Self-
efficacy of teachers while t l%(}of locus of control of teachers is not different
significantly from the vari le§ studied®®. However, there was a statistically significant
relationship between™t€athers’ self-efficacy, intercultural sensitivity and locus of control
levels, not only%@, there was about a 30% change in both self-efficacy and intercultural
sensitivity to\a locus of control®!.

@mther one is research conducted to explore the effect of teachers’ locus of control
on students’ achievement scores in facing diverse socioeconomic status enrolled in public
sector secondary schools of District Kasur; Punjab-Province. The research adopted a
quantitative research method in which questionnaires were employed to collect data from

1100 teachers as respondents. Students’ achievement scores and their families’
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socioeconomic status from parents have been obtained as well as teachers and head teachers
respectively. Results through regression analysis reported that teachers’ locus of control has
affected 66%, teachers’ demographic variables 84.30%, and parental socioeconomic status
has affected 74.70% of students’ achievement scores®’. It was recommended that the
government can provide in-service training on their neglected psychological gtt%'\glte to
teachers; this can go a long way to help improve teachers’ attitude®?. Also, thqﬁ&sion of

monthly stipends to a student will help about 80% of students in an ations and

focus on their parental socioeconomic status. . 6.\

A study carried out to determine the predictability of % g Five, Locus of control
and occupational self-efficacy on the career success of“'&&%ﬁol teachers in Germany using
questionnaires as a research instrument to gather«@ from 560 participants came with a
result that revealed that internal locus of 'n@%}rresponded with higher objective career
success while neuroticism and conscie@usness corresponded with lower subjective career
success. Occupational self-e 1cié&‘ also corresponds with higher subjective career
success®. Additionally, agthe}r study aimed at analyzing the locus of control and
professional ethics wi @%rers’ performance made use of lecturers in 42 private campuses
with religious ic%{ggy in Makassar. Linear multiple regressions were employed as a method
of analysis the result indicated that the internal locus of control has a significant
inﬂﬁ%%.om), the external locus of control has no significant influence (0.584) while
professional ethics has a significant influence (0.01) on lecturer’s performance with the R2
value of 0.783 or 78.3%%4.

Moreover, the research considered teachers’ locus of control as one of the variables in

the research aimed to examine meaning in life, satisfaction with life and locus of control
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among teachers. Data was collected from 363 teachers (40% female and 60% male)
employing the Meaning of Life scale (MLS), Satisfaction with Life Scale (SWLS), Social
Comparison Scale (SCS) and Rotter’s Locus of Control scale (RLCS). Pearson’s Correlation
Analysis, Independent samples T-Test and Mann Whitney-U and Kruskal-Wallis H test-
concept were adopted for analysis. The result showed a positive relationship between
experienced meaning in life and satisfaction with life and self-concept85. M }ile, the
relationship between experience meaning in life and locus of contr \n ative while
expected meaning in life, satisfaction with life and locus of corltr‘o\b%eie; found to differ by
gender and expected meaning in life and self-concept differed rital status®’.

However, some other studies on the relationsﬁi@etween the different aspects of
locus of control displayed by teachers in the pre-p@y and primary sections. An instance is
a research carried out aimed at analyzing %Lg%pnship between different aspects of locus
of control and age of teachers in the pr%r'imary and primary section of Gujarati and English
medium schools of Rajkot cityg It %%o after finding out any differences between internal,
external and chance locus o ou{rol of teachers’ marital status and educational qualifications
in the aforementio @on. The result revealed that the locus of control of Gujarati
medium teacher&&ess than that of English medium teachers®®. Not only that but it was also
reflected in the result that as age increases, there is less effectiveness on the internal locus of
con@:t more effectiveness on the external locus of control®®. It was recommended that
management should make the teaching environment more conducive such that people
develop a high internal locus of control and thereby teacher becomes more motivated to

work?®®,
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A researcher who seeks to examine the prospective teachers' perceived personal
problem-solving competence as it relates to gender, the major, place lived and locus of
control (internal and external), used two different scales to collect data from freshman
teacher candidates. Collected data were analysed using descriptive statistics and independent
group T-test, ANOVA, correlational analysis and hierarchical regression analyses, The result
of the analysis indicated that there is a significant positive correlation betwe%&}rceived
problem-solving skills and the locus of control of teachers®’. This is %} n with the
findings of some other research®’:%%, It can be suggested from tkli%&l}% that a teacher who
grew up in a big urbanized area is likely to develop positive pe@'\/éd problem-solving skills.
It also expresses the initial prospect of assessing how to'd&n teaching education settings in
a way that problem-solving ability is developed@%ch, internal locus of control is an
important virtue that is expected that a teﬁﬁ‘%sesses for them to be able to tackle their

professional problems®. 'é'

In another study, the 'ntegej ionship between locus of control and some other
variables like epistemologi%l}éf, and metacognitive awareness with the level of pre-
service early child @ation teachers were examined. Scale for a locus of control,
Central Episten@gical belief scale and metacognitive awareness scale were adapted and
used to colleet data from two hundred and six (206) early childhood teachers. These were
ana\@statistically and the result revealed that the three variables were correlated as the
epistemological belief and meta-cognitive awareness appeared to be good predictors of locus
of control. It was obvious from the findings that the external locus of control indicated most
teachers who considered that the result of an event is beyond their control also support that

superstitious rituals and supernatural powers appear to be sensible’!. The result is supported
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by the earlier research outcome®!?2, Meanwhile, some studies reported a negative correlation
between locus of control and metacognitive awareness while some reported no significant
correlation®*%+

This study implies that teachers of early childhood, with the personality trait of
epistemological belief and meta-cognitive awareness, can easily influence the bgha(g)ur of
children from age 4 being one of the most significant adults in their study @;}This is
because of the position they are as a role model to these children®'%>. \e y, teachers
must be mindful of the kind of verbal and non-verbal messages.twas,s across to children
as it can reflect on theirs’ and others when they seek know@ since an individual has
control over the outcome of an event due to personal effo@

Moreover, a researcher attempted to inve&é%the correlation between teachers’
self-efficacy belief locus of control and i '@1 sensitivities using various demographic
variables to analyse the constructs. Data, was collected from 237 respondents (teachers) by
adopting appropriate scales for the @ variables. The result of the analysis revealed that the
self-efficacy belief of teac 5% significantly different from the variables studied based on
branch and senioritc)@%s, intercultural sensitivity was significantly variable according

to seniority Vari%@9 .

In the\part of teachers’ locus of control, there was no significant difference between

the s studied in the research but it was established that there was a statistically

significant different relationship between the three variables®.

The similarities in the
characteristics of the three variables play important roles in the quality of education of

teachers on service”’. At the level where the locus of control and self-efficacy belief is

considered a personality trait, appear to be related®®. This outcome was found to be relevant
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to the result of some other research®!%, There is a certainty that the traits of self-efficacy
and cultural sensitivity developed through the educational process and family can influence
the development of locus of control'°!.

Howbeit, a researcher took time to examine the meaning of life, satisfaction with life,
self-concept, and locus of control among teachers with different variables. The cgllitti'on of
data was carried out through the usage of appropriate scales that are sweat-ab[zi;}ieasure
the meaning of life, satisfaction with life, self-concept and locus of ¢ . ee hundred
and sixty-three candidates responded to the distributed questior.lrkai&mfl were analysed. It
was given from the result that three of the variables (that is exp&%:e of the meaning of life,
satisfaction with life and life concept) were positive‘l@latedm. There was a negative
relationship between experience meaning of life% ocus of control of teachers, while
expected meaning of life, satisfaction wit 'ﬁ%g%ocus of control came up with differences
based on gender!®. Meanwhile, there@s no significant difference between the level of
experienced meaning in life, satisfdaction with life and locus of control (both external and
internal)!%, This is an indig*iog% that many who found life meaningful are more internally
controlled!®. Peop '@&category think that their lives are under their control and that
they can take co%q! of their lives in their hands shape and make meaning with their lives'?.

There\ was an investigation on self-efficacy beliefs and locus of control as the
pers@:apability to cope with environmental demands. Considering the area of locus of
control, the result of the study revealed that individuals with an external locus of control
appeared to express stress. Some researcher illustrates the issue of stress in such that the
ability to manage stressful encounter is term stress-reducing while the inability to manage it

is stress inducing!'%*1%5. As a result of this, teachers with internal locus of control can manage
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stress!%. A study adopted a cross-sectional survey design to examine the predictive effect of
control on academic attitude among secondary school science teachers ’trainees of a public
university in Uganda. A structural questionnaire was used to collect data from two hundred
and three (203) candidates and was analysed using SPSS. The result of the analyses indicated
that teacher trainees exhibit high external locus of control with moderate general %%ative
academic attitudes106. There was a significant prediction of locus of con@ver the
academic attitude of teacher trainees (t= -2.595, p=.010)'%, \

It can then be concluded that the manifestation or applic.:agi& ofilocus of control by
the teacher trainees has brought about a shift in their respons@ from academic to other
external issues which likely resulted in low producti'vfs@and negative academic attitude
among them!%. This is also supported by sorr@% research in this field!®!%°, The
recommendation was that there is a nee @the teacher trainees through pre-service
orientation to enlighten and prepare th%‘[’o appreciate teaching as a noble profession!®. Not
only that, there should be a kind creening to select trainees with the correct attitude
towards academics before g\admitted, and this will go a long way to promote necessary
changes in scie @& technology education towards national socioeconomic
transformation“%\‘

The research sought to examine the relationship between teaching self-efficacy, locus
of c@l, attitude towards science teaching and science teaching anxiety of pre-service
science teachers. Data collected from three hundred and fifty-six (356) respondents was
analysed by applying descriptive analysis, path analysis, and zero-order correlation. The

result of the analysis indicated that there was a positive connection between locus of control

and attitude toward science teaching to teaching self-efficacy!'’. Notwithstanding, there was
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no direct link between locus of control and science teaching self-efficacy and attitude
towards science teaching'!°. More so, the negative relationship between locus of control and
science teaching anxiety was supported by findings of some research in the field and was
concluded that pre-service science teachers who possess a high internal locus of control can

N\

Meanwhile, a researcher in his case study tries to examine different variables to test

have lesser teaching anxiety'!!.

the locus of control of teachers in high school. After the analysis, the \sh ed that the
internal locus of control of teachers in high school was higher cozng)& with that of external.
This finding was similar to the outcome of other researchers’ @“2’“3. This is because it
is the responsibility of the teacher to keep the events 5n@udents under control and at the
same time decide a course of events themselvé@.?addition, there was a significant
difference in the level of teachers’ exte '1@5 of control between those who felt the
socioeconomic stature of the school ggher and those who felt it was low. It the
important for teachers updated %(k current and important information about their
responsibility in the school] -

The researc @on the locus of control and professional ethics about lecturers’
performance ang(gs carried out by choosing forty-two (42) private universities as a case
study. Multiple linear regression was adopted in analysing the collected data and the report of
the @ showed that there is (0.018) significant influence of internal locus of control,
external locus of control was not having any significant influence (0.584), while professional

ethics has significant influence (<0.01) on lecturers’ performance!''

. The insignificant
external locus of control on lecturers’ performance can be assumed that the lecturer has

played an educational role through which behaviour and habit become critical and
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rationalistic to the level that his thinking perspective paradigm has become analytical and
logical'’®. It can be inferred from the result that competency is required to achieve and
sustain better performance as support to a career in the world of the academic profession.
Lecturers are expected in society to refrain from any behaviour that can mar ethnic, religious
and social norms'">. Meeting the performance target, also required a lecturer to be ?Sti've in

N

teaching, meet various scheduled meetings, provide adequate guidance and eling to

students, and participate in seminars and workshops!'!>. ‘%\
. )ﬁ'\
Meanwhile, research was conducted by a researcher in&@fempt to find out how the
locus of control can influence the level of burnout iﬁ@rgian teachers. An appropriate
research instrument was used to prepare a questio@ which was used to collect data from
four hundred and seven public school teacher. ‘\&ﬁorgia. The result of the analysis revealed
that the tendency for teachers with a@temal locus of control to become professionally
burnout is low!'®. There wa; al%% significant correlation between locus of control
orientation and teachers’ b ou,% on emotional exhaustion and personal achievement!!”. The
outcome of this res @Qp indication that attention needs to be paid to Georgian teachers’
professional develepment which can be done by exposing them to different pieces of training
and professional development programs that can help improve their qualities'!”.

%awever, the interactions exist within the role of self-efficacy beliefs and locus of
control as the personal capability to cope with environmental demands was examined and the
indication from the result showed that teachers with an external locus of control are likely to
express a state of stress while teachers with an internal locus of control can manage stress

better!!”. This was described in other articles whereby it was stated that “having control in a
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stressful encounter is stress-reducing and not having control is stress-inducing”!'!'-!18,

Furthermore, locus of control was there was an investigation on the relationship among self-
esteem, locus of control, organisational climate, and teachers’ empowerment. In this research,
Data was collected from one thousand two hundred and two participants and was analysed.
The result of the analyses indicated that the internal locus of control positive r_el%g’nship
with more empowerment compared with that of the external locus of control!'’. Q;i\
¥

The goal of the study was to see if there were any diffng or similarities in the
beliefs and behaviours of the two groups of teachers when it Q&%}O the usage of materials.
Three main data collection equipment were used in thi's@cess. The two teacher groups in
this study used slightly different patterns to defend\their classroom practice when it came to
the usage of materials. First, the paﬁici@pleted questionnaires that elicited their
stated beliefs about several aspects of teaching and the use of materials. The utilization of the
materials in action was then m niti@‘n five sessions from each of the participants' classes.
Finally, stimulated recolle n.\interviews were done with them to gain insight into the
decision-making pr@@&

Howeve%&gt findings revealed that various factors influenced the perceptions of the
two groups articipants about instruction and materials use. While learning and teaching
expé@es, as well as syllabus and other imposed theories, influenced the beliefs of Iranian
teachers, the beliefs of Japanese teachers appeared to be mostly determined by their
personally developed theories of teaching, SLA theories, colleague inspirations, and learning
and teaching experiences!?>121123 Differences in their reported explanations and

justifications for their pedagogic judgments were also noted. In other words, while the
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Iranian teachers looked to base their decisions mostly on environmental considerations
(external locus of control), the Japanese instructors appeared to base their decisions primarily
on their values (internal locus of control). Differences in their reported explanations and
justifications for their pedagogic judgments were also noted. In other words, while the
Iranian teachers looked to base their decisions mostly on environmental coqsiggltions

(external locus of control), the Japanese instructors appeared to base their decisi@imarily

on their values (internal locus of control)!??, ,%\QO
. )ﬁ'\
Notwithstanding, research on the relationship betweer@gatisfaction, occupational
stress, Locus of control and job involvement within the @ty of arts and social sciences of
pre-university college was investigated. Data w@%md using the Stratified Random
Sampling Technique while Karl Pearson’s Q@Qaljonal Analysis for statistical analysis. The
analysis showed the relationship between different attributes of locus of control and job
satisfaction (r=-0.5286, <0.05) Po@il Others (Locus of control) & Job Satisfaction (r=-
0.4260, Chance Control (19§Xontrol) & Job Satisfaction (r=- 0.5041), and Individual
Control (locus of ¢ r@lob satisfaction. (r=-0.5162, <0.05)114. It can be deduced from
the result of the %@ysis that a decrease in the locus of control increases such powerful others,
Chance control and individual control increase the job satisfaction of pre-University College
teac@-n the Faculty of Art and Science'?.
A study purposively carried out to examine the correlation between teachers’ self-
efficacy beliefs, locus of control and intercultural sensitivities was combined with various
demographic variables. An appropriate research instrument was used to collect data while

two hundred and thirty-seven (237) teachers who worked in a different school within Bursa
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voluntarily participated in the research. The collected data was analysed and the result
showed that self-efficacy belief, cultural sensitivities and locus of control were positively
related'?*. As such, the outcome of the result is so much important in the sense that, these
three variables play an important role in presenting the quality of teachers working in the
field!?*. This result was found to be in other and agrees with some other studies in.th?g'eld in
the sense that whenever locus of control and self-efficacy are treated as persél}y traits,
they are usually related to one another'?>!?°, Similarly, the result also %d at the level
of intercultural sensitivities and self-efficacy beliefs of teachers pt)e& t the level of teachers’
locus of control!?*, Not only that, multiple linear regression a&g&s showed that both self-

efficacy analysis and intercultural sensitivities carried 3&@)f locus of control which is also

in agreement with other findings in the ﬁeldm’lzg.QQ
2.3.3 Job Involvement and Teaching oge{sion

Several researchers hav st@% ob involvement and tested it with different variables.
Afore research has show th,'%t job involvement affects job satisfaction positively!3.
Invariably, an exhi i@,the job involvement of a teacher is connected to his/her job
satisfaction. Va%&lies like self-image and identity have been reported to be related to job
involvement not only that, job involvement is said to show a direct significant relationship
withssional self-image'®!. The research was carried out to evaluate the influence of job
involvement over job satisfaction, mediated using professional skills and moderated by group
identification which resulted in the result that indicated negative interaction of job
involvement and the group with the skill used. It also showed that job involvement was

strongly related to skill use and group identification'*°, In all, the outcome of this research
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showed that there is no statistically significant relationship between job involvement and job
satisfaction!2.

A study that tries to find out the association of job involvement and some other
variables with job burnout using multivariate ordinary least squares (OLS) regression to
analyse the collected data came out with findings that indicated that job involvemgnt(g'd one

N

other variable are associated with a lower level of all three dimensions of job @nout. This
suggests that job involvement has effects on job burnout among Indi 33, Another
study seeks to explore how the perception of work environment t}a& seaffects officers’ job
involvement in India. Multivariate ordinary least squares (O@gression analysis on the
survey was used to analyze the collected data and the @lt indicated that perceptions of
organisational structures influenced job involvement significantly. When employee possesses
the knowledge and skill required to fulfill gc}\@sﬂs, it leads to recognition and respect from
leaders as well as organizing support more work autonomy, at the same time, their
psychological needs are satisfy. 4’13%%

Leadership style is g%h}er factor that can predict the level of job involvement of an
employee either post @% negatively!3®. In an attempt to examine the effect of perceived
positive leaders%bstyle (transformational and transactional) on the job involvement of
teachers, the\ data was collected using multifactor leadership questionnaires and a job
invo@ent scale from teachers in both private and public sector colleges and universities of
the Punjab province'?>. The result of the analyses revealed that both transactional and

transformational leadership styles had a significant positive relation to job involvement'?”. It

was also noted that those leadership styles were positive predictors of job involvement.
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Moreover, it was also found out through the results that transactional leadership style was the
strongest predictor of job involvement compared to transformational leadership style'?’.

It must also be mentioned that the research carried out at the University of the
Philippines was centered on the Impact of Perceived Organisational Support on the Job
Involvement of Public School Teachers with the aim of determining the level of p{g:'eived
organisational support felt by public school teachers and impact on their job @}Wement.
The researcher made use of a descriptive method of research with a }9 ire for the

N

research indicated that public school teachers perceive organlsK support provided by the

collection of data and one hundred and forty-five participants e «end product of the
school gave room for the teachers to manifest high job lvement!3%. It also showed that
there was a significant relationship between per@l organisational support and the job
involvement of teachers. The study the '@d that organisational support should be
given according to the needs, desires an%'xpectations of the teachers'3®,

Moreover, a structural alﬁ;%as done in the Jordan Banking sector to investigate
the interrelationships bet en, JOb involvement, job satisfaction and organisational
commitment. The T, @1& eveloped a structural model to outline the interaction among
the three const@ and found the mediating effect of job satisfaction on the relationship
between job\involvement and organisational commitment. The researcher made use of a
ques@alre for data collection from three hundred and fifteen (315) employees. He tested
the model and positive hypothesis using structural equation modeling analysis. The result
showed that job involvement affected job satisfaction and organisational commitment
positively and significantly'®°. It was also indicated through the result that job satisfaction

partially mediates the relationship between job involvement and organisational commitment
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positively and significantly'?°. Also, job satisfaction appears to be positively related to
organisational commitment'3°.

The topic Social support’s relationship to correctional staff job stress, job
involvement, job satisfaction, and organisational commitment was researched to find the
correlational relationship of social support on staff job stress, job involvgm‘q&t', job
satisfaction and organisational commitment, the researcher adopted a survey de@,} collect
data from staffs working at a privately-owned maximum security pris \u enile. The
study attempted to analyse three intra-organisational support (administrative, supervisory and
coworker) and one extra organisational form as the anteceden@b stress job involvement,
job satisfaction, and organisational commitment and'@e use of personal variables as
control. In the end, the result indicated that all thr&@%ﬂganisaﬁonal forms of support are
significant antecedents of job satisfaction anc \%qisational commitment while family friend
support is not'%. Administrative and supervisory support are significantly not related to job
stress but job involvement is oﬁ&iy affected by supervisory support and negatively
affected by family or friends' up,Port“‘o.

In another r e‘@%ﬂed “Job Involvement as Predictor of Employee Commitment:
Evidence from %gi;tan, International Journal of Business and Management”, the effect of
job involvement was examined on three levels of commitment (affective, Normative and
Conce). A questionnaire was administered to two hundred and eleven (211) employees
from eleven (11) organisations for data collection. Results revealed that job involvement is
positively related to three levels of commitment!3!. The study demonstrated the importance

of job involvement in human resource management and organisational behavior!32,
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The research topic “Effect of organisational commitment, job involvement and
organisational culture on the employee voluntary turnover process” was designed to examine
the relationship between employee organisational commitment, job involvement, the
psychological contract, organisational culture and the process of employee turnover. A
questionnaire and interview were used to gather data and information from mqnaggs and
employees of a large Southwest organisation. The turnover was assessed conq@%ely for
six months after the initial data was collected using the aforementioned i

However, the association between the survival time and wtgve and quantitative
variables was analysed. The result yielded indicated a si@lnt negative association
between variables (that is organisational commitment, j@zn{/olvement and organisational
culture) and the hazard of voluntary turnover”@nographic variables are age, gender,
ethnicity and salary were tested and the '9{&5 owed a significant negative relationship
between age, salary and hazard of empleye¢ voluntary turnover while a positive association
between gender and ethnicity and h%;bd of employee turnover was reflected'2.

However, job satisf: '0;\, job involvement and perceived organisational support as a
predictor of orga @& commitment were studied by Jennifer Parker with the
determination t%ﬁgd out whether there is a significant relationship between independent
variables (job_satisfaction, job involvement and organisational support) and dependent
Varirganisational commitment) among educators or not Non-experimental quantitative
design was used to carry out the study and 900 educators in a southern U.S state served as the
sample for the study. Three hierarchical multiple regressions were used to analyse the
collected data and the result showed that there is a significant relationship between

independent variables (job satisfaction, job involvement, perceived organisational
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commitment) and the dependent variable (organisational commitment)'33. The result implies
that there will be an improvement in the educational services, and the student success
outcome and also promote the importance of workplace exchange, personal growth,
leadership, scholarship, collaborators as well as the benefits of a highly committed

ALY

Furthermore, in research work, an attempt was made to examine th ionship

workforce!3,

between job satisfaction with occupational stress, locus of control %)b volvement
among pre-university college teachers. Data was collected and ar.la{&cqnd the result on the
side of the increase in job involvement showed that job involv@ of pre-university college
arts and science teachers increased their job satisfactioﬁ“@, was also shown those teachers
who exhibit greater job involvement with a sense@%—identity are closely attached to the
job thereby demonstrating higher motiy, 'Q@Aoyvards teaching than ones who are less
involved'**. Again, it has been sugge%'dcgy the psychologist that training teachers who
exhibit low job involvement ca&x‘%(ﬁ‘t to wastage because it is likely that their motivation
to teach will be low!*, -

Job involve @&mental health of teachers in secondary school were investigated
to find the sign&gnt relationship that exists between job involvement and mental health
among higher secondary teachers in a geographical location in India. Data was collected with
the ion of a stratified random sampling technique from 140 teachers in 15 higher
secondary schools. T-test and Karl Pearson’s Product Moment Correlation Analysis were
also applied for statistical analysis and indicated a positive significant relationship between

teachers’ job involvement and mental health!*. This was supported by other research where
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it was stated that there was a high positive significant relationship between value conflict and
the mental health of undergraduates!3>136,

The outcome of this research indicates that the higher the teachers’ job involvement
the more satisfaction they derived from their occupation would be. It can be said that teachers
can find jobs assigned to them enjoyable as a result of job involvement as they p{es%')ward
their goals!*. In the long run, it was concluded that the level of mental k@ﬂ}can be
enhanced when there is a positive attitude and perceptual reformation \w turn out to
produce an increase in job involvement and job commitment amgn& chers'*.

In a study, the researcher tried to investigate job inv& ent and life satisfaction
among primary school teachers and he aimed to consia@fferent factors (such as gender,
religion, type of school, nature of the school, educ&@ qualification and the like) that can

influence job involvement and life sa@a@ among primary school teachers. Data

collected from two hundred and nin our (294) respondents were analysed with the

adoption of a T-test and AN%/T) e result of the analysis showed that was significant
,'Ho involvement and life satisfaction based on gender,

relationship existed betwg%

educational qualiﬁ@i)@?@hool location and types of school among primary school

teachers!?’. ‘\‘
Q

In the.research, the researcher's focus was to find out how far the principal auditing
praccan predict the job involvement of public secondary school teachers. The targeted
population was 6,342 while the data was collected from six thirty-four respondents. Analysis
was done using the Pearson Product Moment correlation coefficient and simple regression.
The resulting outcome showed that principal auditing practices have a high positive

predictive power on job involvement of public secondary school teachers in Anambra state!3.
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This same outcome was reported by some other research and the reason could be deduced
from the group of respondents (that is teachers) used by the researchers!3813%140.141,142

A research work aimed at examining the influence self-esteem and job satisfaction
can have on job involvement among secondary school teachers in Lagos. Data was collected
from one hundred and eighty-three teachers and analysed. It could be noted through t}%'result
of the analysis that, there was a significant influence of self-esteem on job@&;}fvement
(t=5.146; df=181; p<.05). The result is an indication that teachers wi \g self-esteem
demonstrated higher job involvement than those with low s.el)fﬁqnm. This may be
because individuals with a high level of self-worth and value (@ develop confidence and
competence in what they do and as a result become m(;r@ached to the job. The finding is
supported by some other articles'#*. QQ

Moreover, Teachers with low job még%yn and teachers with high job satisfaction
showed a significant difference in job iayolvement at t=2.917; df=181; p<.05. It implies that
teachers with low job satisfaction &it high job involvement compared to teachers with
high job satisfaction which %Q%mary to the assumption'#. This could result from diverting
the attention of teactr)@ the teaching profession to other jobs aside from teaching'#*. In
the aspect of ye ent in the service, the result reflected that the teachers who have stayed
long in the profession exhibit higher job involvement compared to the teachers who had
speears in the profession. This is supported by other articles'®.

A study aimed at examining the relationship that occurs between the quality of
working life and job involvement of physical education teachers in Iran. Out of the 2105
targeted population, the researcher made use of one hundred and forty-four (144) as the

sample population which was also analysed with Pearson’s correlation, multiple regression
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analysis, T-test and one-way analysis of variance. The result showed a significant
relationship between the quality of work-life and teachers’ job involvement, there were also
multiple significant relationships between quality of work and job involvement of teachers'#.
Therefore, it was concluded that it would be good and appropriate for the Ministry of
Education in Iran to make available the necessary platform for teachers of pl_lységl and
health education to express their skills and ability which will in turn impr@eir job
involvements'#©, \

N\

relationship between teachers’ job satisfaction and jobg'ifivolvement. A structural

A rural and Urban discrepancy was examined at the leof considering the
questionnaire was prepared and used to gather data’ :@1 three hundred and fifty-four
teachers in the urban and four hundred and forty-s@ ers in the rural areas. At the end of
the day, the result revealed that teachers’ job @ction, job involvement and organisational

147 Tt was also made clear through

climate in rural areas are higher than t%s in urban areas
the research structural model that eaching involvement of teachers in an urban area is
significantly different frogh%t in rural areas'¥’. There was a positive effect on the
organisational clim (@.\%J and urban schools regarding teachers’ job involvement!*’. The
result of this S%&x‘moved the researcher to propose that government and administrators
should work\more on teachers’ satisfaction in other to influence their involvement in the
teac@y@ofessionm.

The research investigated relationships that exist within job involvement,
organisational commitment and job performance of educational resource center personnel of

Oyo State Nigeria, made use of seventy-eight educational resources center personnel out of

the thirty-three local government areas that exist in Oyo state. The researcher made use of a
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self-developed questionnaire to gather data from respondents and tested for three null
hypotheses at a 0.05 level of significance. The result revealed job involvement and age to be
correlated to job performance among educational resources center personnel (r=0.106;
f=0.147)'8. Some other research works in the past corroborate the outcome of this present
AL

In an attempt to determine the relationship between job involvement ar@e other

research!4%-149,

variables, research was carried out to determine the relationship b x chological
capital and stress, anxiety, burnout, job satisfaction and job invqlx@lg Three hundred and
thirty-five teachers from twenty-seven schools were random %}écted and an appropriate
measurement scale was adopted to collect data and a'n@e it. The result of the analysis
indicated that teachers’ level of job involvemen%%sitively affected by psychological
capital through the partial mediating effec b@, anxiety, burnout and job satisfaction'>!.
This can be assumed to be so because'@e' psychological capital of an individual tells more
about how they get involved anc%()gaged in their work. This result was supported by

previous research work whi Q}owed a positive relationship between psychological capital

and work engageme@ﬁﬁ&,
>

Job involvement was investigated in an attempt to find the effect of emotional Labour on it,
usin?ers to verify the mediating effect of psychological capital on it (that is job
involvement). The two variables were collected from three hundred and eighty-five preschool
teachers which were analysed with hierarchical regression analyses. The result indicated that
there is a strong influence of deep acting on preschool teachers’ job involvement and at the

same time, high psychological capital eased and relieved the teachers of their emotional
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burden'3. Again, optimism produced a mediating effect on the relationship between
emotional labour and preschool teachers’ job involvement!4.

Investigations were carried out in Anambra State Secondary School to find out the
extent to which principals’ auditing can predict teachers' job involvement in a certain
geographical location using a co-relational research design. Sample collection w%done
among six hundred and thirty-four (634) teachers in Anambra State Secondar&)ol. An
appropriate research instrument was used and Pearson’s Product \n Correlation
coefficient and simple regression were used to analyse the collec.te)d& tan The outcome result
of the analysis showed that principal auditing practices hav&%'c\frong positive predictive
power over the job involvement of secondary scho'o@chers in Anambra state'*. A
regression of 0.20 and a P-value of 0.00 in@s that principals’ auditing practice
significantly predicts secondary school '@’ job involvement'®s, Many works of
literature are in support of the outcom, Qs study in which principals’ auditing practice
was said to show a positive pre ictizeg%wer over the job involvement of teachers!36:157:158,159

Job involvement of %hﬁ;lor's degree in Education colleges was compared with some
demographic varia @%s gender, type of college, teaching experience and educational
qualification in%@gated. The descriptive survey research design was adopted while a
random sampling technique was used to select the samples from 300-level college teachers at
the @rsity of Kashmir. Data were analysed with means, SDs and T-tests. The statistical
analysis indicated that there was no significant difference in job involvement among male
and female Bachelor degree in Education college teachers!'®.

Similarly, no significant difference was shown between the job involvement of

Bachelor degree in Education college teachers and their type of college'®. At the same time,
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no significant difference was indicated between the teachers’ qualification and their job
involvement'®. Based on the result of this investigation recommendations can be made to the
educational policymakers and administrators to regularly put in place seminars, workshops,
and conferences for the Bachelor degree in Education college teachers to equip them with a
better understanding of their involvement in their profession. Not only that §01%other
benefits can be put in place such as reinforcements, job security, enhanced po@, and a
delegation of authority and responsibility'®. There should also be‘@p orientation
towards their profession and more. . 6.\

Notwithstanding, research on the relationship betweer@gatisfaction, occupational
stress, Locus of control and job involvement within the F@ty of Arts and social sciences of
pre-university college was investigated. Data w@%md using the Stratified Random
Sampling Technique while Karl Pearson’s Q@Qaljonal Analysis for statistical analysis. The
analysis showed the relationship between different attributes of locus of control and job
satisfaction (r=-0.5286, <0.05) Po@il Others (Locus of control) & Job Satisfaction (r=-
0.4260, Chance Control (1 s.g)Yontrol) & Job Satisfaction (r=- 0.5041), and Individual
Control (locus of ¢ r%&]eb satisfaction. (r=-0.5162, <0.05)'¢!. It can be deduced from

the result of the %@ysis that a decrease in the locus of control increases such powerful others,

Chance control and individual control increase the job satisfaction of pre-University College

teac@-n the Faculty of Art and Science'®!.

2.3.4 Job Involvement and Locus of Control
Job involvement and Locus of control as moderators of role-perception or individual-

outcome relationship was a topic in which the researcher tried to examine the moderating
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influences of locus of control and job involvement on the relationships between role conflict,
role ambiguity and three individual outcomes: Job satisfaction, job-related, anxiety and
propensity to leave the organisation. The questionnaire was administered using \the
supermarket department managers as the respondents through which data was collected.
Multiple regressions were used for analysis where evidence of any significance (ES'0.0S)
could not provide any moderating effects. Meanwhile, job involvement on @/n was
significant to the prediction of propensity to leave the organisation'é? \e archer then
suggested that further research should be carried out on nonlinear @qing influences!62.
Notwithstanding, research on the relationship betweer@gatisfaction, occupational
stress, Locus of control and job involvement within the @llty of Arts and Social Sciences
of pre-university college was investigated. Data ‘Was gathered using the Stratified Random
Sampling Technique while Karl Pearson’s Q@Qaljonal Analysis for statistical analysis. The
analysis showed the relationship between different attributes of locus of control and job
satisfaction (r=-0.5286, <0.05)§)@1l Others (Locus of control) & Job Satisfaction (r=-

0.4260, Chance Control (1 50 control) & Job Satisfaction (r=- 0.5041), and Individual

Control (locus of coqj@o satisfaction. (r=-0.5162, <0.05)'2,

To @mne the predictive impact of locus of control on academic attitudes among
secondary school science teacher trainees at a public university in Uganda, a cross-sectional
survey design was used in this quantitative study. Using standardized questionnaires with a

biodata section, Locus of Control Scale, and Academic Attitudes Scale, data were gathered

from a census of 203 students. Information was analyzed with SPSS, presented in tables, and
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afterward discussed. The trainees mostly had an external locus of control, and the results
indicated that they had typically poor academic views. Academic attitudes were strongly
predicted by locus of control (t = -2.595, p =.010)'%8,

A statistically significant difference in academic attitudes between pupils from rural
and urban settings was found, according to further investigation. The employr.ne&%iof an
external locus of control, it was determined, transferred responsibility for acade@oblems
from students to other external sources, probably leading to a student \w ith a poor
attitude toward academics and a counterproductive perspective @:i&;nce. To foster the
necessary changes in science and technology education ,@Xational socio-economic
transformation, it is advised that trainees should be ed'us%éd before and during pre-service
training to appreciate teaching as a noble pr@ and that trainees with the right

disposition should be selected at entry to pres &training”g.

This study investigates if worl%cw'ﬁile a student is at a university enhances their
internal locus of control or the gonviction that they can influence the course of their lives. To
partially account for unobs&eq variability and selection into paid work, an Estimate was
done for a conventi @ul production function using longitudinal data on a cohort of
English student%c} control for the lagged locus of control and a comprehensive collection
of covariatess According to the findings, involvement in paid labor is more closely related to
stud@ntemal locus of control than are hours spent working. These estimations are largely
applicable for term-time work, with students who have ever worked at university having an
internal locus of control that is 0.08 standard deviations higher than those who do not.

Estimates during the holidays are statistically insignificant and of a reduced magnitude. Both

gender heterogeneities and non-linear relationships between work hours and skill
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development are absent from the analysis. The results confirm the human capital theory,
according to which work experience might aid in the development of abilities'°.

A study aims to reveal: (1) The role of Self-efficacy factors towards students’ English
online learning; (2) The role of Locus of Control factors towards students’ online learning by
doing observation, interviews, and distributing three kinds of questionnaires_ il}&{anifa
Islamic School. The participants of the research were 55 students. The é&fﬁcacy
Questionnaire was adapted from Rodger’s concept analysis model an dentify and
define the concept of interest. The locus of control questionnaire g@ﬁrom social learning

AN

theory and an interview about online learning using the Li %cale. This Research was
qualitative research with a case study design. The stud&'@dings demonstrate that students
have a good level of external locus of control, wh@%s they believe they are in charge of
their lives!”. Also, students consistently 'a@;he materials needed for online learning,
according to their responses'’. Things%s arose and turned into challenges included outside
influences like the signal's strength %%tions during online learning activities!”’.

The body of know, g is added to through this study in which differences in
women's decisions Q@Q{orce participation. This is accomplished by talking about how
differences in p%@'pation probability can be attributed to personality characteristic locus of
control (LOE), a measurement of a person's view about the causal relationship between
actic@ life outcomes. Using data from a German survey, the relationship between Locus
of Control and participation decisions was examined. It was discovered that internal women
are generally 13% more likely to participate in the labor force!”!. It was also discovered that

these findings correspond to greater employment chances at the extended and intensive

margin as well as from a lifetime perspective!”!. These results are also found to translate into
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higher job probability across a lifetime and at an extensive and intensive margin. Additional
studies reveal significant relationship variability between underlying financial limitations and
social working norms!”!. According to the body of research, the findings are theoretically
explained by the importance of LOC for independent choices and subjective judgments about

A

This study looked at the relationship between job demand and job satisfé} among

investment returns!’!.

nurses working in public hospitals to see how the work locus of N fected that
relationship. 427 registered nurses working at two significant pu‘pl@p}'tals were randomly
selected and recruited using a quantitative, cross-sectional,@lational design. A self-
administered questionnaire was used to gather informa'ti«{k)n job demand, job satisfaction,
and work locus of control. Significant moderating‘effécts were seen in the link between job
demand and satisfaction and work locus o '@72. The link between job demand and job
satisfaction was negatively impacted b}%? external locus of control, whereas this correlation
was positively tempered by ghe rnal locus of contro!’?. The study adds a novel
contribution to the body of owgledge that the buffering effect of job demand among nurses

is much dependen @opriately enhancing external locus of control, consequently

improving job s@@ctionm’m.

In a@r study, a researcher intends to reveal: (1) The function of Self Efficacy factors
towards students' English online learning; and (2) The role of Locus of Control factors
towards students' online learning through conducting observation, interviews, and
distributing three types of questionnaires in Hanifa Islamic School. There were 55 students

who took part in the study. To find and characterize the idea of interest, Rodger's concept
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analysis model was modified to create the self-efficacy Questionnaire. The Likert scale
interview regarding online learning and the social learning theory served as the foundation
for the locus of control questionnaire. Case study research methodology was used in this
study. The study's findings indicate that the students had high levels of self-efficacy, believed
in their capacity to accomplish goals and overcome challenges, and applied this be.lieég their
lives!”3. Again, the students had a good level of external locus of control. Ad%&lly, the

students were highly motivated while for online learning, students’ res@s w that they

173

always prepare the things needed for online learning'’>. . 6.\

However, it can be deduced from the result of the anal at a decrease in the locus
of control increases such powerful others, Chance contfo@d individual control increase the
job satisfaction of pre-University College teachef@%Faculty of Art and Science!®®. At
the same time, there is a positive relation '@yeen job involvement and job satisfaction
of pre-university teachers in Art and%'ence (r=0.5246, <0.05). Therefore, one can infer
from this outcome that, an inc eas@job involvement of pre-university teachers of faulty
Art Science increases equall&in%reases their job satisfaction'®?. It can therefore be concluded
that job involveme@@us of control are related to job satisfaction either positively or
negatively!'62. 6\‘

2.3.5 Job Involvement and Organisational Commitment

Qere has been a lot of research carried out on job involvement and organisational
commitment in which organisational commitment was moderating job involvement. The
relationship exists between job involvement and some other three variables (organisational
commitment, team commitment and professional commitment) and at the same time,

examine generational differences for those variables. The researcher made use of a structured
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questionnaire to collect data from four hundred and seventy-seven respondents who are full-
time staff employed by thirteen organisations. The result showed that there was a positive
correlation between a part of organisational commitment (that is affective and normative
commitment) and team commitment'’. The outcome of this result implies that employees
who are attached to their organisation are found to be involved in their job ?g also
committed to the team!”*, Q‘S\

The research work aimed to investigate the relationship betw: \Sraralues, Job
involvement and Organisational commitment among Taiwanese.N\ s«n Taiwan while the
objectives are to describe the work value of Taiwanese nurses&@ribe the job involvement
of Taiwanese nurses; describe the organisational comm‘lk@t of Taiwanese Nurses; identify
variables that affect work value, job involveme@ organisational commitment among
Taiwanese nurses. A cross-sectional surve %%vas adopted while a sample was collected
from nine regional teaching hospitals'@' alwan. An appropriate research instrument was
used to collect samples whic we@ alysed using descriptive bivariate analyses, Pearson
Product Moment Correlatio@B\MC), General Linear Model (GLM) and Structural Equation
Model (SEM) Ana s@%& result showed that work values were related positively to job
involvement an&%ganisational commitment!’®, There was also an indication that job
involvementcould serve a strong mediating role and at the same time, demonstrate a strong
leve@b involvement more valuable than focusing only on organisational commitment!7®,

A study attempted to find out the influence of some demographic factors on the job
involvement, organisational commitment and job satisfaction of academic leaders at Tamil
Nadu University. The descriptive research design was adopted while the purposive stratified

sampling technique was used to gather four hundred and nineteen (419) data from the
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respondents within twenty-four (24) government-established universities in Tamil Nadu. The
result of the analysis of variance reflected the P-value of organisational commitment to be
more than 0.05 which means that no significant difference exists between the educational
qualification of the respondents and organisational commitment as well as job involvement
of the academic leaders in Tamil Nadu university!'””!78, . (b‘

All the same, concerning the designation, the analysis of variance indica%ﬂ'}ﬁt the p-
value is less than 0.05 which is the indication that a level of signifi ifference exists
between the designation of the respondents and job involv‘e\' te, together with the
organisational commitment to academic leaders in Tamil &@Universities”lm. Also,
considering job experience; the analysis showed that 'tl@-value of job involvement and
organisational commitment is greater than 0.05 w@u icated that no significant difference
exists between the year of experience of '@ndent and organisational commitment as
well as job involvement of academic le%{s in Tamil Nadu university!”’.

Considering the salary ro%}%the statistical analysis revealed that there exists a
significant difference betw Lt%e salary of respondents and the organisational commitment
of leaders at Tami @%iversity”zm. It was concluded that for an organisation to be
successful, the %@ty of service rendered by the employees will have to pave way for the

avenue!”’,

evidence from the result of the research indicated the demographic factors
(Age; ry, gender, educational qualification and year of experience) to have no significant
difference between the academic leaders and job involvement as well as organisation of
academic leaders in Tamil Nadu university!”7!78,

Research focuses on finding out the relationship between self-actualisation and

organisation commitment together with job involvement. The data was collected from four
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hundred and nineteen respondents with the usage of a multi-stage sampling technique. The
result of the analysis indicated that there exists a positive significant relationship between
self-actualisation and organisational commitment as well as job involvement'®, This is in
relation and agreement with some other research outcome!3®!8! It was also supported by
some other journals where it was stated that employees’ organisational commitment is one of
the essential factors required to improve the productivity and efﬁci@ of an
organisation!8!:182183 " The conclusion was made that one of the fa &resulted in
employee job involvement and organisational commitm isy employees’ job
satisfaction!8%!8!, The implication of this is that a higher levek@b satisfaction results in a
higher level of organisational commitment and work-jé@olvementm. In order words, it
can be said that job satisfaction of employees res@?organisational commitment and job
involvement'8-183, : \%
N

The investigation was carried %’to examine the role of organisational justice, age
and gender on organisational cgm nt and job involvement among casual workers in two
oil servicing companies, i%i'wer State Nigeria. The researcher selected a convenience
sampling technique il@%estionnaire as the research instrument. Four hundred and fifty
questionnaires \%@distributed while only three hundred and thirty-nine were returned of
which two fifty-one (251) were male, one hundred and forty-eight females. A Cronbach
alphlity test was conducted before proceeding to the collection of the proper sample.
The researcher employed a Cross-sectional survey for data collection and a Multivariate
analysis of variance for statistical analysis. On the combined variables (organisational

commitment and job involvement) the result of the analysis indicated a significant difference

103



between employees whose reports indicated justice and those who indicated injustice by their
organisation!”3.

The above was noted in another article in which the researcher recorded that
organisational justice significantly influences teachers’ organisational commitment profile in
a way that brings about an increase in their involvement!'®>!3¢  Others repo?gdi that
employees become committed when they perceive that the organisation is fulﬁll@;} side of
the contract or the employees are fairly treated for the work done!®7-188 %}/ ) the case is
not the same in some other journals and the implication is that t.h@cept of organisational
justice goes beyond the traditional model of work beha@' which gestates major
determinants of employees' wellbeing'®. : 6%

In the same vein, organisational justice i@'%es job involvement positively as it
does with organisational commitmentlg“’“”gv}@)esearch in this field came up with similar
result'®-1°!1 Tt can be inferred from thm%'n ing that job involvement can be made better in
every organisation where emp. ye%)(ge highly regarded and appreciated in the role, they
play!$190.191 Tt can also be tf;gl that casual employees who think that there is an existence
of organisational j i(é:gpressed little levels of organisational commitment (M=92.34,
SD=8.60) abov&‘{@eir counterparts who reported the absence of organisational justice
(M=47.54, SD=9.12)184. Similarly, the report of a casual employee with the presence of
orgonal justice (M=47.54, SD=12.37) depicts a higher level of job involvement
compared with those who reported an absence of organisational justice (M=43.49,
SD=11.07)'%,

A study attempted to study the relationship existing between job involvement and

organisational commitment and the influence the two had on each other within the scope of
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academic leaders at Tamil Nadu University. A descriptive research design was adopted while
the sample was collected from two hundred and fifteen (215) respondents using a stratified
random sampling technique. Statistical Package for Social Science (SPSS) was used to test
for the reliability of the self-administered questionnaire and the Cronbach’s Alpha of the

instrument was 0.786. Since the outcome of the reliability test was >0.7, this is an il}%(':ation

that the questionnaire was reliable!®?. Correlation coefficient and regression anz(%:;\showed
that there was a positive relationship between job involveme anisational

commitment'®?. In other words, the statistical analysis ind.ic)a\ that there was job
involvement exhibits a significant influence over organisationx%}ﬁimitment. As a result, if
the job involvement of academic leaders can be impro%@gte)ir organisational commitment
will also improve!®2. QQ

A quantitative research metho '@arﬁed out to investigate the impact
understanding and organisational com ent (independent variables) are likely to have over
job involvement (dependent varia e%l’he convenience sampling method was adopted for
data collection and as a result Q}E time and financial constrain. An online questionnaire was
generated to collect (@Q;on from the despondence and at the end of the day, two hundred
and thirty-one &é{@ was correctly completed and submitted. These data were used to
determine the impact of independent variables (understanding and organisational
com@en‘[) on the dependent variable (job involvement) through the Statistical Package for
Social Sciences (SPSS). The analysis that presented the interaction between job involvement
and understanding moderating by organisational commitment is highly significant with R

2=0.5581182. It is an expression that presented job involvement to be heavily dependent on

the current level of organisational commitment!®.
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An empirical study was directed towards the aim of identifying the kind of
relationship that exists between work characteristics, Organisational commitment, and job
involvement in the transition economy of Serbia, South-Eastern Europe. Samples were taken
from eight companies at the Serbia chamber of a commercial database, while data was
collected through random selection from five hundred and sixty-six respondents (g'ing a

A\

questionnaire as a research instrument. Results of the analysis showed that jo%wlsfaction

has a strong effect on job involvementl. This can be through low Xn insufficient

funds for individual life!®*

. Confirmation was inferred from ago@qumal where it was
noted that there exists a level of significant link in most @ employees’ motivation
dimensions and job involvement!*>. It was also establi%h@from the result of the statistical
analysis that job satisfaction has a positive relati@) with organisational commitment as
was confirmed by some other research!®. . @

This study looked into potent@:onnections between employee job involvement,
commitment, satisfaction, and inté& to leave. The regression analysis revealed that at
least one of the indepen: t,gnodel variables, namely job participation, organisational
commitment, and j s@%@tlon levels, affected turnover intention. Both theoretically and
practically, the %@rch’s conclusions are significant. This study illustrates theoretically the
potential impact of job dedication, involvement, and satisfaction on turnover intention. From
a pr@l standpoint, the findings would be beneficial to decision-makers, researchers, and
professionals in the tourism industry'®’. The goal of this study is to ascertain how task

interdependence, work group support, and decision-making participation affect employees'

job satisfaction. 39 employees of PT. Excelcomindo Pratama Tbk's Operations and
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Maintenance provided data for this study, which used path analysis and partial least squares
as its technique of analysis.
The goal of the research is to comprehend the ideas of job satisfaction and job

198 'The current work is

involvement as well as the connections between these two concepts
based on a systematic examination of relevant literature that helped develop the gor&g)ts of
job satisfaction and job involvement, respectively, as well as related literaturéa helped
establish a link between these two. A type of pleasant and contented %ie person has
toward their employment is known as job satisfaction. Cogn.it'kv\'ob, satisfaction is the
evaluation of an employee's level of objective and logical job s&%}ction. It can be done in a
way that just takes into account one aspect, such as cé@nsaﬁon or benefits, or it can be
done simultaneously in multiple dimensions. It differs)from affective job satisfaction, which
is concerned with emotions and happin '@hat it evaluates a job based on several
parameters in an objective manner. The¥erm "job involvement" refers to both an employee's
psychological identification with }%)(g her job and the way that person views his or her
employment as vital to his &he\r life. The study covers a wide range of ideas related to job
satisfaction and jo 'n@%nent and later discovered a positive association between the
two!%%. This ﬁn%g‘clearly shows that the more involved an employee is in their work, the
more satisfied they are with their jobs?%.

le study provides an overview of employment involvement, including its
methodologies, dimensions, metrics, theories, factors, and effects. The two elements that
make up the primary theoretical conceptualizations of job participation are psychological
identification with work and the significance of work productivity or efficiency to individual

self-esteem. There was a significant relationship between job involvement and the other two
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variables considered in the study?*?>2°!. In conclusion this work proposes that even when the
setting of the work stays the same, the likelihood of low job participation will be higher for
those who suffer disconfirmation of expectations and lower for those whose expectations are
satisfied. Workplace, participation in the job?0204,

This report aims to experimentally investigate the impact of employee invqlv%ent in
the workplace on millennial employees' job satisfaction in Colombia. Data v%‘%}athered
from a sample of 2103 millennial workers in 11 businesses from varioussi %&r situated in
Colombia's five major cities. To investigate how employee @Qpation affects job
satisfaction generally and how various workplace participato@cision-making processes
affect employees' satisfaction with the objective and A@IQII)SiC aspects of their work in
particular, ordered probit models were estimated.@%ng to the empirical findings, there
is a connection between employee involv@e{s@“nﬁ job happiness for millennial employees.
Millennial 18 employees' participatio@ company-wide decisions has a greater positive
effect on their job satisfactio tha@‘ir participation in decisions that are more narrowly
focused, such as those thaj%ffgct teamwork or the primary responsibilities at work?’+20,
Another intriguing @Q} that millennial workers place a high value on components of
their professioné@at are intrinsic (such as the opportunity to use their expertise in the
workplace), which may increase their job satisfaction in a more collaborative atmosphere?®”.

@ research, the relationship between job participation and work engagement, as well
as the relationship between job involvement and employee performance were examined. This
kind of study employs a quantitative descriptive methodology. The Branch Heads and Sub-
Branch Managers of Bank Jatim made up the study's population. Using saturated sampling

techniques, 191 total samples were obtained. 191 Branch Heads and Sub-Branch Managers
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of Bank Jatim were among the sample users. The data sources used are primary data, and the
data types used are quantitative data. By distributing surveys, data is gathered. In this study,
partial least square (PLS) analysis was employed for data analysis. This study shows that
while job involvement has a major impact on work engagement, employee performance is
not significantly impacted by job involvement while employee performance is significantly
impacted by work engagement?®, Q;i\

This study investigates the connections between high-perfo \%rk systems
(HPWS) and job involvement (JI) by using organisational justlce)&cqnd employee well-
being (EW) as mediators. A study approach based on soc1al&§g§nge theory is offered to
help understand the effect of HPWS on workplace engag@nt The suggested framework is
tested with 10 five-star hotels in India using s@ equation modeling. Confirmatory

factor analysis is used to evaluate the cor@g robustness and model reliability. It was
e

shown that organisational justice and e welfare served as a partial medium for the
beneficial association between P\@%d job involvement?*’. Additionally, HPWS revealed
a direct and s1gn1ﬁcant able connection with job involvement?*”’. By studying
organisational justi a@%ployee wellbeing as mediating variables between HPWS and
job involvemen@he Indian hotel industry, the current study adds to the body of existing
knowledge?

Qe cluster sampling method was adopted to collect samples within middle schools in
Hatay City to examine any relationship existing between self-efficacy and job satisfaction,
organisation commitment, motivation, and job involvement. In other to achieve this aim,

random sampling was used to collect information from three hundred and twenty-one (321)

teachers in thirty-three (33) schools from the above-mentioned geographical location. The
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outcome of the result showed that the increase in teachers’ self-efficacy belief, the more the

208 Much other research

organisational commitment and job involvement of the teachers
carried out in this area came out with this same result?®.

It was also noted that organisational commitment slightly mediated teachers’ sense of
self-efficacy. All the same, information from a related study indicated that teacllersbv'vith a
sense of self-efficacy are satisfied and in turn committed to their job?!4. Si@q} , self-
efficacy belief positively affects teachers’ job involvement as was by related

studies?!!

. Likewise, organisational commitment and motivati.og\ dea strong mediating
effect on the relationship between the self-efficacy of teachers@ob involvement which is
in line with related studies?!®. The outcome of this reé@ implies that it is expected for

school administrators to strengthen teachers’ self-@c in order for teachers to develop an

interest in their job?!>, (}\%

2.3.6 Organisational Commi mé&g%d Locus of Control of Teachers

Meanwhile, it can bglc\ted that lots of research has been carried out afore and in
recent times in whi @%t factors have been tested on job involvement of teachers either
at primary scho%‘}qel, secondary school level, colleges or university level. Notwithstanding,
only view research has been carried out to examine the organisational commitment and locus
of c@ of teachers as a determinant of job involvement among secondary school teachers
in the Ibadan metropolis. Hence, the current study aims at examining whether or not
organisational commitment and locus of control of secondary school teachers can serve as

factors influencing the job involvement of teachers in the Ibadan metropolis. At the same
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time, gender will serve as a moderating variable which will moderate the three variables in

this research.

2.3.7 Job Involvement and Gender Difference

Two different researchers carried out studies on job involvement qnd(bg'ender
differences; they came up with the conclusion that employee gender was signiﬁ@ related
to job involvement?'®. However, in another research, it was conclude §e er Type-A,

217 Another study

behaviour significantly influenced job involvement among bank 'GIK ecs
was carried out in Nigeria focusing on the gender difference i Cé}’anisational commitment,
job involvement and job satisfaction of library staff iﬁ@thwest federal universities. 274
questionnaires were administered, 243 (172 femal@ 1 males) were recovered and useful,
while the Z scale was used to test for si 'tlég%ifferences between the variables (that is
organisational commitment, job satisfa%? and job involvement).

It was revealed throug thQ;Qearch that both males and females were positive in
theirorganisational commit t.}job satisfaction and job involvement?!8, This may be due to
the leadership style o@y the leaders and the ability to meet the needs of the employees
in the university@r.priesm’m. Not only that, researchers have also propounded that some of
the things that make one be job committed also make one be job involved??°. Therefore,
adm@a‘[ors and management should be more sensitive and responsible for both genders’
needs. It was also concluded that there was no significant mean score difference between
male and female library staff in both organisational commitment and job involvement while

there is a significant difference in job satisfaction?'®. Meanwhile, some other researchers

reported a contrary opinion which could be explained due to the role men played in society
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being responsible for the daily needs of the family while women are mostly
dependents?!8219,

Howbeit, it was discovered from research that investigated sources of men's and
women's psychological involvement with their jobs. In this research, it was noted that men
and women generally react similarly to the work condition irrespective of work aygnomy
but having been subjected to different controls in work autonomy, women ar@d more
involved in their jobs than men do. Also, subject to the time lag, ealed that
women became more involved in their jobs while that of men degria&%%%.

The result of the research indicated that there is a te for male employees to
display higher organisational commitment than female e'r@yeesm. The researcher intended
to examine the gender differences and factors t@%ably dampen it. Both job models

highlight gender differences in job attribt’;\@yutonomy or rewards and gender models
d

that stress socialization, family ties'@' ifferential labour market opportunities were
considered. Using appropriate ese@‘instmments for data collection from four fifty-seven
respondents and analysed. %}}ggs primarily revealed that men are more likely to hold a job
with commitment t 21,

In resea@p find out the relationship between job satisfaction, occupational stress,
locus of control and job involvement among male and female pre-university college teachers.
Date@collected using a stratified random sampling technique and analysed with Pearson’s
correlation structural analysis technique. The result indicated that teachers who demonstrated
greater job involvement showed higher motivation to teach than those with less job

involvement??!. It has been suggested by psychologists that teachers who display low job

involvement and lack of career interest should not be given the opportunity of exposure to

112



training because they are likely to exhibit a low motivation to teach and as a result, given
them, the opportunity will amount to wastage of resources.

Howbeit, a researcher attempted to research to detect if there is any significant
relationship between job involvement and the mental health of higher secondary school
teachers based on gender. A stratified random sampling technique was adogtegbi'n the
collection of the data from one hundred and forty higher secondary school teachqg&m\ale and
female. Karl Pearson’s product-moment correlation and T-test wer arry out a
statistical analysis of the collected data. The result indicated @h@re was a positive
significant relationship between job involvement and the @1 health of the higher
secondary school teachers based on their gender and m'a@ status. In the aspect of married
male and female teachers, females have the under?%l?g of the situation of things between
students and their parents than male teac '%qﬁhis finding is in line with other research
where it was stated that there was @gniﬁcan‘[ difference between men and women
concerning their level of job inyol nt?22223, On the other way around, some reported that
female workers exhibit a hig%r,%ense of job involvement compared to that men?’!.

An investi 'o@a%ing at knowing how self-esteem and job satisfaction can
influence job in%wiement of secondary school teachers in Lagos state Nigeria takes gender
difference as\a moderating variable. The researcher gathered data from one hundred and
eigh@ee secondary teachers both male and female in Lagos state and adopted an ex-post-
facto research design. The result of the analysis indicated that gender post no significant
influence on teachers’ job involvement (t=5.146; df =181; p<.05)*?*. In other words, the

result indicated that female teachers’ job involvement was no better than that of male
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teachers??*. The finding was supported by some other researchers’ findings where the same

result was observed??7-228,

In an attempt to examine the influence of some demographic factors (Gender) on the job
involvement of academic leaders in Government established Tamil Nadu, a p&;g'osive
stratified technique was adopted through the usage of a questionnaire a@esearch
instrument to gather data from four hundred and nineteen (419) respo in twenty-
four (24) universities. The analysis of variance was carried out .tcx& fism if any significant
difference exists between gender and job involvement. It wa;@ﬂ from the result that the
calculated p-value of job involvement (p=0.009) at the @qfevel of significance indicated

that there is a significant difference between the“gender of academic leaders and the job

involvement of their respondents from Cfaj\%g%mment-established university in Tamil

Nuda??*, 'é'

The role of organisatio@%, age and gender on organisational commitment and
job involvement among cas%vg\orkers in Omoku, Rivers State, Nigeria was examined where
data were gathere @%ee hundred and ninety-nine respondents (251 males and 148
females). Multi%iéte Analysis of Variance statistical analysis was adopted in the research.
Gender differences in organisational commitment and job involvement of casual workers in
Omc@(lver state, Nigeria were examined using a one-way between-group multivariate
analysis of variance.

Meanwhile, the result of the analysis indicated that no significant difference was
shown between male and female employees on the combined dependent variables

(Organisational commitment and job involvement): F (2,396)=.40, p=0.67; At the same time,
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only job involvement was considered under the dependent variables, yet no gender
significance difference was found F (1,397) =0.05, p=83, partial beta squared=00204,
However, this implies that gender does not influence casual workers’ job involvement
significantly?®*. The outcome of this research did not deviate from the findings of the result
arrived at by some other articles in the field*****. The study in a way can serve, as(gil eye-
opener to management and policymakers in the various organisation to the @ for the
adoption of policies that do not gender bias?**. \

Job involvement of Bachelor's degree in Education collegea@i eompared with some
demographic variables such as gender, type of college, teachi&ggperience and educational
qualification investigated. The descriptive survey res'e{&Q)design was adopted while a
random sampling technique was used to select the%les from 300-level college teachers at
the University of Kashmir. Data were ant'sj@;h means, SDs and T-tests. The statistical
analysis indicated that there was no sigagificant difference in job involvement among male
and female Bachelor's degre%@‘caﬁon college teachers®?S. There are examples of
journals in support of these d'u\1g5225.

Based on t @&of this investigation recommendations can be made to the
educational poli@pkers and administrators to regularly put in place seminars, workshops,
and conferenees for the Bachelor degree in Education college teachers to equip them with a
betté@erstanding of their involvement in their profession Base on the result of this
investigation recommendation was made by the researcher to the educational policymakers

and administrators that regularly seminar, workshops, and conferences be organized for the

Bachelor degree in Education (B.Ed) college teachers??®. This will enable them to have the
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awareness and equip them with a better understanding of their involvement in the career or

profession they have chosen??®,

Howbeit, a study on job involvement and life satisfaction mediating with gender
among primary school teachers was carried out. Two hundred and ninety-four samples were
collected from various schools and analysed using T-test and ANOVA. Theé} of the
analysis showed the mean score difference in job involvement and li ion among
primary school teachers based on gender. This revealed that no @ﬁgan‘[ difference was
found in job involvement and life satisfaction considering L{Qﬁnder of primary school
teachers??’. Based on this outcome, it can be conclude’d{% recommendations are made to
the educational decision-makers that it is impo&b'?put the gender of primary school

teachers needed to into consideration w, 1®ding on their job involvement and life

satisfaction?®?’. %
\)Q:b
d

2.3.8 Gender Difference .Qrganisational Commitment

A study wﬁc@e to determine the effect of organisational commitment of
teachers in whi%ueta-analyses were adopted to analyse 15 master's degree and Doctorate
theses that were done between 2005 and 2009. The calculated result for the mean effect was
0.0@Qmeans that the effect of gender on organisational commitment was significant®?%,
The result of the study indicated that at the level of internalization and identification, the
effect of gender favoured male teachers®?®. It was also indicated from the result that male

teachers can adopt the norms and values of the organisation easily compared to female
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teachers??®. It was also noted that female teachers are likely to exhibit organisational
commitment in other to carry on their acquisition??®.

In an attempt to find out the role of gender in building organisational commitment in
India, a researcher took time to study the relationship between organisational climate,
employee climate and organisational commitment considering gender as a di.ch%mous
moderator. Having adopted an appropriate research design, the collected data ‘é\}ﬁalysed.
The result showed that female employees seem to exhibit a hi \ anisational
commitment than male employees??°. The result also reflects that c;r\ isational commitment
and employee climate do not motivate them in the same wayzikcé\uit is there is a significant
difference between the organisational commitment and éw‘\bkyee climate®?.

A group of researchers attempted to find @wther there would be any significant
differences in employees’ job satisfacti 'a@%{ganisational commitment of males and
females in Labuan. Data was collected%(:m one hundred and twelve participants. This was
subjected to statistical analysis T-%}%nd mean comparison. In the end, the result revealed
that both male and female %l}oyees in Labuena exhibit the same level of job satisfaction
perception®’, Seve r@f&h carried out by some researchers reported the same results and
their views wer@gin support?*!,

In some other research where there was disparity, a common explanation given was
that@mn’s expectations regarding work defer from that of men?!'. As such, job
satisfaction may be seen as an emotional response born out of the interactions of work
rewards and values. At this point, it is reflected that employee has a higher or lower level of
job satisfaction as a result of their level of expectations and are great or less able to satisfy

them. In other words, the greater the agreement between reward and value, the greater will be
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the job satisfaction and vice versa®*!. In the case of organisational commitment perception of
males differs from that of female??!.

However, some other researchers tried to explore the relationship between
organisational commitment and spirituality in the workplace (an aspect of spirituality at work
is considered to be leadership style, work-life balance, organisational citizenship behaviour
and organisational culture). The descriptive research design was adopted to qﬁ;\out this
research. The questionnaire was used as a research instrument to a from the
respondents. It was indicated through the result that gender has :‘&iﬁcant impact on the
sense of community but age does not?*2. On the contrary, age @igniﬁcant impact on the
intention to stay whereas gender has no impact on on'e@%e)ntion to stay?32. Furthermore,
there is a considerable relationship between %:%ality at work and organisational
commitment?32, : \%

N

In an attempt to examine the'%?ractive effect of protégé and mentor gender on
organisational commitment in the @(th of Nigeria's work setting, he collected data from
161 pairings in a big goverﬁhﬁalth institution in Nigeria. In the end, the result revealed
that all the female ale mentor pairs were comparable meanwhile, the one male
Protégé-female @tor was low significantly?*?. Considering organisational commitment,
male-protégés_was better with male mentors and female-protégés when the female was
men’@%? This research reflects the effect of insufficient quantity of research on mentoring
in the content of Nigeria work setting233. At the same time, findings negate some hypotheses
about gender and mentoring and at the same time emphasise’ the fact that gender dyads are

capable of strengthening organisational commitment rather than all-male combination?*3.
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The influence of gender on the organisational commitment of academic leaders in the
government-established university in Tamil Nadu was examined. The questionnaire was used
as the research instrument to collect data from four hundred and nineteen respondents from
twenty-four universities in Tamil Nadu. Having conducted an analysis of variance, the
calculated p-value of organisational commitment (P=0.033) which is less than_0.05. This

indicates that there is no significant difference between the gender of the aca(@i} leaders

and organisation commitment?33. ,%\QO
)

The role of organisational justice, age and gender on organ@al commitment and job
involvement among casual workers in Omoku, Rivers’ @, Nigeria was examined where
data were gathered from three hundred and nin%%respondents (251 males and 148

females). Multivariate Analysis of Varian 'séq's%cal analysis was adopted in the research.
Gender differences in organisational c%’gr)nent and job involvement of casual workers in
Omoku, River state, Nigeria ere@%mined using a one-way between-group multivariate
analysis of variance. Havig%qgrried out the statistical analysis, it was indicated that no
significant differen ‘@Qbown between male and female employees on the combined
dependent mri%@ (Organisational commitment and job involvement): F (2,396)=0.40,
p=0.67;

Q%e same way, when only organisational commitments, were considered under the
dependent variables F (1,397) =0.05, p=83, partial eta squared=00 there was an indication
that no gender significance difference was found?**. The result was not different from related

studies where no significant difference was recorded?®. The implication of this was that

gender does not influence casual workers’ organisational commitment significantly.
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Managers and policymakers in an organisation should take a clue from this outcome and
ensure justice and fairness are sustained. This can improve the level of commitment to the
organisation in employees?**.

Howbeit, an investigation was carried out to find out how factors (such as gender,
educational qualifications and the like) can influence the combination of job involye?gilt and
life satisfaction of primary school teachers in a particular geographical locati@ua was
gathered from two hundred and ninety-four (294) primary school teac }d s analysed
with T-test and ANOVA statistical tools. The result of the analys.is&sh%ved that no significant
difference was found between gender and job involvement ,@er with life satisfaction
among primary school teachers®®>. Given this, the su'gg‘i;ion was made to the decision-

makers to give room for free flow of communic%@%nong supervisors and subordinates

irrespective of gender?*, Q‘J\\%

2.3.9 Gender Difference and oc@ Control
Lots of studies have een done on locus of control whereby different variables were
tested using gender \@ate the effect. Out of some of these researches, it was observed

external. Ex es include; A gender perspective on work-life balance, perceived stress and

that different Ze%q’ has different ways of manifesting their locus of control either internal or
locu@ontrol. In this study, the researcher tried to examine the essential role the work-life
balance plays in employees’ well-being. Different variables were examined to test for the
quality of the work-life balance of employees. A compound relationship was employed to

find out the relationship between the variables (internal and external locus of control level of

perceived stress at work and work-life balance) and the roles gender plays in them.

120



In this empirical research, data was collected from 320 (160 female and 160 male)
employees in the Lebanese banking sector. It was noted from the result that there was a total
mediating effect of the level of perceived stress at work on the relationship between locus of
control and personal life interference with work?*°. This indicated that the relationship
between perceived stress and personal life interference with work is signiﬁcantly.p(%%ﬁve in
all respondents in both external and internal locus of control. Moreover @uld be
summarised that females showed a stronger positive relationship bet éined stress
and work interference with personal life compared with that m laﬁthis buttresses the
traditional saying about the consideration given to a working w&%}by most supervisors and

managers regarding taking permission to leave worlh@attend to family demands and

needs?®. QQ

In a study, the level of academi@@%f control of the students’ studying and
ined.

preschool education program was exa Personal information form and self-prepared
academic locus of control scalg ( include; internal and external locus of control) were
used to collect data from gﬂstudents. T-test was used to test for differences between
variables and locu @rol. The outcome of the analysis indicated that there is a
significant diffe%\cp between females’ locus of control scores (internal and external) and
that of males, Notwithstanding, the average score external locus of control of females is
lowé@a that of males while the point average of the internal locus of control of females is

higher?*’. As a result, it can be deduced that females carry the gene for success while males

attribute the success to other causes?’.
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2.3.10 Organisational Commitment, Leadership Styles and Trust in Teaching
Profession

Most teachers feel that they are leaders in their own classrooms; however, just
bearing the title of teacher or appearing before students to give instructions does not
automatically make the person a successful instructional leader. As most stu.de?g have
discovered, some teachers are not necessarily great classroom leaders. Teac%ﬁ}dership
entails so much more than managing students, and with the various }ﬁ arners, the
need for effective teacher leadership is increased because teachng edyto be influenced to
accept greater responsibility for their students. All successful{@rs especially teachers in
history have had a strong sense of vision—a powerful, a@g concept of where they wanted
to take their organisation. Vision, in a leadership ?@, includes the following elements: (a)

having a specific and good plan to move t;@ation forward, (b) providing resources to

students to accomplish the stated and s@e

for the execution of the detailed plan.“Experienced teachers have found that individuals in

plan, and (c) connecting people collaboratively

organisations without visio ecome disconnected from one another, and their work becomes
fragmentary and is t@% the classroom, when students experience this lack of shared
vision, they m%meplete individual tasks but do not have ownership over their own
learning, the\objectives and content from these lessons fade quickly from the students’
men@%nversely, in classrooms where a vision is promoted but not meaningfully acted
upon, students will usually attempt little work, with the mind that the teacher leader cannot
be relied upon to guide their learning since the teacher does not actually practice what is
presented as a significant priority. An empty vision is highly demotivational for followers

particularly students. Truly visionary classroom teachers, however, empower students to
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overcome learning difficulties caused by language differences?3®. It was argued that visionary
leaders have a greater impact on individuals and the obstacles the individual might be facing.
Vision, in other words, is greater than any barriers preventing that vision’s implementation.
With their vision and action, visionary teacher leaders, as opposed to mere classroom
managers, enable followers to associate more with the implemented vision than with their
own demographic identity?*°. This finding has great impact for teaching.é&e truly
visionary teacher also possess certain characteristics. First, they oriented.
Visionary teacher leaders never remind students of past mistalse&y\ always look ahead
and move forward. When visionary teacher identify a student,’&%}gtake in class today, they
do not dwell on that negative performance of such stude'n@‘ hey ponder on it, but instead of
dwelling, they seek solutions to avoid the mistake«é%tion. Second, effective teacher are
action oriented. They do everything intenti '@connection to the vision, and they are not
distracted by immediately pressing eve'%.' ese teachers are disciplined classroom leaders,
who stay focused on what re lly@:ers and take action accordingly, knowing what is
happening in the learning gi&onmen‘[ and making appropriate decisions effectively and
efficiently. Third, xisi % teacher leaders are never satisfied to be the sole person
responsible for &yision; they are constantly connecting others to the shared vision. They
understand that the organisation or the classroom does not function exclusively through their
own%nal efforts. To connect students to the classroom vision, teacher know students’
strengths and emphasize those, knowing that success flows from ability, not inability.
Grouping students based on their strengths in collaborative tasks is one example of
connecting students. Finally, visionary teacher leaders do take risks. Vision usually requires

change, and change often requires risk as students move beyond their comfort zone. For
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example, good teacher leaders experiment instructionally, trying different approaches,
emphasizing what works, and improving what does not. In order to be innovative, these

238 Vision was described

classroom leaders keep abreast of new methods and new technology
as a thorough planning process that captures a verifiable commitment to high-quality
instruction and effective collaboration between educators and the students’ popyla‘(&n. To
empower a successful vision that benefits students, they strongly emphasize th(zs.(;}ortance
of a teacher leader’s genuine partnerships with students, principals, a%})e chool staff
should be promoted. . 6.\

Among the teacher leadership competencies develop&% the educational policy
makers, the ideas of collaboration, coaching, mentorin’g@d working within a community
form fully instructional leadership. Other skills @%thin the remaining pathways of a
successful teacher leader are advocacy, cer A1;ati0n, and organizing. These are highly
dependent on relationship-building abilities of teachers as well. While all students benefit
from good relationships with their @&er, the unique academic needs of students mandate a
relational approach. Often, %Rers wrongly assume that the learning needs of their student
in one subject or ¢ Q&not dramatically different from the need of another student in
another subject %{ classroom. There are, as expected, countless possible lists of student’s
needs. Researchers have found that what matters most to students is not the content they
lear@% respectfulness, enthusiasm, and encouragement they encounter while learning.
The most important quality of being a successful teacher leader is the ability to relate with
people. A teacher specifically studied the relationship between English as a second language

teachers’ characteristics and their instructional successes and found that teachers’ motivation

to teach in a school with more language learning students had the strongest correlation with
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their ultimate success as teachers with that population. Unlike mere managers, who usually
look for the weaknesses of their subordinates and focus their energy and time on eliminating
those weaknesses, successful leaders intentionally place the right people in the right
environment. The teacher leader, therefore, does not focus on what a student lacks but on
what she or he possesses in academic and other abilities that will foster a‘%'iemic

Y

achievement. To identify these necessary strengths, successful teachers d@op close
relationships with their students. Finally, the successful teacher leader %i three-way
communication: teacher to student, student to teacher, and teacbe,r\l%ex\temal stakeholders.
In the classroom, the most obvious communication with stud@ through oral or written
feedback. Research has recently confirmed the importefn@nf teacher leader responsiveness
and availability. QQ

Teaching is no longer restricted ex '9&@%0 the classroom. Clearly, the best teacher
leaders are those who provide great #esponsiveness and availability in their work with
students. In addition, teacher lead (Qeed to relay student concerns and needs to school
administrators. Since stude dg not usually go to a school administrator to talk about their
concerns, unless th @%’y urgent, their teacher is the one who can advocate for them.
Teacher leadersggilarly develop strong relationships through obvious investment in the
creation of ‘welcoming environments. These welcoming learning environments benefit
teac@ogcourse, but in order for that to be fully actualised, they also meaningfully involve
the community through respect for local culture. These environments are strengthened
through a good connection with the principal?*’.

Numerous researchers have emphasized the need for trust between teachers and their

following students?*%?*!, Having trust in teacher is highly important because as the primary
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leader in a classroom, he or she often stands in front of the class, modeling appropriate
language and content use. Teachers facilitate the class, give feedback, and test the students.
Without trust, leading the students to attain a learning goal is not really possible. A recent
survey showed that to gain trust, teachers should interact with their students as individuals,
show consistent caring, and respond to student individual needs. In other wor.ds(gacher
leaders need to take the initiative to practice care and compassion for studentqi;}er than
just saying the right things. They must utilised their authority co tenately, giving
guidance and support within communicated boundaries?*!. Stuge@w seek fairness and
integrity from their teachers as a prerequisite to trusting them&%ruly, students must trust
teachers, but teachers must also trust their students. Tea'o@must trust their students enough
to provide them the control of the classroom. The«@%nd of learning which significantly
affects behavior is self-discovered, self- 'p@ted learning. No truly transformational
learning environment can occur without sharing control of what to learn with students.
Teachers are more like guides and &)rs, rather than directive instructors. However, giving
control back to students is gegsily accomplished since most students are not familiar with
autonomy and ca @%ﬂy be self-regulated. Effective teacher leaders appropriately
scaffold autonog\j)ust as they scaffold classroom activities for improved subject learning.
Scaffolding,™in an educational sense, refers to a teaching method that enables a student to
lear@e through the gradual release of teacher support or other assistance. This approach
requires significant expertise and student understanding. Depending on students’ knowledge
level and individual learning styles, teachers should adjust the degree of shared learning
responsibility with students as appropriate. The issue of trust is especially important for a

teacher to be an effective leader. Personal effectiveness as a teacher is greatly improved
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when trust is evident between the leader and his or her student®¥’. Finally, teachers can teach
how to develop student autonomy through self-regulatory processes and strategies. Teacher
leaders guide their students to be independent learners by checking their development
progress in the subject regularly. Teachers must be willing to negotiate what is to be done in
class. Good teacher give students choices and later ask them to evaluate and reﬂgct(gl' their
learning choices. By giving students this power of choice and ownership, they @%e more
independent and trustworthy learners. A powerful way to ensure the a students is
to write a learning contract. Teachers and students both design, 'd@p” and sign a contract
to ensure contribution to learning from both parties. This is @good way to ensure the
accountability from students when a classroom is ﬂippea@

A study reported a significant relationsh@t een head teacher leadership with
increasing workload of special ed '@A}eachers and the level of teacher
effectiveness. The study involved special education teachers in 12 public
schools in Estonia. Th&ad teachers were more comfortable in adopting
transformational leadership %hﬁn transactional. Stress and job dissatisfaction can also be
avoided if head t h@%isely choose a leadership style. The study proved that the
leadership prac%@ by headmasters had an impact on the tasks that would be borne by
teachers in that school. A study involving 115 special education teachers in Perlis
revet?e influence of headteachers' leadership style on the workload of special
education teachers. The findings showed that the leadership style of head teachers
exerted little influence on the workload of special education teachers. The findings of
a study by in turn showed that special education teachers experience high burns out

due to increased workload and stressful leadership. Both of the above studies explain
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that the leadership practices implemented by headmasters will indirectly affect the
quality of work of PPKI teachers due to the workload borne?®. A study in Kuala
Terengganu  district, and  stakeholder representatives from the state education
department revealed that teachers are very challenged with a heavy workload with one of the
factors inherent from the leadership style of head teachers who are less supp.ort&'g'. The
problem of lack of recognition by administrators commensurate with tltz)%rts of
teachers, and also the problem of providing complete special ed \ ilities is a
factor to the workload of teachers. It can be established throng{b%s&gdy that there was a
significant positive relationship between the attitude of head&&;}ers and the workload of
teachers?#. : \QQ)

A researcher investigated school leaders’ @ns of 10 key aspects of education
leadership namely, understanding laws '@icies, improving teacher performance,
improving student performance, creat%an inclusive culture, collaborating with parents,
participating in the teaching ro%g(p,scheduling and service delivery, diversity of routine
practices, resource allocat%axnd staff support in an effort to safeguard the welfare of
teachers from the a c@orkload. Five thematic categories that need to be given attention
in education leﬁ;hip to maintain the welfare of teachers were identified, namely the
learning  process, collaboration, data analysis, service delivery planning and
imptation, and personnel development. This proves that the knowledge of
headmasters related to education is very important in influencing the workload of
teachers?*, It was acknowledged in a study that head teachers hold a very important
responsibility in the management of education in schools, while teachers are important

implementers of established policies. According to study, the existing leadership standards
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in the area were still general and none of them were specifically geared towards
education. Based on this finding, five principles in the best leadership for special education
were put forward. The principles were defining and delivering the mission of school
education, managing curriculum and teaching, supporting and supervising teaching,

QO

The leadership style of head teachers is very important in determining t%&f.u\ccess of

monitoring student progress and promoting a conducive learning environment>*

the school and the welfare of teachers as well as the well -being of X e findings
also suggest that leadership style is an important element in impr.o\{{%eqdership practices in
schools involving special education programs. The relationship&g&een the leadership styles
of head teachers on the workload of teachers is a ﬁm@to job satisfaction in teaching
profession. Majority of head teachers adopt deniecratic leadership style. This leadership
practice proves that it can control the wonﬁ)@’eachers and create a sense of satisfaction
in work. Through a review, it can be@e that there is a significant positive relationship
between the leadership of head@%and the workload of special education teachers. Most

head teachers in secondary &hqg in Lahore, Pakistan, decided for themselves the direction

of the school?#. QQQ,
>

2.3.11 Job Imyvolvement and Satisfaction in Teaching Profession

Qaching is unquestionably a demanding vocation, and despite occasional bouts of
work-related stress, most teachers are much engaged in their role performance This sense of
professional commitment and satisfaction is sometimes termed ‘Work Engagement’, which
refers to “a positive, fulfilling and work-related state of mind that is characterised by

dedication, vigour and absorption dimensions™**¥, Teachers who are more engaged with their

129



work tend to be full of energy, passionate and dedicated to their job, persistent in the face of
difficulties, and engrossed so much in their duties. As a potential source of teacher
satisfaction, psychological well-being pertains to one’s life quality and satisfaction. Six main
components of personal growth, autonomy, purpose in life, self-acceptance, environmental
mastery, and positive relations with others were discovered as factors tl.lat(bci)ntrol
psychological well-being of teachers. Psychological well-being relates to a pe@%} degree
of happiness and satisfaction with his/her life, work, and physic tal health.
Research has indicated that psychological well-being is associatgd\ factors such as one’s
emotional intelligence, job performance, work stress and ps@ gical detachment, work

cognition, job resources, emotion-regulation difﬁculﬁc& elf-esteem, and emotion self-

regulation It was mentioned that in teacher-stu@n‘teractions, teachers are required to

display positive emotions and down-regult’%@%ye emotions?%.

While the role of teachers’ work Q}%udent outcomes is widely recognised, the question
whether teachers are content with their working environment is often overlooked. Meanwhile,
teacher job satisfa ti(@@?nany important and far-reaching implications. First, it
contributes to te&h ell-being as satisfied teachers are less susceptible to stress and
burnout. In‘%non, there is evidence that teachers who are content with their job also feel
bett ermore, satisfied teachers offer higher instructional quality and better learning
support for their students. Finally, content teachers demonstrate stronger job commitment
and are less prone to leave the profession, which is especially crucial in times when teacher

turnover is high. Increasing teacher turnover rates and a subsequent shortage of qualified

teachers is a growing concern internationally. Teacher turnover comprises interrelated
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notions of teacher migration and attrition, where migration describes teachers moving to
other schools, while attrition pertains to teachers leaving the profession altogether. However,
regardless the type of turnover, there are always negative consequences for a particular
school from which a teacher is departing. There is a disruptive impact of turnover beyond
compositional changes in teacher quality, especially in lower performing schools. (%?sides
affecting student learning and motivation, teacher turnover negatively affect tr@;}d leads
to a loss of institutional knowledge, which is critical for supporting si@\e ing. In the
end, overall school performance is affected®°. . 6.\

Research evidence suggests that a diminishing presti,&gé} the teaching profession
together with dissatisfying working environment is the ﬁl@ling reason for teacher turnover,
with salaries being only a minor source of dissat@on. Furthermore, inadequate working
conditions of a school undermine the stat '()Q%rofession and make it difficult to take in
new teachers. Recruiting more teacher%sly not solve the turnover problem as long as large
numbers of the new teachers ill%;bleaving schools, dissatisfied with their professional
status and working environﬁng Also, the recruiting and training of new teachers demands
significant ﬁnanciac@%hese costs drain resources that might otherwise be spent on
ameliorating sc%@s’ working environment, which is a crucial step towards retaining
qualified teachers. Therefore, policy measures to tackle the teacher crisis are increasingly
shiﬂ@%ards teacher retention efforts®!.

Human resources need to be managed professionally to create a balance between the
needs of employees, the demands and capabilities of the organisation, and the importance of
quality human resources for the progress of the company?2. This balance is the

organisation’s primary key to developing productively and achieving the organisation’s goals.
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Therefore, teachers are expected to work productively and professionally. There is the
realisation that the survival and growth of an organisation are determined by the strength of
money or capital and the success of managing human resources?>*?**, The management in
question is that the organisation must be able to equate the perceptions or perspectives of
teachers and their leaders to achieve organisation goals such as through the deterr_ni?%tiion of
a right working mentality with high dedication and loyalty to their work to prov@idance,
motivation, direction and proper working coordination from a leader to hi %9 nates®>*,
Creating teacher’s job satisfaction is not easy because j.oK isfaction can only be
created if there is continuity between work motivation, lead@, and the organisational
culture of the school that can be accommodated %@and accepted by all teachers.
Organisational performance depends on indivi@;'%formance or, in other words, its
production will contribute to organisati 'l@&rmancem’m. Motivation is crucial for
employees so that the work that has b ga)rged can be carried out, as it should be per the
company's operational standards. h@)%ation is the power that allows someone to act in the

direction of a particular his motivation is like determining outcomes such as

al,\
productivity, perfo @&and perseverance. There is a positive influence between
motivation and %{grmance. Motivation is the existence of autonomy support, which means
that school management pay attention to every decision that is meant to lead to the welfare of
teac@%otivation is fundamental in organisations as it enhances competence of teachers
themselves and relationships with the management?>’.

An important sector in any country is education because it is capable of shaping the

future of the nation and its citizens. This sector is majorly based on teachers’ knowledge,

competence, skill, communication ability and teaching experience. This in turn produce
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highly capable personnel as well as promote the economic growth of the country. Though the
education sector is viewed in terms of societal contributions, it is now being questioned as
teachers account for the largest cost and human capital in this sector. The institutions such as
universities, colleges and schools have teachers’ turnover problem. A mismatch between the
goals, values and demands of the teachers and that of the institution can be one of th{‘bfzilctors
that result in lack of commitment and higher turnover. Higher education orgar@%s have
recognised the irelevance of good teachers. Their success depends }& pability to
attract, develop and retain talented teachers. For this purpose, rrlag&gqnisations that use a
conventional selection process concerned with work orientati&%f requires the knowledge
of role behaviour has replaced this process with the pévx environment fit model, that is,
hiring and selecting employees with characteristi@ attributes that allow them to fit into
their organisation®*®. According to the péo@yironment theory, individuals search and
build environments that permit the(%? manifest their traits (for example, dominant
individuals seek leadership po itio@%he amount to which individuals fit into their work
environments has signiﬁcg&oﬁutcomes (for instance, performance, productivity, stress,
satisfaction, turnov @%anisational commitment). Person—organisation fit is a give and
take and contim%&process whereby individuals form their environments and environments
form individuals. Among the Person—organisation fit theories attraction—selection—attrition is
the @proclaimed framework in organisational context. Individuals are attracted to those
organisations that assist them in achieving their goals. Alike individuals, thus, will be
attracted to alike organisational settings and among them and those who have the capabilities
to aid the organisations will attain their goals and be selected to join. After entering the

organisation, people re-examine their fit and those who experience a poor fit with their work

133



environment are likely to leave the organisation. The theory of work adjustment explains an
ongoing procedure of interaction (work adjustment) between employees and their work
environment, indicating that workers and organisations interact and meet each other’s
respective requirements. The success of the work adjustment process is reflected in the
employee satisfaction on the one hand (that is, the degree to which employee can ?Be?t job
demands) and in his/ her satisfaction from the work on the other and is likely @act the
employee’s probability of remaining with the organisation®”. ‘%\
. )ﬁ'\
2.3.12 Locus of Control and Burntout in Teaching Professi&%'\
A study highlighted the link between job dema’m@stress and emotional labour. In
line with other studies, job characteristics were f@o be specifically related to emotional

exhaustion. The findings of this study indi .a%%t a majority of the teachers experienced
moderate levels of stress and a modera%ge{of emotional exhaustion. The study also found
age and years of experience t%@‘iﬁcantly related to stress and burnout. The findings
reported that teachers in mi le.—\age and mid-career suffered the highest levels of stress and
burnout. This stud %%und that urban teachers and unmarried teachers were more
vulnerable to %ﬁ’ stress and burnout. Potential stressors in the school environment
(discipline preblems, time pressure, low student motivation, and value dissonance) was found
to b@ed to teacher burnout. Although all the potential stressors were significantly related
to emotional exhaustion, time pressure was the strongest predictor. In comparison, personal
accomplishment were not significantly related to time pressure but were significantly

predicted by discipline problems and low student motivation. Teachers at the lowest grade

levels reported more discipline problems and higher time pressure than teachers at higher
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grade levels, whereas teachers at the highest-grade levels experienced low student motivation
as a greater problem than teachers at lower grade levels. Research conducted in the service
sector examining the relationship between age and emotional experiences of employees may
have implications for the teaching profession as both areas of work deal with social
interactions with other people. Differences in experiencing stress related symptoms between
different age categories may be partially explained by the socio-emotional sele%ﬁ\@theory.
That is, older people will recognise goals according to their remaini ife-span, while
younger people have a more open view of future goals. Older.p)e& e«docus on wellbeing.
Inevitably, older adults may be more motivated than you@dults to avoid negative
emotions or will tend to get rid of them quickly and to s@rt more pro-hedonic motivation
(maintaining motivation in gaining positive affec@n younger adults in everyday life. In
addition, older adults’ long-term experien@w@%ﬂotional situations may make them more
effective and efficient in regulating t%emotional experience. Older adults reported that
they can control emotions moge easily than younger adults. Some researchers believe that
older employees could limi‘ﬁ Regative effects of emotional labour®®.
e

2.3.13 Locus obﬁqptrol and Academic Achievement

Organsational silence is important for the development of the organisation as well as
its i@ance in terms of its impact on the employee. Unwillingness to share information,
speak and provide feedback affect employee confidence and motivation negatively and block
development and innovation. Studies are being done to conceptualize organisational silence
as a different phenomenon beyond defining it as only lack of the expression of thoughts or

absence of opinions. Evaluation of the messages given to the organisation or manager by
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means of organisational silence is important as these messages have the potential of affecting
employee attitudes and behaviors and they may change the results. It has been observed that
organisational silence has a significant effect on employee effectiveness, affecting levels of
commitment, trust and fear. It is thought that the inability to benefit from intellectual
contribution, unidentified problems and the development of a negative organisatiqnaebctllture
can also affect organisational learning?°!. Q‘S\

Since the situation of conscious denial of opinions and conce }& anisational
problems is experienced in many organisations, issues such as V)V\’ and how employees
decide to remain silent, what they take into account when ma)@hls decision, what issues
they show silence behavior, how they choose the peo@they share their thoughts with
should be addressed. It is interesting that while@ individuals remain silent in similar

situations, some individuals show speec a@r This situation emphasizes the role of

individual differences in organlsatlona%'ence behavior. Studies on individual factors have

been conducted mainly on gen@wl psychological perception, personality traits, self-
6

monitoring and self-esteem Jéyel?

It has been g@% that individuals’ specific personality traits such as locus of
control, self-est@or self-esteem, communication anxiety, risk-taking tendency, and group
identificationnmay be effective in keeping silent behavior, individuals with low self-esteem,
high@munication anxiety and external control-oriented individuals exhibit more silence
behavior. Although organisational silence is a known concept, research continues on the
latent meanings of silence and the effects of organisations on performance. Silence is a vague
and slippery behavior with multiple causes. Therefore, understanding and interpreting silence

is more difficult than speaking. In recent research on the topic of silence, it has been
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observed that concepts such as organisational learning were mostly mentioned in the
literature. However, the main element that constitutes the organisational structure;
organisational behavior, organisational culture, organisational learning and other
organisational issues emerge as a result of the behavior of people working in
organisations?%32%4, The level of organisational silence varies according to persopakgctors.
In the other studies conducted in northeastern Iran, it has been found that peo@th high
extroversion tend to remain silent. This research shows that self-con }y perceived
organisational support level decrease as the belief in external IOQUK centrol increases, as it
is thought that success and failure situations do not dep&%:\on their own behavior.
Observations indicate that there is no relationship betw'e@cus of control and protectionist
silence and as self-confidence and perceived organisatipnal support level increases, accepting
and defensive silence behavior decreases.&@al to see that perceived the organisational
support has the highest effect on tea%r's perceptions of organisational silence and self-
confidence and the organisational s%p%rt perceived by individuals with low internal locus of
control affects silence beh 'ogmore strongly. It is also found that the self-control level

affects the self-con @%,Vel positively and that the external locus of control negatively

affects the self-@dence level?%3.

24 @ceptual Model
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Source: Researcher, 2021. (s‘%'
This study attempts '@ out how teachers’ organisational commitment can

influence their job which;.%lo,lves making use of three indices; affective commitment,
normative commit\@)@%@ontinuance commitment to measure OC. Teachers’ locus of
control will be é&ured using external and internal locus of control in the cause of finding
out its influehce on teachers’ job involvement while the teachers’ job involvement will be
mea@ with three indices which are enthusiasm, zeal and interest. Likewise, gender
differences will be examined on both dependent variables (job involvement) and independent

variables (organisational commitment and locus of control)

2.5 Summary of Literature Reviewed
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In summary, this research considers three main variables which are; Job Involvement,
Organisational Commitment and Locus of Control. Job involvement is directly related to the
job or profession itself and that is why it is said to be a job-related attitude. Most works of the
literature indicated that job involvement is a multidimensional construct and yet did not
specify the indicators for job involvement. However, this study will consider three i?g:ators
for job involvement (which are: Enthusiasm, Zeal and Interest). Also, (@;}saﬁonal
commitment deals with the relationship of employees with their organi \y ich can be
expressed in different levels either, affective, continuance or no% T he third variable is
the locus of control which describes the extent to which an iq&@al feels he or she has or
does not have control over what happens in his/her’ E@and it can occur externally or
internally. These three variables will be looked ir@sidered teachers in public secondary
schools, in Oyo State. In addition, gender 'f@s will be used as extraneous variables to
moderate the three main variables in %research. It is worth noting that several scholars
have researched job involvement, @g isational commitment and Locus of control but only
a few have combined the egvariables, no literature has considered the three indicators
(Enthusiasm, Zeal @%t) for Job involvement that will be tackled thin this study. Also,
non-Had consid%@the three variables focusing on public secondary school teachers in Oyo

State. These three listed points make this research unique and believe that it will in the end

con@ meaningfully to the Knowledge.

139



‘% Endnotes

1. Q Mugizi, B. Nuwatuhaire & S. Turyamureeba, Organisational Structure and
mployee Commitment of Academic Staff in a Private University in Uganda, IOSR
Journal of Humanities and Social Science (IOSR-JHSS), 24(4), 2019, 72-83.

2. E. F. Tadesse 2019, Teachers’ Organisational Commitment at Secondary School in
Addis Ababa, Ethiopia International Journal of Education and Research, 7(4),
2019, 53.

3. M. Al-Taie & A. Cater-Steel, The Organisational Life Cycle Scale: An empirical
Validation. The Journal of Entrepreneurship, 29(2), 2020, 293-325.

140



10.

11.

12.

13.

14.

M. A. Khan, F. B. Ismail, A. Hussain & B. lghazali, The Interplay of Leadership Styles,
Innovative Work Behavior, Organisational Culture, and Organisational Citizenship
Behavior. Sage Open, 10(1), 2020, 2158244019898264.

A. M. Skar, N. Aldrin & T. R. Murti. "Effect of organisational culture on
organisational citizenship behavior with organisational commitment as a

mediator." International Journal of Research in Business and Social Science, 8(4),
2019, 124-132.

O. Kirmizi & A. Sarigoban, Prospective EFL Teachers’ Locus of @outrol and
Academic Self-Efficacy in Turkish Context, Journal of Language and-Linguistic
Studies, 14(3), 2018, 308-324.

B. Munawaroh & M. S. Masruri, The Effectiveness of Prabiem, Based Learning And
Discovery Learning Model Toward Learning Outcompe=in” Geography on Students
with External Locus Of Control, Geosfera Indonesi@’401), 2019, 56-62.

S. Demir, The Role of Self-Efficacy in Job Satisfaction, Organisational Commitment,
Motivation and Job Involvement, Eurasian Journal of Educational Research 20
(85), 2020, 205-224.

Q. Zhang H. Hu & C. Wang, Neggtive’'Mood and Employee Voice: The Moderating
Role of Leadership. Social MBelidvior and Personality: An International
Journal, 48(1), 2020, 1-10.

M. Shafiq & A.R. RanaN\Relationship of Emotional Intelligence to Organisational
Commitment of Collége, Teachers in Pakistan. Eurasian Journal of Educational
Research, 62(1); 20085\ 1-14

R. K. Khan\School Teacher’s Organisational Commitment —A Comparative Study.
International Journal of Pure and Applied Mathematics, 119(18), 2018, 3693—
3706.

M.h. Joram, G. Wanjala & D. P. Matual, Institutional Factors Influencing Teachers’
Job~ Commitment In Public Primary Schools In Mw9atate Sub-County, Kenya.
International Journal of Education and Research, 6(4), 2018 , 1-18.

K. Bano, A. Ishrat, K. K. Mishra, Factors Affecting Organisational Commitment of
Teachers in Government and Private Universities, International Journal of

Scientific and Technology Research, 8(11), 2019, 2277-8616.

A. Aslamiah, Teachers organisational commitment in Elementary School: A study in
Banjarmasin Indonesia, The Open Pychological Journal, 12(1), 2019, 1-6.

141



15.

16.

17.

18.

19.

20.

21.

22.

23.

24.

25.

N. Gokyer, The Role of Strengthening Leadership Behaviour on The Psychological
Contract in Primary and Secondary Schools. South African Journal of
Education, 40(2), 2020, 1-7.

A. K. Tiwari, A comparative study on Organisational Commitment among
Government and Private School Teachers. International Journal of Management,
Technology and Engineering, 9(2), 2019, 2109-2121.

C. M. Yeh, The relationship between free time activities, emotional intelligent and
job involvement of Frontline hotel employee, The International Journal of Haiman
Resource Management, 32(4), 2021, 767-788.

C. Grund & K. Titz, Further Training and Affective Commitmeuni>Bonu, Germany,
The International Journal of Human Resource Management, 5(7); 2018, 151-162.

R.M. Saleh, M. Nusari, N. Habtoor & O. Isaac, The Effect,of Leadership Style on
Organisational Performance: Organisational Commitngentyas a Mediator Variable in

the Manufacturing Sector of Yemen. International\Journal of Management and
Human Science (IJMHS), 2(4), 2018, 13-24.

D. H. Aranki, T. S. Suifan & R. J. Sweis, Whe)Relationship between Organisational

Culture and Organisational Commitment, Modern Applied Science, 13(4), 2019,
137-154

M. Akram & M. Amir, Comparing the Quality of Work Life among University
Teachers in Punjab. Bulletin 0f lxducation and Research, 42(2), 2020, 219-234.

R. Ahad, M. Z. Mustafa\S? Mohamad, N. H. S. Abdullah & M. N. Nordin, Work
Attitude, Organisational, Commitment and Emotional Intelligence of Malaysian

Vocational Collegé¥eachers. Journal of Technical Education and Training, /3(1),
2021, 15-21,

A. Singh'& J. J. Maini, Quality of Work Life and Job Performance: A Study of
Facuylty Working in the Technical Institutions. Higher Education Quarterly, 75(4),
20215667-687.

E) Nkhukhu-Orlando, B. Brown, D. R. Wilson, N. Forcheh, J. G. Linn & T. T. Fako,
The Affective Commitment of Academics in a University in Botswana, International
Journal of Educational Administration and Policy Studies, 11(2); 2019, 12-19.

E. H. Shie & S. H. Chang, Perceived Principal’s Authentic Leadership Impact on the
Organisational  Citizenship Behavior and Well-Being of Teachers. SAGE
Open, 12(2),2022, 21582440221095003.

142


https://scholar.google.com/citations?user=jweCw-gAAAAJ&hl=en&oi=sra
https://scholar.google.com/citations?user=4Cbz6mAAAAAJ&hl=en&oi=sra
https://scholar.google.com/citations?user=m_gle0AAAAAJ&hl=en&oi=sra

26.

27.

28.

29.

30.

31.

32.

33.

34.

35.

36.

B. Bashir & A. Gani, Correlates of Organisational Commitment among University
Teachers in India: An Empirical Investigation, Asia-Pacific Journal of
Management Research and Innovation, 16(1): 2020, 7-20.

F. V. Peretomode & O. S. Bello, Analysis of Teachers’ Commitment and Dimensions
of Organisational Commitment in Edo State Public Secondary Schools, Journal of
Educational and Social Research, 8(3), 2018, 152-302.

K. N. Sajjad & B. Abbasi, Studying the Relationship between Quality of Wark Life
and Organisational Commitment. Research Journal of Recent Sciences, 3(2),2021,
92-99.

R. Akkaya & B. Akyol, The Relationship between Teachers’ kecus of-Control and
Job Satisfaction: A Mixed Method Study, International Omline Journal of
Educational Sciences, 8(3), 2021, 71-82.

A.P. Srivastava & R.L Dhar, Impact of Leader Member-Exchange, Human Resource
Management Practices and Psychological Epmpgowerment on Extra Role
Performances: The Mediating Role of Organisational Commitment, International
Journal of Productivity andPerformance Managément, 65(3), 2019, 351-377.

M. Soto & O. Rojas, Self-Efficacy and Job_Satisfaction as Antecedents of Citizenship
Behaviour in Private Schools, ~International Journal of Management in
Education, 13(1), 2019, 82-96.

G. Ocak, A. B. Dogruel & NANE. Tepe, An Analysis of the Relationship between
Problem  Solving Skills\_and Scientific Attitudes of Secondary School
Students. International Journal of Contemporary Educational Research, 8(1),
2021, 72-83.

A. M. Giineg;~The\Relationship between Problem-Solving Skills, Burnout Levels and
Self-Efficac\Beliefs of School Principals. International Journal of Contemporary
Educational Research, 9(3), 2022, 590-602.

W. Q. L, L. X. Yuan, S. Y. Kuang, X. X. Zhang, C.J. Lu, T. T. Lin, W. Y. Lin, H.
H™Cen, Y. Zhou & P. X. Wang, Work Engagement as a Mediator between
Organisational Commitment and Job Satisfaction among Community Health-Care
Workers in China: A Cross-Sectional Study. Psychology, Health & Medicine, 25(6),
2020, 666-674.

J. A. M. Coyle-Shapiro, C. S. Pereira, W. Doden & C. Chang, Psychological
Contracts: Past, Present, and Future. Annual Review of Organisational
Psychology and Organisational Behavior, 6, 2019, 145-169.

A. Y. Dikko, R. A. Mutalib & S. Ghazali, The Influence of Organisational
Commitment on Teaching Approaches: Understanding Organisational Commitment

143



37.

38.

39.

40.

41.

42.

43.

44,

45.

46.

at Early Graduate Recruitment, Journal of Education and Social Sciences, 9(1):
2018, 2289-1552

C. Jackson, Relationships Between Job Satisfaction, Organisational Commitment,

and  Teacher  Engagement, 6(11), 2018, 7-39, Available Online:
https://Scholarworks. Waldenu.Edu/Dissertations

K. Bano, A. Ishrat & K. K. Mishra, Factors Affecting Organisational Commitment of
Teachers in Government and Private Universities. International Journal of
Scientific & Technology Research, 8(11), 2019, 138-152

D. Oktavian & B. Supeno, Locus of Control and Job Satisfaction With Work Life
Balance as Mediation. SAINS ORGANISASI, 2(2), 2023, 80-92

I. Gregoriou, E. Papastavrou, A. Charalambous, E. Economidou, E. S. Soteriades & A.
Merkouris. "Organisational commitment, job satisfactiouNand intention to leave
among physicians in the public health sector of “Cyprus: a cross-sectional
survey." BMJ open 13(5), 2023, e067527.

R.R Berjaoui & R. Karami-Akkary, Distribyted Leadership as a Path to
Organisational Commitment: The Case 0f_a) Lebanese School. Leadership and
Policy in Schools, 6(3): 2020, 610-624.

M. Samancioglu, M. Baglibel & B. J, Erwin, Effects of Distributed Leadership on
Teachers' Job Satisfaction, Qrganisational Commitment and Organisational
Citizenship. Pedagogical Res€areh, 5(2), 2020, 1-9.

Y. Liu & J. Werblow, The Operation of Distributed Leadership and the Relationship
with Organisational Commitment and Job Satisfaction of Principals and Teachers: A
Multi-Level Model™and Meta-Analysis using the 2013 TALIS Data. International
Journal of Educational Research, 96, 2019, 41-55.

R. M7y Mohamed, P. Shaheen & H. Saber, Self~-Handicapping and its Relationship
to both™Self-efficacy and the Locus of Control among Adolescents at the Secondary
Stidge. Educational Research and Innovation Journal, 3(10), 2023, 87-117.

WM. Amerian, & S. Pouromid, Language Teachers’ Beliefs on Materials Use and
TheirLocus of Control: Case-Studies from Iran and Japan Indonesian, Journal of
Applied Linguistics, 7(3): 2018, 583-593.

T.C. Scarborough, Locus of Control and Metacognition in High School Students: A

Correlational Study. The University of Arizona, Tucson, 2018, Available Online:
http://hdl.handle.net/10150/183786

144


http://hdl.handle.net/10150/183786

47.

48.

49.

50.

51.

52.

53.

54.

55.

56.

A. P. S. L. Elias, 4An Integrative Variable and Person-Centered Approach to
Representing Teachers' Self-Efficacy: A Cross-Cultural Perspective (Doctoral
dissertation, University of Nevada, Las Vegas), 2022, Available Online:
https://www.proquest.com/openview.

J. Okeju, Internal Locus of Control, Self-Esteem and Life Satisfaction among
Secondary School Students in Katakwi District (Doctoral dissertation, Makerere
University), 2023, Available Online: http://hdl.handle.net/10570/11684.

F. Akca, E. Ulutas & C. Yabanci, Investigation of Teachers’ Self-Efficacy \Béliefs,
Locus of Control and Intercultural Sensitivities from the Perspective of Yudividual
Differences, Journal of Education and Learning, 7(3), 2018, 1927-5250:

U. M. Hassan & R.A. Akbar, Locus of Control: Teachers’ Neglected Attribute
Towards Students’ Achievement Scores in Facing Diverse \Secioeconomic Status

Problems Of Education In The 21st Century, Journal ofABdugation and Learning
78(2), 2020, 1241-2134.

K. Uzun & Z. Karatas, Predictors of Acadenite. Self Efficacy: Intolerance of
Uncertainty,  Positive  Beliefs about “Werwy and Academic Locus of
Control, International Education Studies,N\3(¢), 2020, 104-116.

B. Kiral, Exploring the RelationshipgNbetween Teachers' Locus of Control with
Different Variable, Educational Policy Analysis and Strategic Research, /4(2),
2019, 88-104.

M. Marlina, D. A. Natuna & S” Suarman, The Influence of Empowerment and Locus
of Control on Job Satisfattion of Elementary School Teachers, AL-ISHLAH: Jurnal
Pendidikan, /4(1), 2022, 311-318.

M. Mapuranga, E. T. Maziriri, T. F. Rukuni & T. Lose, Employee Organisational
Commitment and the Mediating Role of Work Locus of Control and Employee Job
Satisfactien: The Perspective of SME Workers, Journal of Risk and Financial
Management, 14(7), 2021, 306-325.

B) Kiral, Exploring The Relationship between Teachers&Rsquo, Locus Of Control
with Different Variables. Educational Policy Analysis and Strategic Research,
14(2), 2019. 88-104.

A. Halim Perdana, K. Rina & A. H. Syam, The Main Role of Locus of Control and

Professional Ethics on Lecturer’s Performance (Indonesian Lecturer Empirical
Study), International Review of Management and Marketing, 8(5), 2018, 9-17.

145


http://hdl.handle.net/10570/11684

57.

58.

59.

60.

61.

62.

63.

64.

65.

66.

67.

S. O. Emmanuel, Predictive Effects of Perceived School Environment, Teacher
Efficacy, Internal Locus of Control on Secondary Schools Teacher Burn Out. The
International Jornal of Indian Psychology, 7(1), 2019, 575-583.

R. Smallwood, A. Curcio & A. L. Rebar, Internal Locus of Control Buffers The
Impact of Daily Stressors on Australian Farmers' Well-Being: A Cross-Sectional
Study. Australian Journal of Rural Health, 3/(2), 2023, 285-293.

H. T. Dalli & F. E. R. U. D. U. N. Sezgin, Predicting Teacher Organisational Silence:
The Predictive Effects of Locus of Control, Self-confidence, and ,Rexteived

Organisational  Support. Research in Educational Administration and
Leadership, 7(1), 2022, 39-79.

S. Wilfried, G. Kammermeyer, R. Susanna, C. Theisen & Christian, Weber Career
Success of Preschool Teachers in Germany — The Significance of the Big Five
Personality Traits, Locus of Control, and Occupational SelfzEfficacy, Early Child
Development And Care, 188(10), 2018, 1340-1353.

T. Ibrahim & 1. Murat, An Examination of Meaiing in Life, Satisfaction with Life,
Self-Concept and Locus of Control among‘Peds/iers, Journal of Education and
Training Studies, 6(1); 2018, 210-253.

B. Achhnani & A. Amareliya, Locus “¢f Control of School Teachers, Journal of
Management Research and Analysis) 7(1), 2020, 40-45.

H. Hu, C. Wang, Y. Lan & X\Wu, Nurses’ Turnover Intention, Hope and Career
Identity: The MediatingdRole of'Job Satisfaction. BMC Nursing, 21(1), 2022, 1-11

S. Fernandez-Salingro San Martin & G. Topa, Motivational Orientations and
Organisational Citizenship Behaviors: The Moderator Role of Perceived
Discrimination in ‘t/ie Brexit Context. Behavioral Sciences, 9(3), 2019, 31

Y. Liu, Wk S. Bellibas & S. Glmiis, The Effect of Instructional Leadership and
Distributed Leadership on Teacher Self-Efficacy and Job Satisfaction: Mediating
Roles~ of Supportive School Culture and Teacher Collaboration. Educational
Mahagement Administration & Leadership, 49(3), 2021, 430-453

L. Jia, Z. Liang, C. Lei & L. Huang, A4 Study on the Effects of College Students’
Knowledge-Sharing Behavior on Group Performance and Individual Social
Status. Frontiers in Psychology, 14, 2023, 1172554

E. G. Lambert, H. Qureshi & J. Frank, The Good Life: Exploring The Effects Job
Stress, Job Involvement, Job Satisfaction, and Organisational Commitment on The
Life Satisfaction Of Police Officers. International Journal of Police Science &
Management, 23(3), 2021, 279-292.

146



68.

69.

70.

71.

72.

73.

74.

75.

76.

77.

78.

W. Huang, C.Yuan & M. Li, Person—Job Fit and Innovation Behavior: Roles of Job
Involvement and Career Commitment. Frontiers in Psychology, 10,2019, 1134.

Z. Saleem, Z. Shenbei & A. M. Hanif, Workplace Violence and Employee
Engagement: The Mediating Role of Work Environment and Organisational
Culture. Sage Open, 10(2), 2020, 2158244020935885

S. A. Shah, T. Razzak, M. U. Aleem & A. Aziz, Employee Commitment to Service
Quality and Leadership Style, A Case of Private Higher Education Instjtutes of
Pakistan. Journal of Talent Development and Excellence, 12(1), 2020, 5703:5722.

A. Alam & M. Asim, Relationship between Job Satisfaction \and Turnover
Intention. International Journal of Human Resource Studies,-2(2), 2049, 163.

H. Alserhan & M. J. M. S. L. Shbail, The Role of Organisationat, Commitment in the
Relationship between Human Resource Management Rragtiges and Competitive

Advantage in Jordanian Private Universities. Management Science Letters, 10(16),
3757-3766.

W. Rasheed-Karim, The Effect of Stressful“f'acters, Locus of Control and Age on
Emotional Labour and Burnout among Furtheryand Adult Education Teachers in the

UK. International Journal of Emerging‘Technologies in Learning (iJET), 15(24),
2020, 26-37.

A. A. Khushk & P. Works, Impact of Locus of Control (LOC) and Organisational
Commitment  on  Employée  Performance-Study  of  Service  Sector,
Pakistan. International Jeurnal of Law and Peace Works, 6(5), 2019, 1-6.

K. Korfiatis & S.\Petrou, Participation and why it Matters: Children’s Perspectives
and Expressions, of @wnership, Motivation, Collective Efficacy and Self-Efficacy and
Locus of Control. Environmental Education Research, 27(12), 2021, 1700-1722.

B. Turatn& N. K. Sahbaz, The Relationship Between Self-Efficiency Perceptions and
Consceious Awareness Levels of Teachers Teaching Turkish as a Foreign

Language. International Journal on New Trends in Education & their
Implications IJONTE), 12(2), 2021, 1-11.

G. O. Sezer & P. B. Kahraman. The Investigation of Metaphoric Perceptions of
Teacher Candidates Regarding Democracy, Journal of Education and Future, (16),

2019, 39-50.

C. Ashok-Kumar & K. K. Rajendran, Job Involvement and Mental Health among
Higher Secondary Teachers, JETIR 6(4), 2019, 603-614.

147



79.

80.

81.

82.

&3.

84.

85.

86.

87.

88.

&9.

U. B. Ozkanl & E. Akgeng, Teachers' Job Satisfaction: Multilevel Analyses of
Teacher, School, and Principal Effects, Forum for International Research in
Education, 7(3), 2022, 1-23.

V. Capone & G. Petrillo, Mental Health in Teachers: Relationships With Job
Satisfaction, Efficacy Beliefs, Burnout and Depression, Current Psychology, 39,
2020, 1757-1766.

G. R. Baluyos, H. L. Rivera & E. L. Baluyos, Teachers’ Job Satisfaction and Work
Performance. Open Journal of Social Sciences, 7(8), 2019, 206-221.

F. U. Akudo, Management Support and Locus of Control as Predictord gf Teachers’
Job Satisfaction in Secondary Schools in Anambra State. African'Journal of
Educational Management, Teaching and Entrepreneurship Studies, 4(1), 2021,
41-51.

N. J. Okeke-James, 1. C. Igbokwe & C. N. Oguejiofor; Safety Needs for Enhancing
Teachers’ Commitment on Instilling Discipline among Secondary School Students in
Awka South Local Government Area in Anambkg™State. International Journal of
Advanced Education and Research, 8(1), 2023,%46-47.

P.A. Alabi, Applied behavior analysisfor teachers. In K.T Henson & B.F. Eller
Educational Psychology for effective tegching: Madwort publishing company, 9
Edition, USA. 2014, ISBN 0132655977, Availabble Online:
https://www.amazon.com/Appligd-Beéhavior-Analysis-Teachers-9th/dp/0132655977.

O. L. Badamas, Basi¢ Sehaol Teachers’ Personality Type as Determinant of
Classroom ManagementNjw Lagos State, Nigeria. Journal of Education and
Learning (Edulearn), 15(3), 2021, 329-334.

A. Ravichandrap ‘&SA. Venkat Raman, Effect of HRD Climate on Organisational
Commitment A Comparative Study of Higher Educational Institutions in a Province
of India, IOSR Journal of Business and Management, 23(7): 2021, 36-45.

R. Mwesigwa, 1. Tusiime & B. Ssekiziyivu, Leadership Styles, Job Satisfaction and
Qrgagnisational Commitment among Academic Staff in Public Universities. Journal
of Management Development, 39(2), 253-268.

B. O. Makinde, Organisational Envy, Teachers’ Job Commitment and Satisfaction in
Public  Senior Secondary Schools, Education District V, Lagos State,
Nigeria. Interdisciplinary Journal of Education, 6(1), 2023, 49-61

I. Safari, 4 Study on The Relationship Between Burnout and Job Satisfaction of

Iranian EFL Teachers Working in Universities and Schools, Journal on Efficiency
and Responsibility in Education and Science, 13(4),2020, 164-173

148



90.

91.

92.

93.

94.

95.

96.

97.

98.

99.

100.

C. O. Anita, P. L. Tran & T. M. P. Ho, Job Satisfaction of Basic Education Teachers
in Southeast Asia: Key Issues and Policy Recommendations, VNU Journal of
Science: Education Research, 37(3), 2021, 53-71.

O. Soyombo, Organisational Culture and Teachers Job Performance in Some
Selected Private and Public Primary Schools of Ibadan North Local Government
Area of Oyo State Nigeria (Master's thesis, Iti-Suomen yliopisto), 2023, 1-54.

M. Shahid & N. Ali, The Mediating Role of Psychological Capital and
Organizatioanal Commitment between Work Environment and Job Bunrout, Réview
of Economics and Development Studies, 5(2), 2019, 381-386.

S. F. Chamisa, T. Q. Mjoli & T. S. Mhlanga, Psycholegical Capital And
Organisational Citizenship Behaviour In Selected Public Hospitals In The Eastern
Cape Province Of South Africa. SA Journal of Human Resouree Management, 18,
2020, 1-12.

Y. Gu, X. You & R. Wang, Job Demands and Ematighal Labor as Antecedents of
Female Preschool Teachers’ Work-To-Family Coeniffict: The Moderating Role of Job
Resources. International Journal of Stress Management, 27(1), 2020, 23-34.

M. A. Qureshi, J. A. Qureshi, J. A. Thebe, G. M. Shaikh, N. A. Brohi & S. Qaiser,
The Nexus of Employee’s CommitmeniNJob Satisfaction, and Job Performance: An
Analysis of FMCG Industries of Rakisttn. Cogent Business & Management, 6(1),
2019, 1654189-14.

N. Arora & V. Dhole, Gepération Y: Perspective, Engagement, Expectations,
Preferences and Satisfaetions from Workplace; A Study Conducted on Indian
Context. Benchmarking:; An International Journal, 26(5), 2019, 1378-1404.

Z. Sahito &*P{ Vidisanen, A Literature Review on Teachers’ Job Satisfaction in
Developing Countries: Recommendations and Solutions for the Enhancement of the
Job. Reviéw of Education, §(1), 2020, 3-34.

C. H._Chang, Green Open Innovation Activities and Green Co-Innovation
LPerformance in Taiwan’s Manufacturing Sector. International Journal of
Environmental Research and Public Health, 17(18), 2020, 6677.

A. Igbal, M. S. Ali, F. Abbas, M. A. H. Shah & S. Anjum, 4 Study of Work-Family
Conflict among Elementary School Teachers. International Journal of Innovation,
Creativity and Change, 14(10), 2020, 198-209.

S. C. Chen & J. Shao, Feminine Traits Improve Transformational Leadership
Advantage: Investigation of Leaders’ Gender Traits, Sex and their Joint Impacts on
Employee Contextual Performance. Gender in Management: An International
Journal, 37(5), 2022, 569-586.

149



101.

102.

103.

104.

105.

106.

107.

108.

109.

110.

I11.

O. S. Olusegun, Influence of Motivation on Turnover of Library Personnel in Some
Public Universities in South-West Nigeria, Library Philosophy and Practice (e-
Journal) 4, 2012, 1-14.

H. W. Lee, P.J. Robertson & K. Kim, Determinants of Job Satisfaction among US
Federal Employees: An Investigation of Racial and Gender Differences, Public
Personnel Management, 49(3), 2020, 336-366.

D. B. Tran, Locus of Control and Job Satisfaction in Australia: The Mediating Role
of Job Perception. Journal of Behavioral and Experimental Econamies, 95(C),
2021, 101771

J. P. Ayers, Job Satisfaction, Job Involvement, and Perceived Orgayisational Support
as Predictors of Organisational Commitment, Doctoral_\Dissertation, Walden
University, 2018, 1-166, Available Online:
https://scholarworks.waldenu.edu/dissertations

V. M. Hieu & P. T. Cham, Examining the Impact 0fithe Employee Motivation to the
Organisational Commitment in General Insurance,Corporations in Ho Chi Minh City,
Vietnam, International Journal of Psychosocial Rehabilitation, 24(7), 2020, 8435-
8450.

J. Chukwusa, Gender Difference inOrganisational Commitment, Job Satisfaction and
Job Involvement: Evidence frompPUniversity Library Staff, International Information
& Library Review, 52(3), 2020;93-201.

S. Drake, A. Auletto &_J. M. Cowen, Grading Teachers: Race and Gender
Differences in  [Low, Evaluation Ratings and  Teacher  Employment
Outcomes, Ameri¢an Educational Research Journal, 56(5), 2019, 1800-1833.

F. U. Akude, Organisational Trust as Predictor of Teachers’job Involvement in
SecondaryNSchools in Anambra State, UNIZIK Journal of Educational Research
and_Poliey Studies, 4, 2021, 13-21.

S Salari, F. Daneshi & M. Pilevarzadeh, Investigating Relationship between Positive
Organisational Behaviors and Organisational Commitment among Nurses at Emam
Khomeyni Hospital in Jiroft, Iran, in 2017: A cross Sectional Study, Indian Journal
of Forensic Medicine & Toxicology, 14(1), 2020.

E. Ezemba, Measures for Promoting Greater Performance of Teaching Staff in
Public Secondary Schools in Awka North Local Government Areas of Anambra
State, UNIZIK Journal of Educational Management and Policy, 5(1), 2023, 66-78.

H. L. W. Pan, The Catalysts for sustaining Teacher Commitment: An Analysis of
teacher Preparedness and Professional, Sustainability, 15(6), 4918, 2023.

150



112.

113.

114.

115.

116.

117.

118.

119.

120:

121.

O. I. Nonyem & O. C. Chimaa, Principals’ Auditing Practices as Predictors of
Teachers’ Job Involvement in Secondary Schools in Anambra State, African Journal
of Educational Management, Teaching and Entrepreneurship Studies, 1(1), 2020,
1-7.

S. A. Azad, Job involvement of B.Ed College Teachers in Relation to Some
Demographic Variables, International Journal of Research and Analytical
Reviews, 6(2), 2019, 2349-5138.

S. Padmanabhan, The Impact of Locus of Control on Workplace Stressyand Job
Satisfaction: A Pilot Study on Private-Sector Employees, Current)Re€search In
Behavioral Sciences, 2, 2021, 10002

E. Goktas, Effectiveness Correlates of School Leadership_Stwles, and Teachers' Job
Satisfaction: A Meta-Analytic Review, International Onliné\Journal of Educational
Sciences, 13(4), 2021, 1023-1044.

T. Fiitterer, L. Van Waveren, N. Hiibner, C. Fisch¢t~& C. Silzer, I Can't Get no (Job)
Satisfaction? Differences in Teachers' Job\Safisfaction from a Career Pathways
Perspective, Teaching and Teacher Education, 121, 2023, 103942

S. Lawless, P. J. Cohen, S. Mangubhai, \D. Kleiber & T. H. Morrison, Gender
Equality Is Diluted In Commitinents” Made To Small-Scale Fisheries, World
Development, 140, 2021, 105348,

L. P. Lei, K. P. Lin, S. S. Hyang, H. H. Tung, J. M. Tsai & S. L. Tsay, The Impact of
Organisational Commitmept and Leadership Style on Job Satisfaction of Nurse
Practitioners in Acufe Care Practices, Journal Of Nursing Management, 30(3),
2022, 651-659.

R. Gopinathy The Influence of Demographic Factors on the Job Involvement,
Organisatienal Commitment and Job Satisfaction of Academic Leaders in the Tamil
Nady “Uniyersitie, European Journal of Molecular & Clinical Medicine, 7(3),
20203, 2515-8260.

R} Gopinath, Influence of Job Satisfaction and Job Involvement of Academicians with
Special reference to Tamil Nadu Universities, International Journal of Psychosocial
Rehabilitation, 24(3), 2020b, 4296-4306.

R. Gopinath, R. Impact of Academic Leaders’ Self- Actualization on Organisational
Commitment in Tamilnadu Universities — Through Structural Equation Modelling,
Test Engineering and Management, 83, 2020a, 24898— 24904.

151



122.

123.

124.

125.

126.

127.

128.

129.

130.

131.

132.

R. Gopinath, Mediating Role of Job Satisfaction on the Effect of Self-Actualisation to
Organisational Commitment and Job Involvement, Solid State Technology, 63(6),
2020, 201-224.

R. Gopinath, Job Involvement Influence to Knowledge Management—A Study,
International Journal of Research, 8(5), 2019c¢, 1461-1466

J. Jufrizen, M. Mukmin, D. Nurmala & H. Jasin, Effect of Moderation of Work
Motivation on the Influence of Organisational Culture on Organjsational

Commitment and Employee Performance, International Journal ofABuSiness
Economics (IJBE), 2(2), 2021, 86-98.

R. Gopinath & R. Kalpana, Employees’ Job Satisfaction wowking “et-hospitals in
Perambalur District, Journal of Emerging Technologies and Inngvative Research,
6(4), 2019, 220-225.

F. Aldasem, R. Omar & M. Saleem, Impact of Employeess Internal Factors and Job
Performance on Organisational Commitment in Gokeniment Organisations During
COVID-19:  Evidence From Kuwait, Problems and Perspectives in
Management, 20(4), 2022, 1-14.

V. G. Rahmadani, W. B. Schaufeli, T. Y, {vanova & E. N. Osin, Basic Psychological
Need Satisfaction Mediates the Relatiofiship, between Engaging Leadership and Work

Engagement: A  Cross-National Study, Human Resource Development
Quarterly, 30(4), 453-471.

A. M. Schuck, Motivations for a Career in Policing: Social Group Differences and
Occupational Satisfaction, Police Practice and Research, 22(5), 2021, 1507-1523.

A. K. Djaelani, JA. Sanusi & B. Triatmanto, Spiritual Leadership, Job Satisfaction,
and lIts Effect on Organisational Commitment and Organisational Citizenship
BehgviemManagement Science Letters, 11(3), 2021, 3907-3914.

R( B, Ebeh & S. A.Omaku, Predicting Organisational Commitment among Hospital
Staff in Owerri: The Role of Age, Job Experience and Abusive Supervision, Nigerian
Journal of Contemporary Psychology, 3(1), 2022, 113-128.

L. Xu, J. Du, X. Lei & K. W. Hipel, Effect of Locus of Control on Innovative
Behavior among New Generation Employees: A Moderated Mediation Model, Social
Behavior and Personality: An International Journal, 48(10), 2020, 1-12.

U. Amen & A. Raziq, Impact of Workplace Spirituality on Organisational
Commitment with Mediating Effect of Job Satisfaction: A Case Study On Higher
Education Sector. GMJACS, 9(1), 2019, 13-13.

152



133.

134.

135.

136.

137.

138.

139.

140.

141.

142.

143.

K. J. Mann, K. N. Roach, & K. E. O’Brien, Mentoring as an Investment: A
Quantitative Review of Mentoring and Well-Being for the Protégé. Journal of
Career Development, 50(2), 2023, 465-481.

Z. Bano, N. Kausar & S. Riaz, Work Locus of Control as the Determinant of Work
Life Balance and Job Satisfaction in Gazetted Administrative Officers. Pakistan
Armed Forces Medical Journal, 1(1), 2020, 190-194.

J. Culibrk, M. Deli.,, S. Mitrovi & D. Culibrk, Job Satisfaction,
Organisational Commitment and Job Involvement: The Mediating)Role of Job
Involvement. Front. Psychol, 9(132), 2018, 2112-2152.

P. Du Plessis, & R. Mestry, Teachers for Rural Schools=A @hallenge for South
Africa, South African Journal of Education, 39, 2019, 143!

B. Ratkovic-Njegovan & L. Grubic-Nesic, Jok' uatisfaction, Organisational
Commitment and Job Involvement:The Mediating rele of job Involvement, Original
Research Publisher, 1(1), 2018, 107-122,

S. Da, Y. He & X. Zhang, Effectiveness gf\Psychological Capital Intervention And Its
Influence on Work-Related Attitudes\Daily Online Self-Learning Method and

Randomized Controlled Trial Dégsign.” International Journal of Environmental
Research and Public Health, [ #23), 2020, 8754

D. J. Osman & J. R. Waraer;” Measuring Teacher Motivation: The Missing Link
Between Professional “Revelopment and Practice, Teaching and Teacher
Education, 92, 2020,103064.

D. Z. Nikbip*& (N 'G. M. Hemmati, The Effect of Psychological Capital on Nurses'
Performances, with Regard to The Mediating Role of Burnout and Job
Satisfaction, Research in Medical Education, 13(1), 2021, 35-45.

K. Na<Nan, S. Kanthong & J. Joungtrakul, An Empirical Study On The Model Of Self-
Lificacy And Organisational Citizenship Behavior Transmitted Through Employee
Engagement, Organisational Commitment And Job Satisfaction In The Thai
Automobile Parts Manufacturing Industry, Journal of Open Innovation:
Technology, Market, and Complexity, 7(3), 2021, 170-180.

M. Karakus, A. Ersozlu, S. Demir, M. Usak & H. Wildy, 4 model of attitudinal
outcomes of teachers' psychological capital, Psihologija, 52(4), 2019, 363— 378.

A. M. Abdulla Alabbasi, A. E. Ayoub & A. Ziegler, Are Gifted Students more
Emotionally Intelligent than their Non-Gifted Peers? A Meta-Analysis, High Ability
Studies, 32(2), 2021, 189-217.

153



144.

145.

146.

147.

148.

149.

150.

I51.

152.

153.

Z. Ghaderi, F. Tabatabaei, M. Khoshkam & R. S. S. Abadi, Exploring the Role of
Perceived Organisational Justice and Organisational Commitment as Predictors of
Job Satisfaction among Employees in the Hospitality Industry, International Journal
of Hospitality & Tourism Administration, 24(3), 2021, 415-444.

J. Cao, C. Liu, G. Wu, X. Zhao & Z. Jiang, Work—Family Conflict and Job Outcomes
for Construction Professionals: The Mediating Role of Affective Organisational
Commitment. International Journal of Environmental Research and. Public

Health 17(4), (2020), 1443.

G. A. Toto, & P. Limone, Motivation, stress and impact of online feaéing on Italian
teachers during COVID-19, Computers, 10(6), 2021, 75-80.

G. Khawda & C. Nimnuan, How are psychological capitalkgundemotion regulation
associated with schoolteachers’ burnout? A systematic reyiew) Journal of Positive
Psychology and Wellbeing, 2023, 1182-1194.

J. Znidarsi¢, G. Vukovi¢ & M. Marié, The Relationship Between Work-Life Balance
And Job Engagement: Life Satisfaction A$ A Woderator, Proceedings Of FEB
Zagreb International Odyssey Conference YOn Economics and Business 2(1),
2020, 706-719.

J. Yu, A. Ariza-Montes, G. Giotgi, A. Lee & H. Han, Sustainable Relationship
Development between Hotel Company and its Employees: Linking Job Embeddedness,
Job Satisfaction, Self-Efficacy? Job Performance, Work Engagement, and
Turnover. Sustainability, 12(17), 2020, 7168

G. Alibakhshi, F. Nikdel & A. Labbafi, Exploring the Consequences of Teachers’
Self-Efficacy: A G@se Of Teachers of English as a Foreign Language, Asian-Pacific
Journal of Sécond and Foreign Language Education, 5(1), 1-19.

F. Pace &\G. Sciotto, Gender Differences in the Relationship between Work—Life
BalgnceNCareer Opportunities and General Health Perception, Sustainability, 14(1),
20213357-361

M. Kang & M. Sung, To Leave or Not To Leave: The Effects of Perceptions of
Organisational Justice on Employee Turnover Intention Via Employee-Organisation
Relationship and Employee Job FEngagement, Journal of Public Relations
Research, 31(5-6), 2019, 152-175.

Z. Chegini, A. Janati, M. Asghari-Jafarabadi & O. Khosravizadeh, Organisational

Commitment, Job Satisfaction, Organisational Justice and Self-Efficacy among
Nurses. Nursing Practice Today 6(2), 2019, 86-93.

154



154.

155.

156.

157.

158.

159.

160.

161.

162.

163.

164.

A Purwanto, The Relationship of Transformational Leadership, Organisational
Justice and Organisational Commitment: A Mediation Effect of Job Satisfaction,
Journal of Critical Reviews, 2020, 1-20.

S. Buster & E. Ozsaker, Locus of Control, Self-Efficacy Perception And Treatment
Adherence in Kidney Transplant Patients, Transplant Immunology, 75, 2022,
101723.

A. K. Ahluwalia & K. Preet, The Influence of Motivation and Locus of ‘Cantrol on
Commitment: An Empirical Study amongst the State University Teaéhéxs, TUP
Journal of Organisational Behavior, 18(1), 2019, 32-54.

V. Arghode, S. Heminger & G. N. McLean, Career self-efficacy and education
abroad: Implications for future global workforce. European Journal of Training
and Development, 45(1), 2021, 1-13.

P. Boselie, J. Van Harten & M. Veld, A Human Resounce Management Review On
Public Management And Public Administration Researeh: Stop Right There... Before
We Go Any Further.... Public ManagementReview, 23(4), 2021, 483-500.

B. Ayesha & S. Zamir, Gender-Based Awalysis of Locus Of Control Among
University Teachers, Global Educational’Studies Review, 4(6), 2021, 73-80

I. Yogamalar & A. A. Samuel, Jed’ Engagement, Psychological Well-Being and
Organisational Commitment. \4n Empirical Test of Direct and Indirect
Effects, International Jounpal.of Business Innovation and Research, 20(3), 2019,
392-414.

0. J. George, S. E~Okon & G. O. Akaighe, Psychological Capital and Work
Engagement among Employees in the Nigerian Public Sector: The Mediating Role of
Emotional Iytelligence. International Journal of Public Administration, 46(6), 2023,
445-453.

J. Heétmecke, The Independent Woman—Locus Of Control and Female Labor Force
Paxticipation, Review of Economics of the Household, 2023, 1-29.

M. A. Bani-Hani & A. M. Hamdan-Mansour, The Moderation Effect of Locus of
Control on The Relationship between Job Demand and Job Satisfaction among
Nurses, International Journal of Nursing Practice, 27(1), 2021 el2876.
https://doi.org/10.1111/ijn.12876

A. Lehikko, Measuring Self-Efficacy in Immersive Virtual Learning Environments. a
Systematic Literature Review. Journal of Interactive Learning Research, 32(2),
2021, 125-146.

155


https://scholar.google.com/citations?user=Xb_D1mYAAAAJ&hl=en&oi=sra
https://papers.ssrn.com/sol3/papers.cfm?abstract_id=3986678
https://papers.ssrn.com/sol3/papers.cfm?abstract_id=3986678
https://doi.org/10.1111/ijn.12876

165.

166.

167.

168.

169.

170.

171.

172.

173.

174.

175.

T. Yang, T. Ma, P. Liu, Y. Liu, Q. Chen, Y. Guo, S. Zhang & J. Deng, Perceived
Social Support and Presenteeism among Healthcare Workers in China: The
Mediating Role of Organisational Commitment. Environmental Health And
Preventive Medicine, 24(1), 2019, 1-9.

D. Lie, E. Dharma & A. Sudirman, Measurement of Teacher Performance in
Pematangsiantar City Middle School Through Teacher Certification, Motivation, and
Job Satisfaction, 2nd Annual Conference on blended learning, educational
technology and Innovation (ACBLETTI 2020), 2021, pp. 396-401, Atlantis Press.

B. I, Pradana & R. Safitri, Considering the Organisational Effectivenesssof\Maritime
Sector SMEs in Indonesia from the Perspective of Knowledgd Wanagement,
Entrepreneurship  Orientation, and Organisational — Leggningy \Jounal of
International Conference Proceeding, 5(1), 2022, 1-172.

A. Derakhshan, V. Greenier & J. Fathi, Exploring the Inferplay between a Loving
Pedagogy, Creativity, and Work Engagement amowgy”EFL/ESL Teachers: A
Multinational Study, Current Psychology, 2022, 1-20:

W. Li, Unpacking The Complexities of Teachex ¥dentity: Narratives of Two Chinese
Teachers of English in China, Language Teaching Research, 26(4), 2022, 579-597.

K. A. Park, & K. R. Johnson, Job_Satisfaction, Work Engagement, and Turnover
Intention of CTE Health Scisence \leachers, International Journal for Research in
Vocational Education and Training; 6(3), 2019, 224-242.

R. Gopinath, Job Involveméut and Organisational Commitment of Academic Leaders
in Tamil Nadu Universities — A Relationship Study with Structural Equation
Modeling, Journal of\Critical Reviews, 7(19), 2020, 1857-1864.

J. R. Riwukere,(I°\ Marnisah, & F. Habaora, Perceptions of the state civil apparatus
about the work environment in supporting the performance to the National Unity and
Political Bedy of Kota Kupang in Indonesia, Jurnal Mantik, 6(2), 2022, 2314-2324.

M. k& Hendri, The Mediation Effect of Job Satisfaction and Organisational
Commitment on the Organisational Learning Effect of the Employee

Performance, International Journal of Productivity and Performance
Management, 68(7), 2019, 1208-1234.

S. Klein, K. A. Brohm & M. Schadler, The Impact of Understanding and
Organisational Commitment on Job Involvement, International Journal for Quality

Research 14(4), 2020, 1081-1096.

K. Dappa, F. Bhatti & A. Aljarah, 4 Study on the Effect of Transformational
Leadership on Job Satisfaction: The Role of Gender, Perceived Organisational

156



176.

177.

178.

179.

180.

181.

182.

183.

184.

185.

Politics And Perceived Organisational Commitment, Management Science
Letters, 9(6), 2019, 823-834.

I. Ahakwa, J. Yang, E. A. Tackie & S. Atingabili, The Influence of Employee
Engagement, Work Environment and Job Satisfaction on Organisational Commitment

and Performance of Employees: A Sampling Weights in PLS Path
Modelling, SEISENSE Journal of Management, 4(3), 2021, 34-62.

E. Dominic, V. Victor, R. J. Nathan & S. Loganathan, Procedural Justice, Pgrceived
Organisational Support, and Organisational Citizenship Behaviour inN\BuSiness

School. Organizacija, 54(3), 2021, 193-209.

A. Yuspahruddin, A. Eliyana, A. D. Buchdadi, T. Sariwulan, &K Multaziroh, The
Effect of Employee Involvement on Job Satisfaction, Systematic Reviews in
Pharmacy, 11(7), 2020, 490-498.

A. Toropova, E. Myrberg & S. Johansson, Teacher Jolr Satisfaction: The Importance
of School Working Conditions and Teacher,\(Characteristics, Educational
Review, 73(1), 2021, 71-97.

Y. Liu, Y. Aungsuroch, J. Gunawan, & D.NZeng, Job Stress, Psychological Capital,
Perceived Social Support, and _Qccupational Burnout among Hospital
Nurses, Journal of Nursing Scholarship, 53(4), 2021, 511-518.

G. Zeng, X. Chen, H. Y. Cheupng & K. Peng, Teachers' Growth Mindset and Work
Engagement in The Chinese Edweational Context: Well-Being and Perseverance of
Effort as Mediators, Frontiers in Psychology, 10, 2019, 839

P. Muthui & S. M. Mutweleli, Academic Self-Efficacy as a Predictor of Academic
Locus of Control™~dimong Secondary School Students in Kenya, International
Journal of Inn¢vatiye Research and Advanced Studies (IJIRAS), 7(2), 2020, 33-
42.

S. Hadi,\E) Pebrianti & K. C. Kirana, Analysis of the Effect of Work-Life Balance,
Self-Esteem and Work Motivation on Organisational Commitment Moderated By
Orggnisational Justice on Workers in Yogyakarta, Journal of Education, Teaching,
ahd Learning, 8(1), 2023, 7-14.

M.H. Malik, & B. Naeem, Impact of Perceived Organisational Justice on
Organisational Commitment of Faculty: Empirical Evidence from Pakistan,
Interdisciplinary Journal of Research in Business, 1(9): 2011 92-98.

S. Riyanto, E. Endri, & N. Herlisha, Effect of Work Motivation and Job Satisfaction
on Employee Performance.: Mediating Role of Employee Engagement, Problems and
Perspectives in Management, 19(3), 2021, 162-174.

157



186.

187.

188.

189.

190.

191.

192.

193.

194.

195.

196.

M. Ekhsan, The Influence Job Satisfaction and Organisational Commitment on
Employee  Turnover Intention. Journal of Business, Management, &
Accounting, 1(1), 2019, 1-8.

E. A. A. Hashish, Nurses’ Perception of Organisational Justice and Its Relationship
to Their Workplace Deviance, Nursing Ethics, 27(1), 2020, 273-288.

A. M. Rogowska, B. Zmaczynska-Witek, M. Mazurkiewicz, & Z. Kardasz, The
Mediating Effect of Self-Efficacy on the Relationship between Health™Locus of
Control and Life Satisfaction: A Moderator Role of Movement Disabilify, Disability
and Health Journal, 13(4), 2020, 100923.

J. Isgiyarta, The Effect of Gender, Locus of Control, Love of Money, and Economic
Status on Students' Ethical Perception, International.Journal of Higher
Education, 8(5), 2019, 1-11.

A. Kusmaningtyas & R. Nugroho, Effect of +Jéb) Involvement on Employee
Performance Through Work Engagement at Bqik Jatim, Universal journal of
Management, 9(2), 2021, 29-37.

F. S. Nurdin & I. R. Damayanti, The Role sf Critical Thinking as a Mediator Variable
in the Effect of Internal Locus of €ontrgl on Moral Disengagement. International
Journal of Instruction, 13(1), 202], 17-34.

A. Tripathia & A. KumarbDemystifying the Effect of High-Performance Work
Systems on Job Involyementy"Based on Dual-Path Mediation Model, American
Business Review, 26(1), 2023, 226 — 244.

O. Z. E. N. Emin &WN™Karaca, Investigating Learner Motivation in Online Education
in Terms of Self-Bjficacy and Self-Regulation, Journal of Educational Technology
and Online Learning, 4(4), 2021, 745-758.

S. A."C€hwrehill, M. E. Munyanyi, K. Prakash & R. Smyth, Locus of Control and The
Gender = Gap in Mental Health, Journal of Economic Behavior &
Organisation, /78,2020, 740-758.

S. I. M. Kalil, E. S. Abd-Elrthaman & W. M. M. Sliman, Relationship among Nurses'
Locus of Control, Work Motivation Factors, and Their Organisational
Commitment. American Journal of Nursing Research, 7(2), 2019, 167-178.

E. Bahgekapili & S. Karaman, 4 Path Analysis of Five-Factor Personality Traits,
Self-Efficacy, Academic Locus of Control and Academic Achievement among Online
Students, Knowledge Management & E-Learning, 12(2), 2020, 191-208.

158



197.

198.

199.

200.

201.

202.

203.

204.

205:

206.

207.

D. S. Kauts & N. Kaur, Effect of Teacher's Focused Guidance on Attainment of the
Lesson Objectives in Mathematics among Secondary School Students in Relation to

Their Intelligence and Locus of Control, International Journal of Research in
Social Sciences, 9(2), 2019, 618-638.

N. AlKahtani, S. Igbal, M. Sohail, F. Sheraz, S. Jahan, B. Anwar & S. Haider, Impact
of Employee Empowerment on Organisational Commitment Through Job Satisfaction
in Four and Five Stars Hotel Industry, Management Science Letters, 11(3), 2021,
813-822.

S. Munir & M. Sajid, Examining Locus of Control as @ BRétéFminant of
Organisational Commitment among University Professors in Rakistan/Journal of
Business Studies Quarterly, 1(3), 2010, 78-93.

D. K. Faeq, The Importance of Employee Involvement inA\Wark Activities to Overall
Productivity. International Journal of Humanities andyEducation Development
(IJHED), 4(5), 2022, 15-26.

D. T. Wijayati, A. Kautsar & K. Karwant6, kimotional Intelligence, Work Family
Conflict, and Job Satisfaction on\, Yunior  High  School Teacher's
Performance. International Journal of Higher Education, 9(1), 2020, 179-188

M. Shimamura, M. Fukutake, M\ Namba & T. Ogino, The Relationship Among
Factors of Organisational Justice, Organisational Citizenship Behavior, Job
Satisfaction, and Ease Of (Wovk Among Japanese Nurses, Applied Nursing
Research, 61, 2021, 151479151520.

M. S. Akhtar, R. M, Shakeela Shah & 1. A. Tatlah, Effect of Organisational Justice
On Turnover Intewffien Through Job Satisfaction among Teacher Educators in Public
Universities 7yournal of Positive School Psychology, 6(12), 2023, 1877-1893.

J. Jang, INW. Lee & G. Kwon, 4An Analysis of The Influence of Organisational
JusticesNon  Organisational Commitment, International Journal of Public
Administration, 44(2), 2021, 146-154.

P} Shrestha, Job Involvement as an Outcome of Organisational Justice, International
Journal of Human Resource Studies, 4(1), 2019, 149 — 156.

D. Jayshreeben, A. Gajjar, Comparative Study of Occupational Stress, Mental Health
and Job Satisfaction of Higher Secondary Schools and College Teachers, Journal of
Emerging Technologies and Innovative Research (JETIR), 6(4): 2014, 603-614.

A. S. Jameel, Y. N. Mahmood & J. J. Swran, Organisational Justice and
Organisational Commitment Among Secondary School Teachers. Cihan University-
Erbil, Journal of Humanities and Social Sciences, 4(1), 2020, 1-6.

159



208.

209.

210.

211.

212.

213.

214.

215.

216.

217.

A. Yandi & H. B. H. Havidz, Employee Performance Model: Work Engagement
Through Job Satisfaction and Organisational Commitment (A Study of Human
Resource Management Literature Study). Dinasti International Journal of
Management Science, 3(3), 2022, 547-565.

D. F. Seridorio, D. Rothberg & O. P. Pieranti, Participation as an Organisational
Commitment in Public Service Televisiona, MATRIZes, 16(2), 2022, 261-278.

A. Sholahudin, A. Setiawan, M. Alwi, The Influence of Organisational Culture on
Organisational Commitment and its Implications on the Performance qfsGity Public

Service, Advances in Social Science, Education and Humanities Res€arch, 306,
2019, 1-7

K. Ingsih, A. Prayitno, D. E. Waluyo, & S. Suhana, Mediating Roles Of Job
Satisfaction Toward the Organisational Commitment of Employees in the Public
Sector, The Journal of Asian Finance, Economics and=Business (JAFEB), 7(10),
2020, 999-1006.

M. Mulyaningsih, H. P. Agustin & H. Sulaksono, The Influence Of Reward,
Punishment, Organisational Commitment\And Work Motivation On Employee
Performance At The Department Of Agriculture And Food Security In Bondowoso
Regency, In Proceeding InternationahConference On Economics , Business and
Information Technology (ICEBIT), 4(1), 2023, 487-497.

S. Mardiansyah, Determingtion’ Of Competence, Education And Working
Environment With Job Satisfaction As A Variable Of Mediator On Employee
Organisation Commitmenty Tanjung  Pinang City Education Office,  Zona
Manajerial : Program Studi Manajemen (S1) Universitas Batam, 10,(3), 2020, 1-
14. http://dx.doi.oggAl 0037776/Zm.V10il.

Gopinath, Ry (2020). Role on Employees’ Attitude In Work Place. GEDRAG &
Organisatie Review, 33(2), 1461-1475.

S. T\ Teo, T. Bentley & D. Nguyen, Psychosocial Work Environment, Work
Eugggement, and  Employee  Commitment: A  Moderated,  Mediation
Model, International Journal of Hospitality Management, §8, 2020, 102415.

A. C. Siahaya, The Influence of Workload, Work Discipline, and Work Environment
on Organisational Commitment and Employee Performance at the Kesbangpol

Agency of South Sulawesi Province, Scientium Management Review, /(3), 2022,
247-264.

J. E. A. Richardson, Perceived Organisational Support and Organisational
Commitment in an Urban School Division, 2019, Thesis, Regent University,
Available Online:

160


http://dx.doi.org/10.37776/Zm.V10i1

218.

219.

220.

221.

222.

223.

224.

225.

226.

227.

228.

https://www.proquest.com/openview/7¢55dafd9123d1db161951e3ct56ct67/1?pq-
origsite=gscholar&cbl=18750&diss=y

A. Yuspahruddin, A. Eliyana, A. D. Buchdadi, T. Sariwulan & K. Muhaziroh The
Effect of Employee Involvement on Job Satisfaction, Systematic Reviews in
Pharmacy, 11(7), 2020, 490-498.

S. Demir, The relationship between psychological capital and stress, anxiety, burnout,
job satisfaction, and job involvement. Eurasian Journal of Educational Research,
75,2018, 37-154. https://doi.org/10.14689/ejer.2018.75.8

Y. Ren, R. Tang & M. Li, The relationship between delay of gratification and work
engagement: The mediating role of job satisfaction, Heliyon, 8(8),.2022.

A. Aksu, S. Arslan, O. E. Yardimei, F. H. Kaya & A. Exgeneicegi, Effect of Job
Involvement, Organisational Commitment and Satisfaction bu ITurnover Intention: A
research in the city of Antalya, TURIZAM, 24(4), 2020,194-207.

B. Giilbahar, Investigation of the Relationship \Between Perception of Supervisor
Support, Perceived School Effectiveness, Waork \Enigagement, Job Satisfaction And
Organisational  Cynic  Attitude of "~Teachers, Participatory Educational
Research, 7(3), 2020, 1-20.

N. Sudibjo & T. Sutarji, The Roles of Job Satisfaction, Well-Being, and Emotional
Intelligence in Enhancing the~Ieachers' Employee Engagements, Management
Science Letters, 10(11), 2020;)2477-2482.

E. O. Agha & 1. V. O. Modo;, Impact Analysis of Job Involvement of Employees in the
Work Environment: Approaches and Dimensions, Journal of Sociology, Psychology
and Anthropologyfin Rractice, 9 (1), 2018, 2141-274.

S. M. Salessi_and A. G. Omar, Job Involvement in Current Research: Update and
State of the_art, Papeles Del Psicologo, Psychologist Papers, 40(1), 2019, 46-56.
https://d0i.0rg/10.23923/Pap.Psicol2019.2882

E( G. Mendoza, The Mediating Role of Job Involvement between Job Satisfaction
and Organisational Commitment in a Small and Medium Sized Business Enterprise,
International Review of Management and Marketing, 9(5), 2019, 74-81.
https://doi.org/10.32479/irmm.8355

G. A. Garcia, D. R. Gonzales-Miranda, O. Gallo & J. Pablo Roman-Calderon,
Employee Involvement and Job Satisfaction: A Tale of the Millennial Generation,
The International Journal, 41(3), 2018, 374-358. doi 10.1108/ER-04-2018-0100

Y. Parul, Job Satisfaction and Job Involvement: A Conceptual Framework, IJCRT,
10(1), 2022, ISSN: 2320-2882.

161


https://doi.org/10.14689/ejer.2018.75.8
Https://Doi.Org/10.23923/Pap.Psicol2019.2882

229.

230.

231.

232.

233.

234.

235.

236.

237.

238.

239.

A. Aruldoss, K. B. Kowalski & S. Parayitam, The Relationship between Quality of
Work Life and Work-Life-Balance Mediating Role of Job Stress, Job Satisfaction and
Job Commitment: Evidence from India. Journal of Advances in Management
Research, 18(1), 2021, 36-62.

R. Mirda & P. Prasetyo, 2022. Job Characteristics, Job Involvement, and
Transformational Leadership’s Effects on Employee Performance through Work
Engagement. Indonesian Journal of Multidisciplinary Science, 2(3), 2022, 2129-
2140.

A. Tripathi & A. Kumar, Demystifying the Effect of High-Performance Woxk Systems
on Job Involvement Based on Dual-Path Mediation Model, American Business
Review, 26(1), 2023, 226 — 244.

J. Hoedemakers, A. Vanderstukken, & J. Stoffers, J. The Infltience of Leadership on
Employees' Employability: A Bibliometric Analysis, Systematic Literature Review,
and  Research Agenda. Frontiers in Psycholegy, 74, 2023, 1-22.
https://doi.org/10.3389/fpsyg.2023.1092865

T. R. Purnamarini & 1. S. Kurniawan, Pengarith, Eeader Member Exchange (LMX)
Terhadap Organisational Citizenship Behayiox YOCB) Dengan Dimediasi Motivasi
Kerja Karyawan, MBIA, 22(2), 2023, 292-300"

Q. Chen, M. Li, & H. Fan, How Does the Needs-Supplies Fit of Developmental Job
Experience Affect Employees N\ Protactive Behavior?, Asia Pacific Journal of
Management, 2023, 1-28. https://doi.org/10.1007/s10490-023-09894-5

M. D. Basha, M. M. Sucharitha, M. B. Lakshmi & J. P. Kumar, Talent Retention, Job
Involvement Satisfaction, and Commitment Towards the Organisation in the IT Sector.
In: AIP Eonference Proceedings, 2888(1), 2023, 1-7.
https://doi.org/1074063/5.0164526

Q, Abbas’& S.J. Khanam, Adaptation and Psychometric Properties of Urdu Version
of Job~Satisfaction Survey, Journal of Behavioural Sciences, 30(1), 2020, 25.

C. M. Orphan & S. Broom, Life at The “People’s Universities”: Organisational
Identification and Commitment among Regional Comprehensive University Faculty
Members in  the USA. High  Education, 82, 2021, 181-201.
https://doi.org/10.1007/s10734-020-00629-9.

B. Al-Jabari & 1. Ghazzawi, 1. Organisational Commitment: A Review of the
Conceptual and Empirical Literature and a Research Agenda. International
Leadership Journal, 11(1), 2019, 5300-5306.

A. M. Skar, N. Aldrin & T. R. Murti, Effect of Organisational Culture on
Organisational Citizenship Behavior with Organisational Commitment as a

162


https://doi.org/10.3389/fpsyg.2023.1092865
https://doi.org/10.1007/s10490-023-09894-5
https://doi.org/10.1063/5.0164526
https://doi.org/10.1007/s10734-020-00629-9

240.

241.

242.

243.

244,

245.

246.

247.

248.

249.

Mediator, International Journal of Research in Business and Social Science, 8(4),
2019, 124-132.

Gokyer, N. The Role of Strengthening Leadership Behaviour on the Psychological
Contract in Primary and Secondary Schools. South African Journal of
Education, 40(2), 2020, 1-7.

M. S. Bellibas, S. Giimiis & Y. Liu, Does School Leadership Matter for Teachers’
Classroom Practice? The Influence of Instructional Leadership and Distributed
Leadership on Instructional Quality, School Effectiveness and\_ (School
Improvement, 32(3), 2021, 387-412.

F. A. Russell & K. S.Von Esch, Teacher Leadership to Suppest English Language
Learners, Phi Delta Kappan, 99(7), 2018, 52-56.

N. Norazmi, Effect Size for Model of the Influence of Headmasters Leadership on
Teacher Task Load and Teacher Job Satisfaction of Spesial Education Integration
Program. International Journal of Phycpsocial Rehabilitation, 24, 2020, 2102-
2112.

A. S. bin Abdullah, Leadership, Task Loadand)Job Satisfaction: A Review of Special
Education Teachers Perspective, Turkish Journal of Computer and Mathematics
Education (TURCOMAT), 12(11),.2021, 5300-5306

M. F. DiPaola, & C. dan WaltherThomas, (2003). Principals and Special Education:
The Critical Role Of School Léaders (COPPSE Document No. IB-7). Gainesville, FL:
University of Florida, Centet ofi Personnel Studies in Special Education, 2003, 1-30.
Retrieved Online: http://Wayw.copsse.org

M. Shafiq & A. R™Rana, Relationship of Emotional Intelligence to Organisational
Commitment of\Coliege Teachers in Pakistan. Eurasian Journal of Educational
Research, 62(1); 2018, 1-14.

D. A, Saueier, S. S. Miller, T. L. Jones & Martens, Trickle down Engagement: Effects
of Perceived Teacher and Student Engagement on Learning Outcomes International
Jouxnal of Teaching and Learning in Higher Education, 33(2), 2022, 168-179.

W. B. Schaufeli, M. Salanova, V. Gonzalez-Roma & A. B. Bakker,). The
Measurement of Engagement and Burnout: A two Sample Confirmatory Factor
Analytic Approach, Journal of Happiness Studies, 3, 2002, 71-92.

V. Greenier, A. Derakhshan & J. Fathi, Emotion Regulation and Psychological Well-

Being in Teacher Work Engagement: A Case of British and Iranian English
Language Teachers, System, 97, 2021, 102446

163



250.

251.

252.

253.

254.

255.

256.

257.

259.

A. Toropova, E. Myrberg, & S. Johansson, S. Teacher Job Satisfaction: The
Importance of School Working Conditions and Teacher Characteristics, Educational
Review, 73(1), 2021, 71-97

T. Dicke, H. W. Marsh, P.D. Parker, J. Guo, P. Riley & J. Waldeyer, Job Satisfaction
of Teachers and their Principals in Relation to Climate and Student
Achievement, Journal of Educational Psychology, 112(5), 2020, 1061.

M. Mappamiring, M. Akob & A. H. P. K. Putra, What Millennial Workers, Want?
Turnover or Intention to Stay in Company, The Journal of Asia @‘Ance,
Economics and Business, 7(5), 2020, 237-248. Q]])'\

Aryati, A. (2019). Analysis of productivity and distribution of ft %ers in FB’s
industries. Journal of Distribution Science, 17(3), 31-39.
.\

Determinant of Market Orientation on SME P ance: RBV and SCP

N. Nurhilalia, A. Rahman Kadir, M. Mahlia, J, Just K&. . P. K. P. Aditya,
Perspective, Journal of Distribution Science, 17(19&@%, 35-45.

Engagement: An Empirical Evidence of rce in Indonesia, The Journal of
Asian Finance, Economics and Busjn& 2020, 249-260.
H. M. Nguyen, L. T. Mai & T. L@[h, The Role of Transformational Leadership
Toward Work Performance rough Intrinsic Motivation: A Study in The
Pharmaceutical Field in Viet, 7 The Journal of Asian Finance, Economics and
Business (JAFEB), 6(4), 2649,201-212.

M. Akob, R. Arianty & A. H. P. K. Putra, 7 ating Role of Distribution Kahn's
e
7(2),

M. Paais & J. R. til;klhu, Effect of Motivation, Leadership, and Organisational
Culture on Satisfa¢tion\and Employee Performance, The Journal of Asian Finance,

Economics @@ ess, 7(8), 2020, 577-588.

A. Breu . Yasseri, What Drives Passion? An Empirical Examination on The
Impgc Personality Trait Interactions and Job Environments on Work
Passion, Current Psychology, 42(17), 2023, 14350-14367.

260@.Qlasheed-Karim, The Effect of Stressful Factors, Locus of Control and Age on

261.

motional Labour and Burnout among Further and Adult Education Teachers in the
UK. International Journal of Emerging Technologies in Learning (iJET), 15(24),
2020, 26-37.

F. O. Oduyoye, M. I. Francis-Odii & O. U. Asikhia, O. U. Debate on the Role of

Organisational Silence Behaviors and Employee Efficiency, Global J Manag Busin
Res, 20(6), 2020, 1-9.

164



262.

263.

264.

265.

L. L. Dehkharghani, J. Paul, Y. Maharati & J. Menzies, Employee Silence in an
Organisational Context: A Review and Research Agenda, European Management
Journal, 2022, https://doi.org/10.1016/j.emj.2022.12.004

P. Vardarlier, & O, Akiner, Relationship between Organisational Commitment and
Organisational Silence: A Study in the Insurance Industry. Contributions to
Management Science, 2020, 293-324.

H. T. Dalli & F. E. R. U. D. U. N. Sezgin, Predicting Teacher Organisational,Silence:
The Predictive Effects of Locus of Control, Self-confidence, and eived
Organisational  Support, Research in Educational Adminisfé&p and
Leadership, 7(1), 2022, 39-79. B

M. Sadeghi & M. R. Ravazi, Organisational Silence, OrganisationiiCommitment and

Creativity: The Case of Directors of Islamic Azad Uni\./e ity, Of Khorasan Razavi.
European Review of Applied Psychology, 70, 2020, 10

&

Chapter Three

Methodology
165


https://doi.org/10.1016/j.emj.2022.12.004

This chapter describes the elements of the methodology adopted in this study which
include research design, the population of the study, sample and sampling techniques,
research instruments, validity of the instrument, reliability of the instrument, the procedure
for data collection, and methodology of data analyses.

3.1 Research Design &b‘

The current research made use of a descriptive survey researc '\%is research
method was considered appropriate because it helped the researghK ther information from
the respondents without any attempt to manipulate and contro&%'i\ responses. The research
was conducted with the view of finding an answer to tli%s@arch question for the study.

N
3.2 Population of the Study : @
.

The population of this study ( consists of all teachers (male and female) in
public secondary schools in y&te (Table 3.1). There are thirty-three (33) local

government areas with six d;gt and thirteen (613) public secondary schools in Oyo State.

Q&

33 Sample Sampling Technique

Mui%ge sampling procedure and simple random sampling were adopted to collect
data@%e participants. Stage one; eighteen (18) local government areas were selected out
of thirty-three (33) local government areas in Oyo State, based on the “required sample size”
(see Appendix 11). Stage two; two hundred and thirty-six (236) thirty-six (236) public
secondary schools were randomly selected out of six hundred and thirteen (613). Each local

government area has an average of three hundred and seventy-five (375) teachers which sum
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up to twelve thousand and eighty-three thousand (12,083) teachers. In stage three, teachers
were selected based on the available number of teachers in each local government area. The
total number of teachers that were selected was two thousand one hundred and eighty-seven
(2,187) altogether. All the figures were based on the available figures at the time this
research was carried out. Also, the selection of schools in each local government ?S? was

done through balloting to avoid bias. Table 3.1 below explains this further. Q’)(\

%\%
. @%’@ﬁ

Table 3.1: Number of Teachers Selected in Secondary Schools from Selected Local
Governments in Oyo State

S/N Local government Local Number Number of Number Number  of
area government  of schools of teachers
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selected schools  selected teachers selected

1 Afijio Afijio 17 8 210 40

2 Akinyele Akinyele 35 20 948 180

3 Atiba 16 350

4 ATISBO ATISBO 12 6 310 40

5 Egbeda Egbada 30 16 602 140

6 Ibadan north Ibadan north 42 30 1019 300

7 Ibadan north east Ibadan north 34 22 956 ¢ @0
east

8 Ibadan north west 13 650 Q)

9 Ibadan south east Ibadan 40 28 \ 255
south east

10 Ibadan south west Ibadan 36 25 97 245
south west %

11 Ibarapa Central Ibarapa 10 %\ 20
central Q}

12 Ibarapa East 1 1 110

13 Ibarapa North Q 84

14 Ido Ido 21 Q 11 205 80

15 Irepodun 66

16 Iseyin Iseyin ° @ 10 470 80

17 Lagelu Lagelu ( 11 702 140

18 Oluyole Oluyol 27 11 771 150

19 Ona-ara Ona- 33 11 451 102

20 Itesiwaju 11 101

21 Iwajowa ’\)p 9 4 55 15

22 Kajola 17 85

23 Ogbomoso Nort bgbomoso 16 8 210 60

Q North

24 Ogbomos@ 16 201

25 0] goolu 13 112

26 O 4 52

27 8 101

28 0 ast Oyo East 11 6 340 50

29 0 West 11 230

30 Oriire 18 110

31 Saki West 7 79

32 Saki East Saki East 10 5 202 40

33 Surulere 21 241

Total 18 613 236 12,083 2,187

Source: Oyo State Ministry of Education, 2023

34 Research Instrument
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A structured questionnaire instrument titled “Teachers’ Job Involvement’ was used to
collect data in this study. Mary Lynn Collins scale, Rotter’s locus of control scale, Mowday,
Steers and Porte Organisational commitment scale, and Kanungo scale for job involvement
was adapted to measure the variables in this research>**°, The instrument consists of three
sections (sections A, B and C). Section A addressed Demographics for extraneous V‘%i?bles.
This was used to tackle hypotheses 3 to 5 of the research question. Section B @%s of 22
items which addressed the first three research questions in this study. N were used
to indicate the teachers’ level of job involvement; items 10 to 18 &n{%&gd teachers’ level of
organisational commitment while items 19 to 22 were used tK'}cate the kind of locus of
control exhibited by the teachers in public secondary 5@, Oyo state. Respondents were
expected to choose any of the options; At all tim@v etimes, Rarely, and Not at all. The
scale was rated between 4 and 1. There w, E@ns in Section C which was used to tackle
the first two hypotheses. In this sect@ respondents are expected to choose any of the
options; Strongly Agree (SA) Ag%%A), Disagree (D) and Strongly Disagree (SD). The
scale was also rated betwee .a*}f All the statements are in a positive format.

e
3.5 Validity&tjwe Research Instrument

The designed instrument of this study was subjected to undergo face and validity.
Thipresented to the supervisor of the researcher and two other experts in the education
discipline. The comments and corrections made were incorporated in the restructuring of the

items of the questionnaire and made it ready for a trial test.

3.6  Reliability of the Research Instrument
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A trial of the structured questionnaire was conducted on thirty respondents from
schools outside the study area. The responses were analyzed using the statistical package for
social sciences to determine the reliability index of each instrument. The Cronbach Alpha

method was used to calculate reliability, resulting in a score of 0.874 for the trial.

3.7 Method for Data Collection Q;i{b‘

The researcher proceeded with data collection after the measusi \n ment had
been corrected and perfected. Letter of introduction to the schpq&q collected from the
HOD of the department, which was presented as the rese@ visited all the schools
selected. Five research assistants were trained and em@d to assist in the administration

and the collection of the questionnaires from the r@ ents. Incentives suh as refreshments

and pens were provided for the respondentsi{ ourage them.
<)

3.8 Method of Data Anal es%(b‘

Data was analysed si;%g descriptive statistics of frequency counts, percentage,
average, mean, and @%deviation. Also, multiple regression analysis was used to find
out the combiI%\gnd relative influence of the independent variable on the dependent

variable. Gender differences were analysed using a t-test. All results were interpreted at a

O.OQOf significance.

Endnotes
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Results and Discussion of Findings

The result of the analysis, findings of the research questions and the hypotheses of this
study are contained in the chapter. Hard copies of the research instrument were administered
to the respondents (public secondary school teachers in Oyo state) to draw out or gather
information that can be used to establish facts and answers to both research que{@,s and
hypotheses. Two thousand and five hundred and fifty (2550) copies ’%tructured
questionnaires were given out to the respondents. Two thousand one‘%ked and eighty-
seven (2187) copies, which was 86% of the copies distributed Wcr@le'\use of. Participants'
consents were obtained by explaining the significance of @%udy and asking for their
willingness to participate, and each incentive was g{@ﬂo each participant to encourage
them. Data obtained were analysed using descr'&and inferential statistics. Descriptive
statistics of frequency count, bar chart an@‘%t es were used to analyse the demographic
characteristics of respondents as wel@e research questions. The acceptance or rejection
of the null hypotheses was c%out using inferential statistics of multiple regression

analysis and t-test. This c Shall be discussed as follows:

4.1 Presentatio@m graphic Analysis of Respondents

4.2 An;@of Research Question

4.3 ang of Hypotheses

4.4  Discussion of Findings

4.1 Presentation of Demographic Analysis
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Table 4.1: Frequency of Respondents across Selected Local Government in Oyo State

Local Government Frequency Percentage of Respondents
Afijio 40 1.8

Akinyele 180 8.2

Atisbo 40 1.8 .
Egbeda 140 6.4 Q}i{b
Ibadan North 300 13.7 ‘é\%
Ibadan North East 250 11.4 . \ -

Ibadan South East 255 11.7 &%\

Ibadan South West 245 . ){3&%

Ibarapa Central 20 9

Ido 80 ° @ 3.7

Iseyin 80 hq) 3.7

Iwajowa \f%‘b‘

Lagelu 4%'3 40

Ogbomoso North QQQ 60 2.7
102

Ona-Ara \ 4.7

Oluyole ‘% 150 6.9

on 50 23

Saki West 40 1.8

6.4

Total 2187 100.0

Source: Researcher, 2023
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The data in Table 4.1 and Figure 1 (see Appendix II) provide an overview of the
distribution of respondents across different local government areas within Oyo State. This
distribution is important for understanding the geographic representation of participants in
the study. Leading the distribution is Ibadan North with 300 respondents, constituting the
largest share at 13.7% of the total sample. Following closely are Ibadan North East and
Ibadan South East with 250 and 255 respondents, respectively, each accounti%’(ﬂ}( 11.4%
and 11.7% of the total sample. Ibadan South West also contributes si %a with 245
respondents, making up 11.2% of the sample. Additionally, qtl;;& egions like Akinyele,
Egbeda, and Oluyole have notable representation with 18 CQU, and 150 respondents,
respectively, each accounting for around 6.9% to 8.2% @e total. Also, some other areas
have some levels of participation. For instance, \ﬁ&and Ibarapa Central each have 15
and 20 respondents, constituting 0.7% a '@f the total sample, respectively. Overall,
the dataset includes responses from @'iverse group of 2187 participants spread across
various local government area wit%%yo State. This comprehensive distribution enables a
thorough analysis of how o;%n@ational commitment and external locus of control influence
job involvement a@@feren‘[ regions. The distribution showcases the variation in
responses acros%@erent regions. This geographic diversity can offer insights into potential

regional differences in organisational commitment, external locus of control, and job

invo%:nt among teachers in Oyo State.
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Table 4.2: Gender Distributions of Respondents in Study Areas

Gender Frequency Percentage (%)
Female 1193 54.5
Male 994 45.5 . (b'l

Total 2187 100.0 Q’S\

Source: Researcher, 2023 %
The data presented in Table 4.2 and Figure 2 (see Appendlx ﬂqﬁ er insights into the

gender distribution of the respondents in the study. This info n olds significance for
understanding the demographic makeup of the participah its 1rnphcat10ns for the study's
outcomes. From the respondents, 1193 1nd1v1d@tlfy as female, which constitutes
54.5% of the total sample. On the other %respondents identify as male, accounting
for 45.5% of the total. This distributi Qates a balanced participation of both male and
female teachers, which is val drawmg meaningful conclusions about how these
factors influence teachers' jo jkﬁ/ement across genders. The fairly equal representation of

both genders sugget;@%e study's findings could be more robust and inclusive. It allows

for a comparatlvéﬁ@ sis of how organisational commitment and external locus of control
affect job i‘r%ement for male and female teachers in Oyo State. The study could uncover
whe‘@@ese factors have differential impacts based on gender, which could have
implications for addressing potential gender-specific challenges in the teaching profession.
Moreover, the gender distribution highlights the need for gender-sensitive strategies

and policies aimed at enhancing job involvement and overall satisfaction among teachers.

Recognizing and addressing any gender-related disparities could contribute to a more
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equitable and supportive work environment for teachers in the state. Therefore, the gender
distribution in the data provides a lens through which to view the study's findings, enabling
insights into potential gender-based variations in the relationship between organisational

commitment, external locus of control, and job involvement among teachers in Oyo State.

Table 4.3: Age Range Distributions of Respondents in Study Areas

° \(b
Age Range Frequency Percentage (%) 46

25-30 252 11.5 \\20
31-35 388 17.7 E
. "
36-40 530 24.2&
41-45 482 . Q
N

46-50 311 Q 142

51 and above 224 . % 10.2
AN

Total 2187 \ UM 100.0

Source: Researcher, 2023 Q‘)b»‘

Table 4.3 and Figure 3 (se€ Appendix v) collectively provide insights into the age
distribution of the resp&t ?n the study, shedding light on the age ranges of teachers
participating. TE{{)' rmation holds significance for understanding the generational
compositio%Qe participants and its implications for the study's findings. The age
distribition) can offer insights into the potential differences in experiences, attitudes, and
perspectives across different age groups within the teaching profession. The data in Table 4.4
highlights the following age ranges and their respective frequencies: 25-30: 252 respondents,

accounting for 11.5% of the total sample.31-35: 388 respondents, constituting 17.7% of the

total sample.36-40: 530 respondents, making up 24.2% of the total sample.41-45: 482
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respondents, comprising 22.0% of the total sample.46-50: 311 respondents, representing
14.2% of the total sample.51 and above: 224 respondents, accounting for 10.2% of the total
sample. Figure 3 visually represents the distribution of these age ranges, providing a clear
visual representation of how respondents are distributed across different age groups.
Understanding the age distribution is vital for interpreting the in.ﬂu%'ce of
organisational commitment and external locus of control on job involvement. @en‘[ age
groups might have distinct career expectations, motivations, and level M itment. For

N\

advancement, while older teachers might prioritize stabil@d contributing to their

instance, younger teachers might be more focused on skill elgpment and career
experience. This diversity in age ranges enriches the 's(@('s findings, as it allows for an
exploration of how organisational commitment @xtemal locus of control impact job
involvement across the various stages of i)@@g career. It can also help tailor strategies
and interventions to address the needs*and concerns of teachers in different age brackets,
enhancing overall job satisfactign a%(glgagement. In all, the age distribution of respondents
outlined in Table 4.4 and Fi re\4 (see appendix v) offers a lens through which to examine
the study's findings; %'%,ing a takeoff analysis of how factors like organisational
commitment ang%ternal locus of control influence job involvement among teachers of

different ages.n Oyo State.

QQ
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Table 4.4: Academic Qualifications of Respondents in Study Areas

Academic Qualification Frequency Percentage (%)
NCE 217 9.9
HND/PGDE 494 22.6

BSc / B.Ed 1159 53.0 &
<

MSc / Med 264 12.1 3 \QO

Others 53 2.4

Total 2187 100.0°\" ¢
&>

Source: Researcher, 2023 . Q‘Q) .

Table 4.4 and Figure 4 (see Appendix Vi@ly provide valuable insights into the
academic qualifications of the respond .SQQ,, e study. This information is vital for
comprehending the educational backgrotnds of the participants and the potential implications
for the study's outcomes. The ble%a%gorizes the academic qualifications as follows: NCE
(Nigerian Certificate in Ed tiqn): 217 respondents, constituting 9.9% of the total sample.
HND/PGDE (Hig @%@nal Diploma/Postgraduate Diploma in Education): 494
respondents, ac%qting for 22.6% of the total sample. BSc / B.Ed (Bachelor of Science /
Bachelor of Education): 1159 respondents, making up 53.0% of the total sample. MSc / MEd
(Ma@f Science / Master of Education): 264 respondents, representing 12.1% of the total
sample. Others: 53 respondents, comprising 2.4% of the total sample. Figure 4 graphically
illustrates the distribution of these academic qualifications, providing a clear visual

representation of how respondents are distributed across different educational backgrounds.

178



Understanding academic qualifications is essential for interpreting the potential influence of
organisational commitment and external locus of control on job involvement. Different
academic backgrounds might lead to variations in career aspirations, teaching approaches,
and attitudes toward commitment. For instance, individuals with advanced degrees{@, MSc
/ MEd might bring research-oriented perspectives to their teaching, whilg t%&itb NCE

might have more classroom-focused approaches. The diversity in aca qualifications

enriches the study's findings, enabling an exploration of how {QASS“ like organisational
commitment and external locus of control influence job inq@wnt across a spectrum of

educational backgrounds. Furthermore, this infor%% ws for tailored interventions and
0

strategies that cater to the unique needs and§ of teachers with varying academic

qualifications. It recognizes that career(tra_]‘gﬁ

differ based on the level of educatio?%'med. In all, Table 4.4 and Figure 4 (see Appendix

rfes and professional development might

iv) collectively contribute to a &@ d understanding of the academic qualifications of study
participants. This unders}@@ is integral to interpreting how organisational commitment
n

and external locus| of Q trol interact with job involvement across diverse educational

backgroundsgn@‘teachers in Oyo State.

179



4.2  Analysis of Respondents’ Opinion on Research Questions/Answering of

Research Questions

Research Question One: What is the level of teachers’ job involvement in Oyo State?

Table 4.5: Level of Teachers’ Job Involvement in Oyo State

e (\
?"tirﬁg Sometimes Rarely NZ;[HAt QQO‘
Freq. Freq. Freq. re u
S/ (Percent. % (Percent. %  (Percent. P% Mean  SD
N Items ) ) %)
1 I go extralength to 1280 683 149 «’zg 345  0.768
get learning material.  (58.5%) (31.2%) (6. 8% 4%)
2 I'make use of 974 978 167 331  0.743
learning materials (44.5%) (44.7%) 4%) (3.1%)
while teaching.
3 Iensure studentsare 1207 690 91 3.38  0.817
excited in the cause (55.2%) (31.6%) (9.1%) (4.2%)
of teaching activities. .
4 Igive out assignment 1148 G§ 218 111 332 0.850
to students. (52.5%) @2) %) (10.0%) (5.1%)
5 Iensure students 1258 %,658 178 93 3.41 0.812
participate in the (57.5%%@ (30.1%) (8.1%) (4.3%)
class work.
6 Istay around to 103 850 221 84 329  0.800
supervise group work 4%7'.;2%) (38.9%) (10.1%) (3.8%)
when going on.
7  Icare to ask afier 083 744 263 97 329 0.843
absent stude 5. (49.5%) (34.0%) (12.0%) (4%).
8 i 1003 860 226 98 327  0.819
(45.9%) (39.3%) (10.3%) (4.5%)
9 ayJlot enjoy any 857 871 296 163 3.11  0.902
% profession like (39.2%) (39.8) (13.5%) (7.5%)
teaching.
Weighted Mean 3.31

Source: Researcher, 2023; SD = Standard Deviation,

Decision Rule: 0 — 1.49= Very Low, 1.50 - 2.49= Low, 2.5 — 3.49 = High, 3.50 — 4.0 = Very

High
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The results of Research Question One, which sought to assess the level of teachers' job
involvement in Oyo State, are presented in Table 4.5. This Table consists of nine (9) items in
which item one points out the portion of respondents who consistently go the extra mile to
procure learning materials is (58.5% at all times), (31.2% sometimes), (6.8% rarely) and
(3.4% not at all) while the mean score for this item is(3.45). Respondents who n.lal?g&lse of
the materials during teaching (44.5% at all times), (44.7% sometimes), 7.6%2?& ly, and
(3.1% not at all) with a mean score of (3.31). At the same time, the re M ho ensure
that students are excited during teaching activities come up with.(S)S&% gt all times), (31.6%
sometimes), (9.1% rarely) and (4.2% not at all) with a mean sc@f 3.38

On the other hand, item four which stated the fa@dents’ responses on giving out
assignments to students is (52.5% at all times), (32% metimes), (10.0% rarely) and (5.1%
not at all) while the score is 3.32. Particip .t@ ensure students' participation in the class
work are (57.5% at all times), (30.1% gl)mes), (8.1%rarely), and (4.3% not at all) while
the mean score is 3.41. Item six d es the responses of the respondents who stay around
to supervise group work w going on as (47.2% at all times), (38.9% sometimes), (10.1%
rarely), and (3.8% @ with 3.29 mean scores. Respondents who care to ask after an
absent student a@QS% at all times), (34.0% sometimes), (12.0% rarely) and (4% not at all)
with a mean‘score of 3.29. Items in which respondents who are interested in getting students
out @ or her shells are (45.9% at all times), (39.3% sometimes), (10.3% rarely), and
(4.5% not at all) with a mean score of 3.27. The last item which described the respondent's

responses who may not enjoy any other profession like teaching are (39.2% at all times),

(39.8% sometimes), (13.5% rarely), and (7.5% not at all) with a 3.11 mean score.
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However, the weighted mean for job involvement stands at 3.31 and according to the
Decision Rule, this score falls within the “High” category. This suggests that, on average,
teachers exhibit a substantially high level of job involvement based on the presented
dimensions. These findings offer valuable insights into the extent to which teachers in Oyo
State are engaged in their profession. Such insights can guide educational p.olifgus and

interventions aimed at enhancing teachers' job involvement, ultimately contribu@ a more

fulfilling and effective teaching profession. ,%'\QO

&
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Research Question Two: What is the status of organisational commitment of teachers in

Oyo State?

Table 4.6: Status of Organisational Commitment of Teachers in Oyo State

At All Time Sometimes Rarely Not At All
Frequency  Frequency  Frequency  Frequency Mean SD
S/N Items (Percent. %) (Percent. %) (Percent. %) (Percent. %)
1 Iamproud 1078 751 252 106 3.2@0.851
tobe a (49.3%) (34.3%) (11.5%) (4.8% &
teacher. . Q)
2 Ienjoy 1132 702 275 78 NGB2 0827
teaching. (51.8%) (32.1%) (12.6%) (3.6%)
3 Teachingis 1089 716 287 95 - 3.28  0.851
part of me.  (49.8%) (32.7%) (13.1%) ¢ %
4 I feel 960 704 360 @ 3.13  0.941
obliged to (43.9%) (32.2%) (16.5%) .5)
remain a * QQ)
teacher ,®
5 I am not 859 714 4@ 193 3.02  0.969
sure Ineed  (39.3%) (32.6%) (1973%) (8.8%)
leaving N %
teaching Qj\\'
6 Quitting 839 67 401 277 295 1.035
teaching will  (38.4%) (30%0) (18.3%) (12.7%)
not be a best Q)
option for \)
me.
7 I feel like 625 722 403 437 2.70  1.087
leaving 2@ (33.0%) (18.3%) (20.0%)
teaching <)
profession
for an é\‘
8 Idoﬁ%e 567 675 433 512 259  1.108
'ie@e (25.9%) (30.9%) (19.8%) (23.4%)
Q\ ning a
téacher.
9 Itis justa 579 635 457 516 2.58 1.116
matter of (26.5%) (29.0%) (20.9%) (23.6%)
time [ will
soon leave
teaching.
Weighted
Mean 2.98

Source: Researcher, 2023; SD = Standard Deviation
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Decision Rule: 0 — 1.49= Very Low, 1.50 - 2.49= Low, 2.5 — 3.49 = High, 3.50 — 4.0 = Very
High

Research question two aimed to assess the status of organisational commitment among
teachers in Oyo State. This part captures how committed the respondents are to their teaching
profession. The results reveal the following pattern, "I am proud to be a teacher." A
significant proportion of respondents (49.3%) reported feeling proud to be teaél\ t all
times, while 34.3% expressed this sentiment sometimes. In contrast, a sm%&yercentage
indicated rare (11.5%) or no (4.8%) feelings of pride. The mean score \is item is 3.28,
and the standard deviation is 0.851." enjoy teaching." The majb@g%spondents (51.8%)
reported enjoying teaching at all times, with 32.1% feéﬁg this way sometimes. In
comparison, a smaller proportion indicated rare (1 %@yno (3.6%) enjoyment. The mean
score for this item is 3.32, with a standard dewviatioh of 0.827."Teaching is part of me."
Similarly, a significant percentage (49.8@ at teaching is part of their identity at all
times, while 32.7% felt this way som@@'s. Conversely, a smaller percentage expressed rare
(13.1%) or no (4.3%) identification)with teaching. The mean score for this item is 3.28, and
the standard deviation is i

Likewise, a@gygcant percentage of respondents (49.3%) were obliged to remain a
teacher at a t@ while (32.2%) felt this way sometimes. On the other hand, a lesser
percenta%lﬁe teachers expressed rare, (16.5%) and not at all (7.5%). The mean score for
this &s 3.13 while the standard deviation is 0.969. On item five, the respondents who are
not sure about leaving teaching expressed their feeling at all times ( 39.3%), those on the
sometimes level (32.6%), some rarely feel it (19.3%) while others on the not at all is (8.8%).
The mean score is 3.02 and the standard deviation is 0.969. Also, a significant percentage of

respondents think quitting teaching will not be the best option for them at all times (38.4%),
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(30.6%) sometimes feel it, (18.3%) rarely feel it while (12.7%) do not feel it at all. This item
has a mean score to be 2.95 and a standard deviation (of 1.035). On the item of feeling like
leaving the teaching profession for another (28.6% at all times), (33.0% sometimes), (18.3%
rarely) and (20.0% no at all). The mean score is 2.7 and the standard deviation is 1.087. Item
eight described the need of the respondents to remain in the teaching profession where
respondents responded at all times (25.9%), sometimes (30.9%), rarely (19.8%@23.4%)
not at all. Where the mean score is 2.59 and the standard deviation is ~&} astly, some
respondents who feel it is just a matter of time, before they Wi@)i\ leave teaching are
(26.5% at all times), (29.0% sometimes), (20.9% rarely) and.é@'}”o not at all). The mean
score is 2.58 and the standard deviation is 1.116. : 6%

In summary, the waited mean stand at 2.9@ orising it as "high" according to the
Decision Rule. This suggests that teach '@blic secondary school in Oyo State, on
average, have a relatively high levefg' organisational commitment. This findings is in
agreement with the reports about se%()glary school teachers in Western and Eastern Asia, and
Spain®!3-26- This finding i ie% that Oyo State public secondary teachers are committed
because of psychol 'o@%chement to impart knowledge into students. The high level of
organisational %{gﬁtmen‘[ of the teachers may signifies the fear of losing social and
economic benefits derivable from gamefull employment. The moral obligation to remain
with@e school system might be linked to the contribution of government toward the
training of most teachers, who could not but be committed to the teaching profession. This
factor has potential of making teachers not to contemplate leaving their teaching roles. In
addition, the commitment of some teachers could be attributed to their willingness and

enthusiasm to continue with teaching job rather taking another job because of the school
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sysyem platform for extra work. Some of the committed teachers utilize the platform of the
school system to engage in extra teaching with pay after school hours. Organisational
commitment of the teachers get affected by the success of the students. Teachers working
with active successful or brilliant students are committed to their organisation'®. One of the
reasons some teachers at public secondary school in Oyo State may be attribyteégo the
fulfilment or joy those teachers receive from interaction with brilliant s@s. The
understanging of high level organisational commitment of public \a secondary
teachers is crucial for educational planners and policy makers w\b%\igish the educational
sector the best. The policy makers and administrators shou&%}mote strategies that can
enhance teachers; long-term commitment to the teachh@rofession, and make teaching a
more attractive career choice. The fair treatment@ teachers by the policy makers and
administrators will improve not only the t 'l@ommitmen‘[ to his/her school, but also job
satisfaction morale and the school envigégment.

Research Question T@t is the level of teachers’ external locus of control in

Oyo State?

'}
Table 4.7: Level of ttﬁcl@xternal locus of control in Oyo state
\
-’ AtAll Time Sometimes Rarely Not At All

6& Frequency = Frequency  Frequency  Frequency Mean SD
Item&

S/N (Percent. %) (Percent. %) (Percent. %) (Percent. %)
Studentsyare 931 754 319 183 3.11 0.946
able (42.6) (34.5%) (14.6%) (8.4%)
1 ing the
personal issues
with me
I respond to both 1338 523 234 92 3.42 0.843
reasonable and on  (61.2%) (23.9%) (10.7%) 4.2)
2 reasonable
questions from
students
3 Students get me 418 897 431 441 2.59 1.014
pissed off with (19.1%) (41.0%) (19.7%) (20.2%)
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questions

I don’t tolerate 723 661 397 406 2.78 1.098
4 any students’ (33.1%) (30.2%) (18.2%) (18.6%)

misbehave

Weighted Mean 2.98

Source: Researcher, 2023; SD = Standard Deviation

Decision Rule: 0 — 1.49= Very Low, 1.50 - 2.49= Low, 2.5 — 3.49 = High, 3.50 — 4.0 = Very

High

Research Question Three sought to gauge the extent of external locus of c@&ba‘mong
teachers in Oyo State. The results, as outlined in Table 4.10, delve into }ie al Locus of
Control dimension. This dimension explores teachers' percepti.or*&agding the degree to
which external factors impact their ability to manage cl@m situations and their
interactions with students. The insights regarding the E g&al Locus of Control dimension
are as follows: "Students are comfortable sharin@sonal issues with me." A significant
portion of teachers (42.6%) indicated thiﬁ@s are comfortable sharing their personal
concerns with them at all times, while @ o reported this occurrence sometimes. Moreover,
14.6% mentioned rare instances, and_§8.4% expressed that this rarely happens.

The mean score for gﬁem is 3.11, accompanied by a standard deviation of 0.946."1
respond to both r @&and unreasonable questions from students." The majority of
teachers (61.2‘V&§@5p0nded that they always answer both reasonable and unreasonable
questions fr students. Additionally, 23.9% indicated this occurs sometimes, 10.7%
men‘t@i rare instances, and 4.2% stated that this rarely happens. The mean score for this
item is 3.42, with a standard deviation of 0.843."Students get me pissed off with questions."

A substantial number of teachers (41.0%) revealed that students occasionally frustrate
them with their questions. Meanwhile, 19.1% reported that this happens at all times, 19.7%

mentioned rare instances, and 20.2% expressed that this rarely occurs. The mean score for
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this item is 2.59, accompanied by a standard deviation of 1.014. "I won’t tolerate any
students’ misbehavior." A notable portion of teachers (33.1%) mentioned that they do not
tolerate any misbehavior from students at all times. Furthermore, 30.2% indicated this stance
sometimes, 18.2% mentioned rare instances, and 18.6% expressed that they rarely adopt this
approach. The mean score for this item is 2.78, with a standard deviation of 1. 098. The
Overall Weighted Mean for the External Locus of Control dimension is 2.98, c@izing it
as "High" based on the Decision Rule. This indicates that, on average, };s Oyo State
perceive external factors to play a significant role in shaping th.e@sgoom dynamics and
interactions with students. These findings provide insighk&c&) teachers' perspectives
regarding the influence of external factors on their tea'ch@ experiences. The high level of
external locus of control suggests that teach@ten attribute student behavior and
interactions to external circumstances ‘[@gtanding these perceptions can guide
educational strategies aimed at emp%e'rlng teachers to effectively navigate classroom

dynamics and cultivate positivy&‘a)@‘ interactions, thereby enhancing the overall teaching

and learning environment.

4.3 Testing ofg{potheses

Hol: There\ will be no significant combined influence of organisational commitment

'\

(affé@v normative and continuance) and teachers’ external locus of control on job
involvement in public secondary schools Oyo State.

Table 4.8: Summary of Regression Model Showing Combined Influence of
Organisational Commitment (Affective, Normative and Continuance) and
Teachers’ External Locus of Control on Job Involvement in Public
Secondary School Oyo State

Model R R Square  Adjusted Std. Error
R Square  of the
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Estimate

0.988 0.976 0.973 1.56055
ANOVA
Sum of Df Mean F Sig.
Squares Square
Regression  219490.365 2 109745.183  45063.839 0.000
Residual 5318.754 2184 2.435
Total 224809.119 2186

a. Dependent Variable: Job Involvement (b‘
b. Predictors: (Constant), Organisational Commitment, External Locus of C.ont Q)’i\

Table 4.8 presented Ho2 and Ho3 where it was tested to de ﬁ combined
influence of organisational commitment (including affective, nq@&im, and continuance
aspects) and teachers' External locus of control on the job in@ent of teachers in public
secondary schools in Oyo State. The findings are conc’s’@presemed in Table 4.8, offering
insights into the regression model that illustrates@%se elements collectively influence
job involvement. : )\\¢

The regression model summary(teyeals the following details: Model: The coefficient
of determination, denoted by R Sduare, is 0.976. This indicates that around 97.6% of the
variability in job involvemw%agl be accounted for by the combined effects of organisational
commitment and lﬁ;@%ﬂrol. The Adjusted R Square, at 0.973, considers the model's
complexity, r(@wg a refined view of its explanatory power. The Standard Error of the
Estimate islsﬂ)SS, offering a measure of the accuracy of predictions made by the model.
The@ctors considered are Organisational Commitment and Locus of Control.

The ANOVA analysis, a critical statistical measure, demonstrates a highly significant
F-value (Significance = 0.000). This signifies that the regression model, encompassing the
combined influence of organisational commitment and external locus of control on job

involvement, holds considerable statistical significance. In summary, the examination of the
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data leads us to reject the null hypothesis (Hol) as the findings reveal a statistically
significant combined influence of organisational commitment (across its affective, normative,
and continuance dimensions) and teachers' external locus of control on job involvement in
public secondary schools within Oyo State. The substantial R Square value, as well as the
significant F-value, underscores the model's capability to explain a noteworthy po.rti?g)f the
variability in job involvement, attributing this to the interplay of organisationa@itment
and external locus of control. Therefore, the null hypothesis which st@ ere will be
no significant combined influence of organisational commitme.n@qive, normative and
continuance) and teachers’ external locus of control on job in@qent in public secondary
schools in Oyo State was rejected at 0.05 level of signiffc@.
N4
Ho2:  There will be no significant rel "Vﬁ@&ence of organisational commitment and

teachers’ external locus of control on jobxnvolvement in public secondary schools Oyo State.

Commitment (Affe¢tive, Normative and Continuance) and Teachers’
External Locu €ontrol on Job Involvement in Public Secondary School,

Oyo State Q'
EQ
0

Table 4.9: Summary of Regrg\ﬁi;@:)del Showing Relative Influence of Organisational

standardized  Standardized

U

‘\‘\glefﬁcients Coefficients

Q B Std. Error Beta T Sig.
(Constan 3.554 0.120 29.620  0.000
locus 1.055 0.022 0.744 49.063  0.000
0 ptrol
Organisational ~ 0.232 0.014 0.249 16.407  0.000
Commitment

a. Dependent Variable: Job Involvement

Table 4.9 presented Hypothesis Ho2 and Ho3 where it was suggested that there will be no

significant relative influence of organisational commitment (including affective, normative,
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and continuance aspects) and teachers' external locus of control on job involvement within
public secondary schools in Oyo State. The examination of this hypothesis is encapsulated in
Table 4.12, which provides a comprehensive view of the regression model that illuminates
the distinct impact of these factors on job involvement. The coefficients within the presented
Model 1 convey the following insights: A constant term of 3.554 establishes a lgasggle for
the model's analysis. External Locus of Control: The unstandardized coé;\ient (B)
associated with the external locus of control is 1.055, accompanied M rd error of
0.022. A notable finding is the standardised coefficient (Beta) which, is,0.744, indicating a
robust impact. The corresponding t-value is 49.063, and t Cé}niﬁcance level (Sig.) is
exceptionally low at 0.000, signifying a highly sigil%cant influence. Organisational
Commitment: The unstandardised coefficient (B)“or Jorganisational commitment stands at
0.232, along with a standard error of 0, @ standardised coefficient (Beta) for this
aspect is 0.249, signifying a moderate 1 of influence. The t-value of 16.407, as well as the
significance value of 0.000 fu er%&orces the considerable significance of this influence.
To synthesize, the outcome;%riyed from the regression model emphasize the following:
Both exte @&of control and organisational commitment have significant
relative inﬂuen(%\gn job involvement among teachers in public secondary schools in Oyo
State. The standardized coefficient (Beta) about the external locus of control is distinctly
high’@xn that of organisational commitment, denoting a comparatively stronger influence
on job involvement. In all, these results underscore the pivotal roles that both external locus
of control and organisational commitment play in shaping the level of job involvement
among teachers. The pronounced t-values and the remarkably low significance levels (Sig.

values) accentuate the credibility and strength of these relationships in the context of the
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study. Therefore, the hypothesis which states that there will be no significant relative

influence of organisational commitment and teachers’ external locus of control on job

involvement in public secondary schools Oyo State was rejected.

involvement in Oyo State.

Table 4.10: Summary of t-test Showing Gender Difference in Public S

Involvement in Oyo State

e

Ho3: There will be no significant gender difference in public seconda ﬁl@

.\%'\

e@y School Teachers’ job

achers’ job

Group Statistics A\
Gender N Mean Std. o
Deviat rror
n Mean
Job Involvement  Female 1193 37.1777 '@33 0.30623
Male 994 38.105(\\'). 1 0.30361
Independent Samples h
Test O\
Levene's Test for ({-test for Equality of
Equality of eans
Variances
\'\ 95% Confidence
Interval of  the
Q Difference
Sig. T df Sig. (2- Mean Std. Lower Upper
\ tailed) Differenc  Error
Q e Differe
nce
Job qu 5.538  0.019 -2.132 2185 0.033 -0.9279 0.43515 -1.78129  -0.07458
Inv érianc
m@ es
assume
d
Equal -2.152 2170.117 0.032 -0.9279 0.43123 -1.77359  -0.08227
varianc
es not
assume
d
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Hypothesis Three delves into the possibility of a significant gender difference in the job
involvement of public secondary school teachers within Oyo State. The culmination of this
exploration is distilled in Table 4.13, which encapsulates a t-test analysis designed to unearth
any variations in job involvement based on gender.

Group Statistics: Breaking down the data reveals that Female teachers, .nl?gbering
1193, exhibit an average job involvement score of 37.1777, coupled wit@[andard
deviation of 10.57723. On the other hand, male teachers, amounting to }sa est a mean
job involvement score of 38.1056, accompanied by a stanga{d&%@giation of 9.57211.
Independent Samples Test: Unraveling the t-test and its ,&\ﬁications: Levene's Test
underscores the equivalence of variances, asserting F %@38 and a significance of 0.019.
The t-test for equality of means yields t-values c@% (assuming equal variances) and -
2.152 (in scenarios without equal Variané)@y cases present significance levels below
0.05 (specifically 0.033 and 0.032), po'%i'ng to statistical significance. The calculated mean
difference in job involvement tw%;bgenders is -0.92793, indicating a marginal inclination
towards higher job involvexﬁtﬁqmong male teachers.

Furthermor @ Confidence Intervals for these differences confidently exclude
zero, amplifyin%@strength of the observed distinction. In summation, the outcome of the t-
test suggestsha statistically meaningful gender difference in job involvement among public
seco@ school teachers in Oyo State, therefore the null hypothesis was rejected.
Interestingly, male teachers tend to exhibit slightly elevated levels of job involvement when
contrasted with their female counterparts. The statistical weight of this difference is
substantiated through the presented t-values, significance levels, and the confident stance of

the calculated confidence intervals.
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Ho4:  There will be no significant gender difference in the external locus of control of
public secondary school teachers in Oyo State.

Hypothesis (Ho4) delves into investigating whether there is a significant gender difference in
the external locus of control exhibited by public secondary school teachers within.Oeg&State.

N

The findings are summarized in Table 4.11, which presents a t-test analysis ain@to reveal
potential variances in the locus of control based on gender. Group Statisti Bﬁ er: Female:
N = 1193, Mean = 24.1685, Std. Deviation = 7.49604, Std. Erro.r @gc—s 0.21703Male: N =
994, Mean = 24.8913, Std. Deviation = 6.69327, Std. Erro = (0.21230Independent
Samples Test: Levene's Test for Equality of Variance’s@z 6.018, Sig. = 0.014t-test for
Equality of Means: Equal variances assumed: %?.357, df = 2185, Sig. (2-tailed) =
0.019Mean Difference = -0.72287, Std. E '@ence = 0.3067395% Confidence Interval
of the Difference: Lower = -1.32438, ef = -0.12135Equal variances not assumed: t = -
2.381, df = 2174.545, Sig. = .O&an Difference = -0.72287, Std. Error Difference =
0.3036095% Confidence erxal of the Difference: Lower = -1.31823, Upper = -
0.12750Here's the i @%ﬂon of the results: Group Statistics: The mean locus of control

score for female&@hers 1s 24.1685, with a standard deviation of 7.49604.

Tabl sSSummary of t-test Showing Gender Difference in Locus of Control of Public Secondary
School teachers in Oyo State

Group Statistics

Gender N Mean Std. Std.
Deviatio  Error
n Mean

Locus of Control Female 1193 24.1685 7.49604 0.21703
Male 994 24.8913 6.69327  0.21230

Independent Samples Test

Levene's Test t-test for Equality of
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for Equality of = Means

Variances
95% Confidence
Interval of  the
Difference
F Sig. T df Sig. (2- Mean Std. Lower Upper
tailed) Differ Error
ence Differe
nce
Job Equal 6.018 0.014 -2.357 2185 0.019 - 0.30673  -1. 32438 -0.12135
Involv  variances 0.722
ement  assumed 87
Equal -2.381 2174.545 0.017 - 030360 @1823 -0.12750
variances 0.722
not 87

assumed

The mean locus of control score for male teachers %@13 with a standard
deviation of 6.69327. Independent Samples Test: Levenas@ﬂt confirms the assumption of
equal variances (F = 6.018, Sig. = 0.014). The t- te%%ahty of means yields a t-value of -
2.357 (assuming equal variances) and -2.38} (iq%ssummg equal variances). The Sig. values
for both cases are below 0.05 (0.019 a ) indicating statistical significance. The mean
difference in locus of control betw%(r@enders is -0.72287, indicating a slightly lower locus
of control score among female tdachers. The 95% Confidence Intervals for the difference
exclude zero, further af] Qhe significance of the observed difference.

In all, th gst)results reveal that there is indeed a statistically significant gender
difference% external locus of control displayed by public secondary school teachers in
Oyu@emale teachers, on average, tend to exhibit slightly lower levels of locus of
control compared to their male counterparts. The statistical significance of this difference is

supported by the t-values, significance levels, and confidence intervals presented in the

analysis. Therefore the null hypothesis which states that there will be no significant gender
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difference in the locus of control of public secondary school teachers in Oyo State was

rejected.

4.4  Discussion of Findings

Based on an analysis of respondents' opinions regarding Research Question One,

which aims to determine the level of teachers' job involvement in Oyo State, it is Q&t that

This section will delve into the discussion and consider both theoretical and practical

The investigation of teachers' job involvement i '%rate reveals a significant departure

public secondary school teachers in Oyo State exhibit a noteworthy level %T '(Q'@Volvement.
.\

perspectives.

from conventional trends observed in related 3&& In a national survey involving a diverse
sample of teachers from various regio thj\ported enthusiasm levels ranged across values,
and interest levels ranged across v . These findings indicate a considerable variance in
job involvement across differeNntexts. Similarly, the exploration of teacher engagement
in urban schools unvei@v gctmm of involvement levels?. While some urban teachers
reported elevateQ{e)Qé of enthusiasm and interest, others experienced lower engagement
due to cha@ working conditions and resource constraints®>. These findings emphasize
the i interplay between contextual factors and teachers’ job involvement. Contrasting
the findings of this study with the current research on Oyo State's secondary school teachers
reveals a striking consistency in elevated job involvement. The weighted means of

enthusiasm, zeal, and interest signal a remarkable dedication to teaching responsibilities. This

pattern defies the anticipated variations that might arise due to different geographical and

196



socio-economic contexts. Furthermore, a study on job involvement among teachers in rural
settings highlighted the significance of community ties and professional development
opportunities. Even in the rural context, where challenges like limited resources are
prominent, the reported enthusiasm, zeal, and interest surpass the national averages,

corroborating the prevalent trend of heightened job involvement®. Comparisons v_vit?bst'udies

reinforce the consistency of the findings. Investigation into teacher involveme@ another
related study noted enthusiasm levels ranging across values, while a st \y ate school

context found interest levels ranging across values*>. Despite .tl\e&'vogsity of educational
contexts, secondary school teachers in Oyo State continue to@it elevated levels of job
involvement. ’ \QQ)
N4

In all, the findings of this study hij Agn exceptional degree of job involvement
among secondary school teachers in O ate. The departure from patterns observed in the
study underscores the uniqueness %%yo State's educational landscape. These results, in
conjunction with a compre@ixe review of related studies, shed light on the pivotal role of
regional and conte @ors in shaping teacher job involvement®. From a theoretical
perspective, the%c'sults lend support to theories that underscore the significance of teacher
job involvement in enhancing educational quality. The Self-Determination Theory and the
Job %nds-Resources Model, for instance, emphasize the positive impact of intrinsic
motivation and job resources on employee performance and well-being’. The observed high
levels of enthusiasm, zeal, and interest among teachers echo the principles outlined in these
theoretical frameworks. These findings have significant practical implications for educational

stakeholders, policymakers, and school administrators in Oyo State. The high levels of job
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involvement among teachers suggest a positive work environment, which can contribute to
improved student outcomes and overall school effectiveness. School leaders can capitalize on
these findings by fostering a supportive atmosphere that nurtures teachers' enthusiasm, zeal,
and interest, thereby enhancing the teaching and learning experience.

This study contributes to the field by providing empirical evidence of the r(%%'st job
involvement exhibited by secondary school teachers in Oyo State. The qua@‘}tion of
teachers' enthusiasm, zeal, and interest adds a nuanced understandin }9 scourse on

AN

insights that can inform policies aimed at enhancing the teach@)fession in the region. In

teacher engagement. These findings expand the existing bod knowledge and offer
all, analysis of respondents' opinions on Research Que's&@One demonstrates a substantial
level of job involvement among secondary schoo@wrs in Oyo State. The high levels of
enthusiasm, zeal, and interest point to a 'i&ﬁeﬁ%gagemen‘[ with teaching responsibilities.
These findings hold theoretical imph%'ons for motivational theories and have practical
significance for education poli ma@ and school administrators.

Research Question &wg) aimed to assess the current state of organisational
commitment amon%@% in Oyo State. Data analysis revealed distinct trends within the
dimensions of %@isaﬁonal commitment: affective commitment, normative commitment,
and continuance commitment. The results indicate that affective commitment holds the
high@gniﬁcance among teachers in Oyo State, reflecting a strong emotional attachment to
the organisation. This emotional bond fosters a sense of belonging and loyalty, aligning with
the notion that positive emotional connections enhance commitment and retention’s,
Following affective commitment, normative commitment emerged as the second most

prominent dimension of organisational commitment. This type of commitment is rooted in a
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sense of moral or ethical responsibility, highlighting teachers' dedication to the education
system and the development of the next generation®!?. This underscores how teachers in Oyo
State perceive their roles as more than mere jobs, emphasizing the importance of ethical
considerations in their commitment.

In contrast, the findings indicate that continuance commitment holds .th?bl?west
significance among teachers in Oyo State. This form of commitment is l@&}on the
perceived costs associated with leaving the organisation. The relativel }& valence of
continuance commitment suggests that teachers are more motiva}tK trinsic factors such
as emotional attachment and moral responsibility rather than&%lal factors like potential
costs10. The hierarchical arrangement of affective, non?{gg)and continuance commitment
provides valuable insights for educational policym&@gand administrators. Recognizing the
prevalence of affective and normative comn ”@y, educational institutions could focus on
strategies that further enhance these dmensions. This might involve cultivating a positive
work environment that nurtures %nal attachment and reinforces the sense of moral
obligation among teache C{iven the relatively lower importance of continuance
commitment, effor t&in teachers should emphasize factors that promote intrinsic
motivation ratheéﬁ@n relying solely on contractual obligations.

In related studies, an author the emphasis on affective commitment is consistent,
dem’@atmg that emotional attachment is a universal driver of commitment among
teachers®. Similarly, findings from a related investigation reveal a prominence of normative
commitment, echoing the present study's results’. Research on leadership styles and teacher

experience further supports the significance of emotional and ethical factors in commitments.
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Studies on job satisfaction and turnover intentions corroborate the lower status of
continuance commitment, highlighting the impact of emotional and ethical dimensions’.

Collectively, these studies, alongside the current study, consistently underscore the
importance of affective and normative commitment among teachers. Despite differences in
methods and contexts, the shared emphasis on emotional attachment a.nd(bethical
responsibility reinforces the strength of these dimensions in shaping teacheré}ﬁtmen‘[
across diverse settings. This comparison enhances the credibility of t 's\findings and
underscores the pivotal role of emotional and ethical factors in §h€$ teacher commitment
in Oyo State. ,&%'\

The third research question aimed to assess thé@zqe)e of external locus of control
among teachers in Oyo State. Analysis of the daf@'gled a significant trend, indicating a
notable level of external locus of cont %ﬂ% the teaching community. The study's
findings highlight a substantial prev%r'lce of external locus of control among public
secondary school teachers in Qyo %% This suggests that a significant portion of teachers
perceive external forces a;{qglominantly influencing their professional experiences and
outcomes, rather thamn-t »Qgtions or decisions. The prevailing high external locus of control
has implications%“teachers and the educational system in Oyo State. It might contribute to a
sense of disempowerment among teachers, potentially impacting their motivation to take
own@y of their teaching practices and proactively address challenges. Similarly, the
pronounced external locus of control could impact teachers' job satisfaction. If teachers
perceive minimal influence of their efforts on outcomes, job satisfaction might decline due to
a perceived lack of agency in their work environment. Moreover, the high external locus of

control might influence professional development initiatives. Teachers with strong external
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locus of control beliefs might be less inclined to seek growth opportunities, assuming
external factors largely determine their professional progress.

Compared with prior related studies, one investigation found that a significant portion
of teachers exhibited external locus of control tendencies, similar to this study's findings'®.

Another study explored teacher efficacy beliefs about locus of control, suggesting E%t'ential

implications for self-efficacy and instructional practices!!. A cross-country stuth;} teacher
motivation found that challenging socio-economic conditions were \9 ith higher

external locus of control beliefs, which aligns with the socio-ecogo@qﬁext of Oyo State'?.
Other research highlighted the relationship between external lg&% f control and burnout, as
well as the influence of cultural factors on locus of cc;n@ beliefs!3. In all, the substantial
prevalence of external locus of control among\%‘ters in Oyo State holds significant

implications. Recognizing this trend 'oh@wrompt educational policymakers and
administrators to consider interventio %‘{promote internal locus of control, empower
teachers, and enhance their ag C)%%laping their professional experiences and outcomes.
Addressing external locus oﬁu\‘[rol beliefs could contribute to improved teacher motivation,
job satisfaction, an @%fectiveness within Oyo State's education system.

The test %gull hypothesis Hol posited that there would be no significant combined
influence o anisational commitment (affective, normative, and continuance) and teachers'
exte@ocus of control on job involvement among teachers in public secondary schools in
Oyo State. However, the examination of the data revealed a significant deviation from this
expectation, leading to the rejection of the null hypothesis. Contrary to the hypothesis, the

outcomes of this study showcase a statistically significant combined influence of

organisational commitment (affective, normative, and continuance) and teachers' external
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locus of control on job involvement in public secondary schools in Oyo State. The findings
suggest that teachers' job involvement in public secondary schools in Oyo State is indeed
shaped by their level of organisational commitment and their external locus of control
tendencies. This signifies that teachers' emotional attachment to their organisations (affective
commitment), their sense of moral responsibility to stay (normative commitrpe?%' their
perception of costs tied to leaving (continuance commitment), and their belie@}cerning
external factors' role in determining outcomes (external locus of co \ ollectively
contribute to their level of job involvement. The implication p\f%%iq notable combined
influence holds significance for educational admini&@fs and policymakers.
Acknowledging that teachers' organisational commitme@ locus of control beliefs impact
their job involvement offers an opportunity to '?%op targeted interventions. Strategies
could be employed to foster teachers' em 'OQL‘C nnection, reinforce their moral duty, and
address factors contributing to their e&ma locus of control beliefs, all of which could
positively impact their job invo, Ven%g(}

Compared with prgngsearch, a study revealed a positive correlation between
organisational com 'tl@l%nd job involvement among teachers, supporting this study's
findings of a %@'ﬁcant combined influence'*. Another investigation highlighted that
individuals with" a more internal locus of control tend to exhibit higher job involvement,
rein@g the importance of locus of control’>. Additionally, a study demonstrated that
normative commitment was a predictor of job involvement'é. Similarly, a strong positive
relationship was found between affective commitment and job involvement among teachers!”.
The relationship between external locus of control and job satisfaction among teachers was

established, connecting external locus of control to job involvement outcomes'®. The
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combined effects of normative commitment and external locus of control on teachers'
performance were observed, mirroring their influence on job involvement. Furthermore, the
identification of continuance commitment's role in job engagement echoes the broader
finding of organisational commitment's influence on job involvement!. In summary, the

substantial combined influence of organisational commitment (affective, norrr.latéﬁe: and

continuance) and teachers' external locus of control on job involvement in pub%lsc\condary
schools in Oyo State offers a profound understanding of the intric y of these

factors. Recognising the interconnections between commitmegt&&%enﬁions and locus of
control beliefs enables educational stakeholders to design foo&g'g\lnterventions, enhancing
teachers' job involvement and fostering a more engage?@&gﬁg community.
N

The objective of Hypothesis Two Qwas to examine the relative influence of
organisational commitment and teachers' external locus of control on job involvement in
public secondary schools in O S%%owever, the outcomes obtained from the regression
model provide compelling&id}ence leading to the rejection of the null hypothesis. The
coefficients within Qe)@%nted Model 1 offer insightful findings regarding the factors
influencing job %leement among teachers in public secondary schools in Oyo State. The
constant term\of 3.554 establishes the baseline for the model's analysis. Yet, the most crucial
insig@rlse from the coefficients associated with an external locus of control and
organisational commitment. The unstandardized coefficient (B) for the external locus of
control is 1.055, with a standard error of 0.022. The standardized coefficient (Beta) of 0.744
suggests a robust and substantial influence of external locus of control on job involvement.

The significantly high t-value of 49.063 and the exceptionally low significance level (Sig.) of
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0.000 underscore the profound impact of teachers' external locus of control beliefs on their
job involvement. This highlights that teachers' perceptions of external factors significantly
shape their engagement in their work. The unstandardized coefficient (B) for organisational
commitment is 0.232, with a standard error of 0.014. The standardized coefficient (Beta) of

0.249 indicates a moderate level of influence of organisational commitment.on job

involvement. The t-value of 16.407 and Sig. value of 0.000 further en@ﬁs the
considerable significance of this influence. This implies that emotio %ﬁ ent, moral
obligation, and perceived costs linked to organisational commi‘En‘e& contribute to teachers'
job involvement. Synthesizing the regression model's outc@ both external locus of
control and organisational commitment exert sign'l@t relative influences on job
involvement among teachers in public seconda@ ols in Oyo State. Importantly, the
standardized coefficient (Beta) for thto}&pﬁgl locus of control surpasses that of

organisational commitment, suggestingayelatively stronger influence of the external locus of

Compared with pre@s\research, a study in a corporate context indicated that both

control on job involvement.

organisational compt r@%nd locus of control significantly predicted job involvement. A
study on teache%&gb attitudes demonstrated that external locus of control notably impacted
job involvement!®. Another examination showcased a strong link between organisational
com@en‘[ and job involvement among teachers, echoing this study's findings?’. Moreover,
research illustrated that external locus of control negatively affected work engagement,
supporting the idea that locus of control impacts various work-related aspects?’. A study
explored organisational commitment to job involvement and satisfaction among teachers,

emphasizing its role in engagement®’, A different context study highlighted that locus of
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control significantly influenced job involvement?. A longitudinal study indicated that
organisational commitment and locus of control consistently predicted job involvement over
time?*. The consistent alignment between this study's findings and previous research
underscores the universality of the influence of organisational commitment and external
locus of control on job involvement. The significance of these factors across various {Sriltexts
implies that efforts to enhance job involvement should address these fundame[@;}ements.
In conclusion, the regression model's results strongly demonstrate }ﬁ erable and
significant relative influence of both organisational commitment K achers' external locus
of control on job involvement among teachers in public secon@:hools in Oyo State. The
findings emphasize these factors' pivotal roles in shapin; &-related attitudes and behaviors.
The congruence between this study's outcome@ previous research underscores the
importance of considering organisational '@pn‘[ and locus of control in cultivating an
engaged and dedicated teaching work g‘g he null hypothesis's rejection underscores the
need to address these factors for th %rment of education in Oyo State.

Hypothesis three w, fognulated to explore the existence of a significant gender
disparity in job in v@% among public secondary school teachers in Oyo State. The
analysis of the %@, reveals noticeable differences between the job involvement scores of
female and ¢ teachers, leading to the rejection of the null hypothesis. Dividing the data
base@gender, it becomes evident that female teachers (totaling 1193) exhibit an average
job involvement score of 37.1777, with a standard deviation of 10.57723. In contrast, male
teachers (totaling 994) display an average job involvement score of 38.1056, accompanied by
a standard deviation of 9.57211. To validate these observed distinctions, an independent

samples t-test was employed. Levene's Test, examining variance equivalence, yielded an F-
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value of 5.538 with a significance of 0.019. The t-test for equality of means generated t-
values of -2.132 (assuming equal variances) and -2.152 (in scenarios without equal
variances). In both cases, significance levels were below 0.05 (0.033 and 0.032, respectively),
indicating statistical significance. The calculated mean difference in job involvement
between genders is -0.92793. This value implies a marginal inclination towards.hm%?r job
involvement among male teachers. Importantly, the 95% Confidence Intery, r these
differences exclude zero, strongly indicating the validity and reliabili }G e observed
distinction. . 6.\

Compared with previous research, a study on gender '@nces in job involvement
among teachers found that male teachers tended to rej ?&hghtly higher job involvement
scores, aligning with this study's findings?°. Anot@%

teaching profession noted that male teacl@{% reported greater job involvement due to

specific roles they assumed within the, school environment, resonating with this study's

exploring gender disparities in the

identification of higher job inv lveﬁe(p among male teachers in Oyo State®®. Investigation in
a different region found t,{nale teachers exhibited marginally higher levels of job
involvement, mirro g@%pattern. A longitudinal study on gender-related job attitudes
among teacher%@mistenﬂy reported higher job involvement among male teachers, as
emphasized H this study?’. An examination of gender differences in job satisfaction and
invo@ent among teachers identified a slight but significant discrepancy, with male
teachers reporting greater job involvement, reinforcing this gender-based distinction?®,
Another study exploring gender differences in job involvement found that male teachers were

more likely to engage in extracurricular activities, contributing to higher job involvement

scores, paralleling this study's findings and highlighting potential factors?®. The alignment
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between this study's findings and previous research indicates that gender differences in job
involvement among teachers transcend specific locales or educational systems. Instead, they
appear consistent across various contexts. These findings hold implications for
comprehending gender dynamics within the teaching profession, emphasizing the necessity
to address potential disparities in work experiences. Overall, the analysis .o%bg'ender
differences in job involvement among public secondary school teachers in Oy(é;}e points
to a statistically significant distinction. The null hypothesis's rejecti M scores the
importance of recognizing gender-related factors contribut.in%odifferences in job
involvement levels. The alignment of this study's results with pri Nesearch substantiates the
understanding that gender disparities in job involver’ng@gr)e a noteworthy phenomenon

within the teaching profession, calling for furthe@oration and potential interventions to

ensure gender equity and job satisfaction acfo@chers in Oyo State.

Hypothesis Four (Ho4 ai(@[o investigate the presence of a significant gender
disparity in the locus of co@],\among public secondary school teachers in Oyo State. The
results from the t-t a reveal discernible patterns in locus of control scores based on
gender, leading &ﬁte rejection of the null hypothesis. The findings offer a comprehensive
examination he locus of control scores concerning gender. Female teachers (n = 1193)
dem’@ate a mean locus of control score of 24.1685, accompanied by a standard deviation
of 7.49604. In contrast, male teachers (n = 994) exhibit a mean locus of control score of
24.8913, characterized by a standard deviation of 6.69327. Comparing these outcomes with
previous research, a study on gender differences in locus of control among teachers found

that male teachers often reported higher internal locus of control scores. This study's results
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align with this pattern, highlighting that male teachers in Oyo State also tend to exhibit
slightly higher locus of control scores. Investigation in a different educational setting
identified that female teachers had slightly lower internal locus of control scores, mirroring
this study's findings and emphasizing the consistency of this pattern across diverse contexts™’.
A longitudinal study on gender-related differences in locus of control among teachers
consistently found that male teachers consistently displayed higher internal loc@&;}control
scores. This study's results complement these findings, reinforcing }u a gender-
related distinction®!. Examination of the relationship between g%nd%&pd locus of control
among teachers identified a subtle but statistically signiﬁc@ffference, favoring male
teachers. This aligns with the current findings, undersc’oc‘{éa general trend of higher locus
of control scores among male teachers. Another @igation into the impact of gender on
locus of control scores found that male t '%@%ported higher levels of internal locus of

control, further reinforcing this gender-'%' discrepancy?*.

P

The alignment bet&hi)s study's findings and those of prior research studies
underscores the co 's@%ature of gender differences in locus of control scores across
diverse educati%{icontexts. These findings emphasize the significance of acknowledging
the potential impact of gender on teachers' perceptions of control over outcomes. Overall, the
t-tes unequivocally demonstrate a statistically significant gender difference in the
locus of control among public secondary school teachers in Oyo State. The null hypothesis's
rejection underscores the relevance of gender-related factors in shaping teachers' perceptions
of control over outcomes. The minor variance in the locus of control scores between female

and male teachers is supported by robust t-values, significance levels, and the confidence
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intervals presented in the analysis. This gender-related disparity in locus of control scores
holds implications for understanding teachers' beliefs and motivations within the educational
system. Acknowledging and addressing these differences may contribute to a more equitable
and supportive teaching environment. The alignment between this study's findings and prior
research underlines the generalizability of this gender-related phenomenon, .préglpting

further exploration into its underlying mechanisms and potential implicationsé;»eaching
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S
\) Chapter Five

"
CJQ’@ Conclusion

This éh@g focuses on the summary of findings, conclusions, recommendations

(based on the_findings of the study), contribution to knowledge and the areas of further
rese@Q
5.1 Summary of Findings

In summary, Ibadan North local government area recorded the highest number of
respondents which was 300 at 13.7% (see table 4.1) of the total respondents of this study. On
the other hand, Iwajowa local government area recorded the least number of respondents for
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this study (that is 15 respondent amount to .7%). It was observed that there were more female
in teaching line compared male teachers (female-1193 respondents at 54.5 %, male- 994
amounts 45.5%) (see table 4.2). On the account of age range, it was noted that there were
more teachers within the age range of 41-45 that is 482 respondents which amount to 22.5%
(see table 4.3). Meanwhile, the teachers withing the age range of 51 and above with 10.5%
(see table 4.3) happened to be the least frequent number of respondents. Iré;\case of
academic qualification, the result of the analysis showed that there Bachelor’s
degree hold teachers in public secondary schools Oyssso .S%which was 1159 of

A\

respondents amount to 53% (see table 4.4) and the least freq@ respondents in the study
were other degrees. : 4

However, considering the research questicﬁb'?his study, it was observed from the

result of the analysis that teachers in Oyo @@Iic secondary school demonstrated a high
e

level of job involvement with 3.31 wegght

O

teachers was also high and at the s%e time with weighted mean of 2.98. At the same time,

mean, status of organisational commitment of

Teachers’ external locus of txpl of public secondary school teachers in Oyo State was also
high at 2.98 weight n@%owever, the combined influence of organisational commitment
and teachers’ %gml locus of control on job involvement was significant. Tere was
significant relative influence of organisational commitment and teachers’ external locus of
contr@t job involvement in public secondary school teachers in Oyo State. The t-test result
of this research showed that there was significance gender different in job involvement
among public secondary school teachers in Oyo State. Finally, the t-test analysis revealed
that there was significant gender difference in the external locus of control among teachers in

public secondary school teachers in Oyo State.
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5.2 Conclusion

In conclusion, this study undertook a comprehensive exploration of the interplay
between organisational commitment, external locus of control, gender dynamics, and job
involvement within the context of public secondary school teachers in Oyo State. The
findings unveiled unique insights into the factors shaping teacher job involvement, oéging a
departure from conventional patterns seen in similar research endeavors. Q’S\

It was therefore concluded that there is a remarkably high lev %wolvement
demonstrated by secondary school teachers in Oyo State. .A.p&qthe dimensions of
organisational commitment, affective commitment is domim@wng teachers, fostering
emotional attachment and loyalty among teachers. Norﬁ)@e@:ommitment, driven by moral

responsibility, followed closely, while continuanc@mitment, tied to external factors, was

the least exhibited. There is a prevalence ﬁ:&&% locus of control among teachers and this
e

highlighted a perception that extern ments exert substantial influence over their

professional outcomes. \;()%

%'\
There is a combined in nge of organisational commitment and external locus of control on
job involve @ith emotional attachment, moral responsibility, perceived costs, and

external influeces collectively shaping teachers' job involvement levels.

ender dynamics is a significant factor in teacher job involvement, with male
teachers reporting slightly higher levels of job involvement and a greater perception of
control over outcomes compared to their female counterparts. This disparity underscored the

persistent influence of gender-related factors on teachers' job involvement.
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5.3

Recommendations

Based on the findings of the study, the following recommendations were made:

Given the prevalence of external locus of control beliefs among teachers, it is
recommended to design and implement professional development workshops that
focus on empowering teachers to recognize and harness their internal cab@es for
professional growth. These workshops could provide strategies far f% rs to take

N

ownership of their career trajectories and feel more in control of theif outcomes.

[ Y “
Recognising the significance of affective and normati itment in fostering

teacher job involvement, school administrators .am&licymakers should implement
initiatives to further strengthen emotional @r\t and moral responsibility among
teachers. Activities that foster a senw&longing, appreciation, and shared values

within the school community.co@ntribute to enhancing these dimensions of

commitment.
@‘b

The study's ﬁnding&%ﬁt that affective organisational commitment which is a

product of iqi)@notivations have a more substantial influence on teachers' job

involvemefit than extrinsic factors like normative organisational commitment such as

pere%l costs of leaving. To enhance job involvement, therefore, educational

@qutions should prioritize creating an environment that nurtures intrinsic

motivation, such as providing opportunities for professional growth, autonomy in

teaching methods, and recognition for achievements.

Considering the gender disparities in job involvement and locus of control

perceptions, educational policymakers should develop gender-responsive strategies
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that take into account the distinct needs and preferences of male and female teachers.
This could involve mentorship programmes, leadership development initiatives, and

support networks that address gender-related factors influencing job involvement.

5. The consistent level of job involvement across diverse educational settings in Oyo
State highlights the importance of regional and contextual factors. Pdlj@\%akers
should adopt a context-sensitive approach when designing interventi enhance
teacher job involvement. Understanding the unique challenge opportunities
within different schools can help tailor strategies that rcg&\% With teachers' needs
and enhance their commitment to the profession. QQ}%

5.4 Contribution to Knowledge '®
The present study makes a sub.s&@ contribution to the knowledge and

understanding of the factors inﬂuenci%’%}wolvement among public secondary school

teachers in Oyo State, Nigeria. The %@5 utions of this study can be summarised as follows:

The study's exp@gf job involvement among public secondary school teachers
in Oyo State rev&ga)little or no deviation from conventional trends observed in related
studies, wb%u%hghted the exceptional level of job involvement consistently exhibited by
teac % Oyo State across diverse educational settings, this study underscores the
uniqueness of the region's educational landscape. This regional consistency challenges
assumptions about the potential variability of job involvement based on geographical and

socio-economic factors, contributing to a nuanced understanding of teacher engagement.
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The study recognised the role of emotional attachment, ethical responsibility, and
perceived costs in influencing teachers' commitment to their roles. This study offers insights
into how to create supportive and motivating environments that foster elevated levels of job
involvement.

The study was able to adapt three theories by enhancing their applicability and
relevance within the context of Oyo State's education system. i Q}i\

The study's identification of gender disparities in job invol@%d locus of
control scores among teachers in Oyo State contributes to the di.sc‘ﬁe'@n gender dynamics
within the teaching profession. By revealing that male teache&&%‘[o exhibit slightly higher
job involvement and locus of control scores, this resear(.:l\ ws attention to potential factors
shaping these differences. These findings prom@i er exploration into the underlying
mechanisms of gender-related disparitj .téwl underscore the importance of equity
considerations in teacher motivation an@gagement.

The study's robust ofistration of the combined impact of organisational
commitment and external loc§qf control on job involvement contributes to a comprehensive
understanding of t@i)@%@ relationships among these factors. This finding provides a
foundation for %\developmem of tailored interventions that address teachers' emotional
connecti(% ical responsibility, and perceptions of control over outcomes. Educational
adm@tors and policymakers can leverage on this insight to design strategies that enhance
teacher job involvement and overall satisfaction.

By quantifying and statistically validating the influence of organisational
commitment, external locus of control, and gender on job involvement, this study offers
empirical evidence that can inform educational policymaking in Oyo State. The study's
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findings provide policymakers with concrete data to guide decision-making processes aimed
at improving teacher engagement, motivation and overall effectiveness within the education
system.

In all, this study's contributions shed light on the complexities of teacher job
involvement, organisational commitment, external locus of control, and gender amics
This research offers insights that can inform educational practices, policies, andégw\entions
in Nigeria and beyond. The study's emphasis on the interplay betwee \a ¢/ contextual,
and motivational factors enriches the understanding of teacher @wment and lays the

groundwork for fostering a more empowered and dedicated teqa)& workforce.

Q’Q
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Appendices
Appendix I: Teachers Job Involvement Questionnaire
Dear esteemed teachers,
I solicit your support as you fill out this questionnaire which is mainly for research pebr‘poses.

N

You are hereby assured that information collected shall be treated wi omplete

confidentiality. ‘%\%

Thank you. . %o\
Section A &%‘\\‘

Demographic VariableQQ)
Name: cooiveviiiiiiiiiiiiiiiiiiiitiitiiieeiieeeineenns Q Q ........................................
Name of school: ........ccceiiiiiiiiiinnna.. J T P PR CTPPIPOTIPIOPLTPD
Local Government area: .................. )\\' .....................................................
Gender: Male () %, Female ()

Age range: 25-30 ( ), 30-35 ( ), 3@ ), 41-45 (), 46-50 ( ), 51 and above ( )
E (),

Academic Qualifications: & HND/PGDE () BSc¢/B.Ed. (), MS¢/MED (), Others ()
.3
Section B

Kindly tick () any a@rgpriate option out of; At All Time (4), Sometimes (3), Rarely (2) and

Not At All (1).
S

Z

NV Items 4 3 271

I goWa length to get learning material

I make use of learning materials while teaching

I ensure students are exited in the cause of teaching activities

I give out assignment to students

I ensure students participate in the class work

I stay around to supervise group work when going on

I care to ask after absent students

I am interested in getting students out of his or her shell

O|o|[a|an|un|b|w| o~

I may not enjoy any other profession like teaching
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10 | I am proud to be a teacher
11 | I enjoy teaching
12 | Teaching is part of me
13 | I feel obliged to remain a teacher
14 | I am not sure I need leaving teaching
15 | Quitting teaching will not be a best option for me
16 | I feel like leaving teaching profession for another
17 | I do not see the need remaining a teacher
18 | Itis just a matter of time i soon leave teaching b Oh
19 | Students are comfortable sharing the personal issues with me INY
20 | I respond to both reasonable and on reasonable questions from . Q )y
students AL \@‘
21 | Students get me pissed off with questions ~=
22 | I don’t tolerate any students’ misbehave A .}\’
Y
Section C &%\
Kindly tick () as appropriate. Where (SA)=Strongly Agr@g:) Agree, (D)=Disagree, (SD)=
Strongly Disagree &\Q
S/ Item N SA|A |D |S/D
N .
1 Teaching to me is considered central to fay existehce.
2 | My interest is centered mostly aroun eMg
3 Most of my personal goal are teachi iented
4 I love getting engorged most of th@ tiie when teaching
5 | I usually feel detached from teaching
6 I find it difficult to get myself detached
7 | 1 would love to spend thewest of my career in teaching profession
8 | Ilive, eat, and breathdin, téaching profession
9 I enjoy discussing\g‘gﬁr’ofession with people outside it
10 | I don’t enjoy tedehing without learning materials
11 | I enjoy relati ith students as a teacher
12 | It is part of'\me going extra mile discharging my duties as a teacher
13 |1 re)lvk@e about what becomes of teaching profession
14 |1 ahg ud to discuss my profession with people
15 | I am extremely glad that I choose this profession
16 | Teaching involve one of the most important things that happen to me
17 | I feel leaving teaching profession will be disastrous for me, even if |
wish to
18 | I would not leave teaching profession now because I have a sense of
obligation to the people in it
19 | I think it would not be right for me to leave teaching profession now
even if it is to my advantage.
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20

I feel I have put in so much into this profession else I would consider
working else where

21

I feel getting another profession would be difficult even if I should
leave teaching profession

22

I would feel guilty if I leave teaching now

23

I do not feel any obligation remaining with teaching profession

24

I feel I do not have too many option considering leaving teaching
profession

25

Teachers who fail to become leaders have not taken advantage of their
opportunities

26

Teachers who cannot carry student along in the learning process does
not understand his profession

27

When I plan for my lesson, I am almost certain that my teaching willy]
be impactful

S, .

28

Hereditary plays a major role in determining ones personalit)\ﬁ»slf'
teacher

29 | Good teachers make it clear to everyone what their job are A~

30 | Doing the right thing depending on my ability and not.luck < ~

31 | It is one’s experience in teaching profession that ines what
individual is like &&%

32 | No matter how you try, some don’t just like teaqhﬁtg)

S
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Population Size

Apendix 11

Required Sample Size'
Confidence = 95%

Margin of Error

Confidence = 99%
Margin of Error

5.0% 3.5% 2.5% 1.0% 5.0% 3.5%  2.5% 1.0%

10 10 10 10 10 10 10 10 10

20 19 20 20 20 19 20 20 20

30 26 29 29 30 29 29 30 30

50 44 47 50 47 48 49 S0

75 63 69 74 67 71 73 75

100 80 89 89 87 93 96 99

1504 108 126 148 122 135 142 149

2004 132 160 196 154 174 186 198

2500 152 190 244 182 211 229 246

300y 169 217 2N 207 246 270 295

400y 196 265 364 250 309 346 391

s00y 217 306 475 285 365 421 485

600y 234 340 565 315 416 490 579

700) 248 370 653 341 462 554 672

800§y 260 396 739 363 503 615 763

1,000y 278 440 906 399 575 727 043
1200 291 474 1067 427 636 827 1119
1,500) 306 515 1297 460 712 959 1376
2000y 322 563 1655 498 808 1141 1785
2500 333 597 1984 524 §79 1288 2173
35000 346 641 2565 558 a7y 1510 2890
5000] 357 678 3288 586 1066 1734 3842
7500 365 710 421 610 1147 1960 5165
10,000y 370 727 4809 622 1193 2008 6239
25000) 378 760 6932 646 1285 2399 9972
50,000f 381 172 8056 655 1318 2520 12455
75000) 382 776 8514 658 1330 2563 13583
100,000f 383 778 8762 659 1336 2585 14227
250,000 384 782 9248 662 1347 2626 15555
500.000) 384 783 9423 663 1350 2640 16055
1,000,000y 384 783 9512 663 1352 2647 16317
2,500,000f 384 784 9567 663 1353 2651 16478
10,000,000) 384 784 9594 663 1354 2653 16560
100,000,000y 384 764 9603 663 1354 2654 16584
300000000y 384 784 9603 663 1354 2654 16586

T Copyright, The Research Advisors (2008). All rights reserved
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Appendix 111

Local Government Area

3004
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do
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é)@%ﬁ?lg Local Government Areas
\o
Q

QQ

Figure 1: Bar Chart
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Gender

Frequency

Male

Female

Gender

Figure 2: Bar CW;esenting Gender
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Age range

Frequency

: | i o
25-30 M-35 36-40 41-45 45-50 51 and
above

Age range

Figure 3: Bar Chart Repres%tiqg?&ge Range

R
6&6
QQ
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Academic Qualifications

Frequency

HMND/PGDE BSc/B Ed MScMEd
Academic Qualifications

Figure 4: Bar Chart Repres&tirg%ﬁcademic Qualifications

Q&

N
QQ%Q
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A. Personal Data

Name:
Address:

Date of Birth:
State of Origin:

Local Government of Origin:

Nationality:

Gender:

Next of Kin:

Address of Next of Kin:

B. Institution Attended:
Lead City University

University of Ibadan
University of Ibadan

University of Ibadan

Bio-data

Folasade Olufemi IPEAYEDA
Road 14, Plot & Aho Agbeja, Ajibobe, Ibadan

08th February, 1971 . (b"
Oyo State

Ogbomoso North * \Qg)
Nigerian ‘%

Female %
\

Dr A. R. Ipeayeda %
Road 14, Plot @ Agbeja, Ajibobe, Ibadan

2019 @Q

201 Q)OIS
@LD —2015
(@?003 —2004
University of Ibadan VQ)

1994 — 2000

'3
C. Academic Qual:’:l@rade and Date:
PhD Educational agement 2018 —2023
M.Ed., @Educationmanguge, M.Phil. 2018
B.Ed., Aeacher Education/Early Childhood/Language, Second Class 2015
L
PGDE, Teacher Education 2004
Final Diploma in science Laboratory Thchnology, Lower Class 2000
D. Work Experience:
Science Laboratory Technician, Department of Zoology, University of 2013 till date

Ibadan, Ibadan
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Classroom Teacher at Abadina College Junior School 1, University of 2007-2012
Ibadan

Classroom Teacher, Oluyoro Girls High School Oke-Offa Ibadan 2005-2007

General Supervisor and Laboratory Attendant, Apple Health Pharmacy, 2001-2005
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