Chapter One

Introduction

1.1 Background to the Study

The contributions of educators to their pupils' growth and development are crucial.
Values, beliefs, and norms are often instilled in young children from an early. a%With
today's complex educational climate, the success of any school or university %*;}s on its
faculty. Teachers need to be approachable and nice so that students feel . §$@g for help if
they need it. One of a teacher's primary responsibilities is to mak.e 1 ing engaging for their
students. Teachers need to make their students feel safe, while&@fnspiring them to do their
best. Students need to be guided down the appropriate 'r@ and presented with information
in a way that is easily digestible. What happen@% classroom matters greatly for the
effectiveness and quality of the educational ] %5 as a whole, and this is something that is
emphasized by the system approach t“%e' ation, which is concerned with the planning,
execution, and assessment of i ta@ It places special emphasis on the interplay between

these elements: goals, contents, 1earning methods, teaching resources, instructional design,

»
the learning processCQ%i assessment!.

Teacher a crucial role in the social dynamics of the classroom. Professional
educatorsge sponsible for implementing the government's educational, instructional, and
associ administrative policies and programs. When it comes to accomplishing the
school's goals, teachers are crucial. Teachers are the unsung heroes of education
administration because they are the ones who hold the true product of education and the
master key to their pupils' future success. Because no education model can provide services

above the level of the individuals operating the model, it is impossible to divorce the success



of an education system from the success of the instructors who put that system into effect and

carry it out?.

All Educators hold the key to creating a positive learning environment. Having a
comfortable classroom is beneficial for both the instructor and the students. However, for the
best reward for the kids, the teacher must first be properly prepared. The first few years of
school are formative for pupils, making it more critical for teachers to be Weil;\ ared.
Teachers should treat their pupils with dignity and fairness, instruct the V%’&l(ﬁut being
authoritarian, create a welcoming classroom, and lead their students doxﬁ%@@ to success.
Teachers are like parents in that they shape and direct theirss {s' development into
adulthood. The students' early years are shaped by them. A g%‘%\ucator inspires students to
grow in self-awareness and moral character. Teac e% ve a lot of influence over their

-

students because of the respect they have earned e kids®.

A teacher ought to set a good exa@alj)\\)&)r their pupils. The public holds teachers in
high esteem because of the wides&) elief that they possess specialized subject-matter
expertise. Educators possess the traits necessary to serve as or develop into examples for their
students. In practically ev%%a?l (etiquette, appearance, etc.), students mimic their teachers.
A teacher's genuin aQand interest in their welfare can have a profound effect on their
students. T, , in order to instill these ideals in their students, teachers must possess
both ional expertise and a strong moral character. Teachers are assisting students in
managing their careers and building a firm foundation in a variety of professions in light of
the ever-evolving environment and competitive job market. Students are actively engaged in
constructing their own meaning, with the teacher serving as something of a guide on the

sidelines®.



When it comes to the progress of a nation, educators play a key part. Knowledge is
disseminated, human capital is developed, and national educational plans are implemented
thanks to the hard work of the nation's educators. Teachers are the ones responsible for
adapting their teaching strategies to the interests, concerns, and skills of the communities they
serve. It is the role of a teacher to do more than just impart knowledge; they should also
motivate their students, keep them engaged, build their confidence, give them reason ct%flspire
for the future, and instill a sense of discipline. Communication, expressive skill@fq}onality,

ability, and capability can all play a role in determining an individual's leye %ctiveness?

The efficiency of educators is crucial to the success of the)@g;sﬁ)om. An competent
educator allows pupils to develop their own sense of identityé@ than trying to shape their
students' perceptions of themselves through manip l@g of classroom dynamics and the
dissemination of false information. The study of factors that contribute to a teacher's
success—their personal qualities, the me od%!% use in the classroom, and the outcomes
for their students—is known as teacl}%‘@ectivenes& An effective educator is one who has
mastered all of the tasks assoc%@th their position, from lesson planning and preparation

to content mastery and int sBnal rapport with students®.

A teacher's @'yacy is influenced by many factors, including their education, topic
knowledge, in @ence, passion for their students, level of job satisfaction, opportunities for
professi @ development, age, and the methods they employ in the classroom. Teachers'
expertise, character, and interactions with their students are the most crucial factors in the
classroom. Successful educators are individuals who have proven their capacity to help their

students learn in ways that will help them succeed’.

An effective teaching relationship takes into account the needs of all parties involved

in the classroom and works to improve the current conditions. How certain aspects of a



teacher's pedagogical approach correlate with student learning is the focus of studies
examining the effectiveness of teachers. To the extent that a teacher acts in ways that are
conducive to the development of students' foundational knowledge, comprehension, work
habits, desirable attitude, value judgment, and adequate personal adjustment, that teacher is

doing their job well®.

An excellent educator is one who maintains a steady emphasis on his @@dents’
learning while also effectively managing classroom happenings. A caring envi &’}ém in the
classroom is the foundation of successful management. The classroom é@mem is shaped
by the teachers. Students are more inclined to invest themselves in)‘&&iucation if they feel
safe enough to speak up and try new things in class. Teac%csa\ould take a caring stance
toward their students and make personal investmen 'ij@gelr development. Inviting a team-

centered approach to learning can be fostered thr§ e use of group projects. Students are

more likely to follow classroom rules and@

teacher is invested in their achieveme@

behavioral goals when they believe their

Teachers should lay out\hy}r expectations for student conduct at the outset of each
school year. Students are @i'f(ely to contribute positively to class discussions and projects
if they know what is\expected of them. It's crucial that teachers incorporate lessons on social
skills and ing obstacles into their daily lesson plans. Students can learn to think
critic %d make good decisions with the support of clear guidelines for dealing with
inappropriate behavior. Teachers have a responsibility to make sure that student behavior

requirements are consistent with district and school policies!®.

Management of a classroom can be greatly aided by the introduction of accountability
measures. Educators need a method for assessing student conduct. Consistent behavior

monitoring is an important factor in achieving lasting success. Students must be made aware



that their relationships with others, both in and out of class, will play a significant role in their
final grades. The assessment needs to take both verbal and nonverbal cues into account. In a
parent-teacher conference, educators can discuss student behavior with families. Parents can
better enforce expectations and punishments at home if they are kept abreast of problems as

they arise!!.

Before trying to address disruptive student conduct, teachers should try to-un%gstand
its root cause. Consideration of the context in which a problem exists can hel %&formulate
an approach to fixing it. If a child's behavior worsens if the child is sea(%x to a particular
friend, switching up the seating plan may help. Before a mind\\»‘%ﬁlem becomes more
serious, teachers should work with pupils to teach them se%;\lation skills. Intervention
solutions necessitate teachers working together to re@ them. This will reinforce the

ess!

standards of behavior and increase the likelihood Qc 2

In order to achieve any educati@%n, classroom teachers play a critical role.
Effective classroom and student be management by teachers is essential to attaining
educational goals. Teachers hwng been concerned about classroom management. As a
result, teachers serve as @Hents’ second parents (in loco parentis), and they also have
direct interaction w t?m in the classroom. It is important for teachers to employ effective
classroom ma ent tactics in order to avoid disruptive behavior by a small number of
pupils- @ir classrooms!?,

ffective classroom management can have a significant impact on students’
performance. In the classroom, teachers are content specialists who must deal with a variety
of students and regulate their behavior in a way that is suitable. The characteristic of
educationists has been to make the teaching-learning environment exciting. Classroom

management is the ability of the instructor to properly create a classroom atmosphere that is

conducive for learning. When it comes to classroom management it comprises, limiting



disruptive behaviors like fighting, loudness, and close observation as well as providing

answers to students who ask questions.

Teachers encounter a number of challenges in the classroom, one of which is
classroom management issues. The ability to successfully manage a classroom is critical to a
successful teacher's capacity to improve student participation in class and foster prosocial
behavior. Flexibility in education is a common advice for classroom management("@ most
schools. Classroom management acts as an umbrella that shields all of Qg’ﬁﬁssroom's
activities. Proactive and reactive methods of classroom management aﬂ%\\ in use. Ability
to develop trusting, compassionate relationships with students,)\{%?ﬁ’[, caring, and kind
personality, professionalism, subject matter knowledge, knovtg@ of learners and classroom

management are all indices used to measure teachers] e@iveness.

Teaching in a healthy classroom .ewgnment allows teachers to develop and
strengthen all areas of their personalities.@}ssroom should be prepared for teaching and
learning, with teachers determining t ssroom rules as well as creating an ideal learning
environment. The teacher's per%q'a)ity qualities play a vital effect in the students' behavior
and influence not just tth Qset for classroom activities but also the methods used to
achieve those goa udents' learning results might be influenced by the classroom's
psychological Qronment because of the teacher's personality. The study of personality

invol @ring out how and why people differ from one another.

Personality is considered to be a systematic, organized, developing and being
expressed in a person’s action. It includes the components as motives, emotions, mental
models, and the self. It is also an individual’s pattern of character as seem to be thought,
emotions, and behavior, together with the psychological mechanisms that are hidden or not

hidden behind those patterns'. Personality is considered as the common factor of teaching



effectiveness and interest, that is been justified by the definition of Day, “a common problem
with personality research, in general, and with predicting job-related criteria (effectiveness)
in particular, is dealing with the vast array of available personality measures”. Personality
was defined as; "the dynamic organization within the individual of those psychophysical
traits that determine his unique adjustments to his environment.” He would be referred as a
pioneer of modern personality research. Traits are understood as components of. emotional,
motivational, and social behavior. They are proposed to describe and explaiq'};\well as
predict individual differences in human behavior and experience. : QO
Personality refers to an individual's unique way of reactin.g K im'\eracting with others,
shaped by their life experiences and development over time. I&Q&)mpasses various factors
like habits, anxiety, ego, needs, motivations, and cor‘r@%ﬁ“‘. Personality and behavior,

although related, are distinct concepts. The questi@%ether genes or the environment has

5

a greater influence on personality has bee@of debate among researchers. The current

consensus is that both play signiﬁcan@ . While personality can change and develop
throughout a person's life due t ex@lces and environmental factors, individuals do inherit

certain personality traits. F&eKample, genes can influence traits related to substance use

disorders and cerlc’n)@%nality characteristics like neuroticism, agreeableness, and

adaptability'®. \

Hj ‘ﬁally, personality research often focused on how personality traits manifest in
behz® There was a belief, particularly in psychodynamic theory, that personality was
stable and inherited, unaffected by the environment!’. However, trait theories argue that traits
are influenced by both genes and the environment, making them dynamic and subject to
change over a person's life. Personality traits are enduring patterns of thoughts, feelings, and

behaviors that distinguish individuals from one another. The most widely recognized model



of personality traits is the Big Five, which includes extraversion, agreeableness, openness,

conscientiousness, and neuroticism'®.

The influence of the Big Five on job performance remains a topic of debate. Some
suggest that it is not a strong predictor of work-related performance, while others argue that it
directly impacts performance. Additionally, there is a discussion on whether each trait should
be considered individually or as part of a unified model'°. . {b‘

Neuroticism relates to emotional stability, with high scorers /b i@g;kotionally
unstable and moody, while low scorers are emotionally stable. Extraver® associated with
being outgoing and social. Openness to experience reflects a pegs@ illingness to explore
new ideas and experiences. Agreeableness is linked to lﬁ@(rarm, cooperative, and pro-
social. Conscientiousness pertains to being organi @-oriented, and persistent. Each of

these traits can have different effects on an ind‘i\"w%al's behavior?’,

Understanding these traits and %ei influence on behavior is crucial, especially in the
context of leadership. It's worth n@‘that some traits have a dark side, such as the Dark

Triad, which includes Mac&ﬁve ianism, sub-clinical psychopathy, and narcissism. These
'\
r

traits can lead to dest @
Job s:tis%ﬁpn is either a global feeling about the job or a related constellation of

attitudes aboug various aspects of facets of the job. The facet approach is used to find out

oxic leadership behavior.

whis of the job produce satisfaction or dissatisfaction. The most important factors that
is conducive to job satisfaction include mentally challenging work, equitable rewards,
supportive working conditions and supportive colleagues. For most employees work also fills
the need for social interaction and so, friendly supportive employees also lead to increased
job satisfaction. Job satisfaction can also be seen as an indicator of emotional well-being or

psychological health. Similarly, the utilitarian perspective to job satisfaction, asserts that job



satisfaction can lead to behaviours that can have either a positive or negative effect on
organizational functioning. For example, in the way teachers relate to students and other
colleagues could be strongly influenced by their sense of satisfaction within that school.

Job satisfaction is the collection of feeling and beliefs that people have about their
current job. People’s levels of degrees of job satisfaction can range from extreme satisfaction
to extreme dissatisfaction. In addition to having attitudes about their jobs as a wh.ol%bP‘eople
also can have attitudes about various aspects of their jobs such as the kind of \@'{k\hey do,
their coworkers, supervisors or subordinates and their pay. : QO

Job satisfaction is a complex and multifaceted concep.t W, h.\can mean different
things to different people. Job satisfaction is usually linked wi;&@ﬁvation, but the nature of
this relationship is not clear. Satisfaction is not the saK motivation. Job satisfaction is
more of an attitude, an internal state. It could, f@'a%ple, be associated with a personal
feeling of achievement, either quantitativ b@?taﬁve. We consider that job satisfaction

|

represents a feeling that appears as a result 6f the perception that the job enables the material

and psychological needs. \;(:b'

Job satisfaction can% .§:onsidered as one of the main factors when it comes to

efficiency and effecc;}@% business organizations. In fact the new managerial paradigm

which insists that@p oyees should be treated and considered primarily as human beans that
have their o ants, needs, personal desires is a very good indicator for the importance of
job @%On in contemporary companies. When analyzing job satisfaction, the logic that a
satisfied employee is a happy employee and a happy employee is a successful employee. The
importance of job satisfaction specially emerges to surface if had in mind the many negative
consequences of job dissatisfaction such a lack of loyalty, increased absenteeism, increase

number of accidents etc.



Job satisfaction among college teachers is good not only for themselves but society as
a whole. It increases productivity and classroom performance in the college. Wellbeing of
any society depends upon the role played by the teacher. Teachers are the source of guidance
in all the crucial steps in the academic life of the students. When teachers are satisfied with
their job they can perform their responsibilities with more concentration and devotion. In this
global world, job satisfaction has been an important issue.

It is very crucial to the long-term growth of any educational system arOUéd’\né world.
Job satisfaction in this context is the ability of the teaching job to me @@ needs and
improve their job/teaching performance. Knowledge, skills and com eng:ies occur when one
feels satisfied in one’s behavior. Therefore, satisfaction in @d in the behaviour of a
college teacher if he/she has to perform productive acfi@s in the college. A well-known
and successful educational system requires a shini@%ed and high-quality teaching staff.
The role of teachers is very much important @y employ the most effective teaching and
learning skills and strategies to enable%' ts to make progress especially in practical life.
The high-quality teachers and e uc@ in any country of the world have been very essential
part of the different civili tio%l of the world in historical perspectives, so the level of

W

satisfaction of teacl@@'

very broader conéﬁq 1n every profession.

s their job is very important to study. The job satisfaction is

The relévance of job satisfaction and teachers’ effectiveness are very crucial to the
long% growth of any educational system around the world. They probably rank alongside
professional knowledge and skills, center competencies, educational resources and strategies
as the veritable determinants of educational success and performance. Professional
knowledge, skills and center competencies occur when one feels effective in one’s behavior.
In other words, professional knowledge, skills and competencies can be seen when one is

taking on and mastering challenging tasks directed at educational success and performance.
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The above factors are closely similar to efficacy, and, of course, it is well known that many
teachers lose or fail to develop self-efficacy within educational settings. In addition, needs
satisfaction and effectiveness to work are very essential in the lives of teachers because they
form the fundamental reason for working in life. While almost every teacher works in order
to satisfy his or her needs in life, he or she constantly agitates for need satisfaction. Job
satisfaction in this context is the ability of the teaching job to meet teachers’. needs and
improve their job/teaching performance. Q’S\

Job satisfaction is the degree to which people like their jobs. I .}sﬁds, it refers
to a subjective evaluation that the worker makes of her own job: eit ug its entirety or with
respect to its different attributes. It is related to the sociologicq&%\ept of alienation and the
economic concept of the (dis)utility derived from work:’\@respect to them, job satisfaction
has a more positive connotation, is defined in o%bjective way, and has a stronger
empirical orientation. The concept of jo ’s@ytion comes from the field of industrial
psychology and management studies. %)'r ns go back to the Human Relations Movement
of the 1930s: in response to the@(geasing problems of performance and labor unrest
associated with the spread %’[\aylorist work organization practices, Mayo and associates
argued that workers> f %s and emotions at work were important determinants of their
productivity and%uon militancy (employers were keen on boosting the former and
suppressing the tatter). This triggered a flurry of interest in measuring workers’ satisfaction
wit jobs which resulted in an increasing number of papers on this issue, though with
few attempts at theorization.

Each person has different criteria for measuring own job satisfaction. The factor that
influences it, is the style of management, but also payments, working hours, schedule,
benefits, stress level and flexibility. Job satisfaction is related to productivity, motivation,

work performance and life satisfaction which means that this also applies to the private lives
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of employees. It should be remembered that job satisfaction affects the employee's feeling of
security in the enterprise. A satisfied employee feels better in the company, perform better his
work, but above all feels safe when it comes to his future and work in the enterprise. That is

why job satisfaction is such an important element of the work safety.

The employee is an essential element in the process of implementing the enterprise's

mission and vision, especially in the production sphere. Employees should t the

NS

work freely without problems that can stop them from reaching ﬂl&@gfbotential. They also

performance criteria set by the organization to ensure the quantity and qua.llith}eir work.

To meet organizational standards, employees need a work environmen allows them to

need appropriate superior that will provide them with this en@cﬂqent, but above all, he will

motivate them to work in the right way, make them fi e@ed with their work. Against this
e s

backdrop it is highly necessary for us to investig ﬁ English teachers’ personality and job

satisfaction influence their teaching—learnng &é

1.2 Statement of the Problem

Teachers at all levelsxq{)qeﬁucation perform significant roles in achieving the
objectives of education in 3ciety. However, if these teachers are not satisfied with their
jobs, they may disglay% ck of job commitment and their effectiveness to work may be

hampered. I%\@érs are dissatisfied with their jobs, the overall advancement of the

organizatfon could be disrupted. Robbins and Judges described job satisfaction as a positive
feelingQ individual has towards his or her job resulting from the individual’s evaluation of
the job’s characteristics.

Teachers in secondary schools are expected to be highly industrious in preparing the
young students for future education. If these teachers are not appropriately and adequately
rewarded for the good services they render, their level of satisfaction might decrease,

affecting their level of job performance.
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Efforts to improve job performance of teachers in schools may be in jeopardy if job
satisfaction of teachers is not given the adequate attention it deserves. If workers are highly
motivated in their places of work, they will be effective and efficient in-service delivery to
their employers and customers. The implication of this to teaching and learning environment
is that if teachers are well motivated and they are satisfied with the teaching job, students’
learning and academic performance will be enhanced. Many public secondary schgol cti;lchers
are dissatisfied with the teaching profession. The complaints of teachers %&;1\6 poor

working conditions, harsh working environment, poor motivatiOpsﬁgaalary, and

unpleasant conditions of service. Factors influencing teachers’ job%t'@ action extensively
°

N

examined by researchers include reward, recognition, worlg&@%\lditions, supervision, and
salary. .»\QQ)

One major problem facing the education s%%ﬁgeria, especially the public sector
is how to satisfy the needs of workers and q@s teachers’ effectiveness and productivity.
Over the years, the education sector %' ria seems to be battling with ineffectiveness,

inefficiency, low productivity and oot quality in the teaching and learning process. These
may be due to poor job sa s%ﬁn among teachers in secondary schools. Over the last
decade, there have Q‘%veat number of industrial disputes in the education sector which
showed that teack%s are not satisfied with their jobs. The high rate of secondary school
dropouts,pG%ﬂdents’ academic performance in external examinations and the seemingly
dwi@gandard ofeducation in recent times in Nigeria have generated a lot of concern and
controversy among stakeholders.This condition has oftentimes been attributed to low job
satisfaction among teachers.

Teachers’ personality and job satisfaction of teachers has become a topical issue in

recent times and has drawn the attention of many researchers. Some researchers have been

carried out extensively on work motivation and teaching effectiveness but only very few
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studies have specifically been done on secondary school teachers’ personalities and job
satisfactions of teachers in Oyo State.Therefore, this study will investigate the how teacher
personality types and job satisfaction will influence teachers’ effectives among senior
secondary school teachers in Oyo State.

1.3  Aim and Objectives of the Study

The broad objective of the study is to investigate personality types and job satisfa%don as
correlate of Englishlanguage teachers’ effectiveness in senior secondary school %'%yo State.

Specifically, the study will; ‘@

i.  identify the personalitytypesof Senior Secondary School E@h, Language teachers
in Oyo State; ®®

ii.  identify the level of Job satisfaction among Senié@ondary School English
Language Teachers in Oyo State; Q

iii.  investigate Senior Secondary ScthE)%L\Ab language Teacher’s teaching

effectiveness in Oyo State;
iv.  examine the influence er%(jkecondary School English Language Teachers’
personal characterisﬁ%(a,ge, gender and religion) on their teaching effectiveness in

Oyo State; CJQQ

v. deti%@@w Senior Secondary School English Language Teacher’s personality

influenge their teaching effectiveness in Oyo State; and
vi. %’estigate influence of job satisfaction on teaching effectiveness of Senior Secondary
School English language teacher in Oyo State

14 Research Questions

1. What are the personality types of English Language Teachers in Oyo State?
2. What is the level of job satisfaction among English Language Teachers in Oyo State?

3. What is the pattern of English Language Teachers teaching effectiveness in Oyo State?

14



1.5  Hypotheses

HO1: There is no significant influence between English language teachers’ personal
characteristics (age, gender and religion) and their teaching effectiveness
HO02: There is no significant influence between personality types of Senior Secondary School
English Language Teachers and their teaching effectiveness in Oyo State
HO3: There is no significant influence between Senior Secondary School English [‘ﬁﬁguage

Teachers’ job satisfaction and their teaching effectiveness in Oyo State Q'S\

1.6 Significance of the Study ‘%\QO

The findings of this study would be significant to teacher§~counsellors, education
administrators, curriculum planners, government, society angﬁie\?kearchers in Oyo State to
create positive attitude for achieving job satisfaction T@Aers, the study may provide new
approaches to their problems and enable them to understand the forces that promote or hinder
job satisfaction.To the counsellors and ¢ .s@ educators, the study may enable them to
identify teachers' problems and anal evaluate and create awareness by organizing
seminars and workshops for sc@zds, education administrators and authorities on how to
motivate teachers to avoid t%e;rs' job dissatisfaction and improve interpersonal relationship
of teachers that ma@@) n-achievement of educational goals and objectives.

To edu até\dministrators and policy makers, the study may enable them to identify
those fac@s hat hinder job satisfaction and formulate appropriate policies that would
inﬂ@positive attitude and behaviour of teachers towards their job. It may also help them
in providing financial and material resources needed by teachers for effective job
performance. To curriculum planners, the study may provide information for curriculum
design taking into cognizance teachers’ condition of service and job satisfaction. To the

society, the study may enable them to identify teacher's problems, hence liaise with school

administrators to achieve better learning outcomes.

15



Effectiveness of teachers are based on their performance in the classroom setup but
which includes the accountability for student learning and to develop humanitarian
characteristics. Therefore, this study would further look over the relationship between the
personality traits and the teachers’ effectiveness and their job satisfaction especially related
with extraversion and openness to experience trait. Considerably personality is an essential
factor for teacher effectiveness that support the growth of teacher him/her-self, studc%‘s and
the schools they work in. q’S\

To the researchers, the study may enable them to explore new \?@evelop new
ideas, using data: the research. Also, the study will be added. to %J@owledge bank for
future use by researchers. Finally, the study may also generag&%}mst among educationists

forrelated studies and serves as a basis of references for 's@

1.7 Scope of the Study @

The study will take into consideration al \ﬁb -three (33) Local Government Areas in
Oyo State and focused only onEnghsh@uage teachers in Government Secondary Schools.
Oyo State was divided into ﬁVﬁQ)%éopoliticalzones namely Ibadan, Oyo, Ogbomoso, Oke-
Ogun and Ibarapa. Clustered sampling was used to pick three (3) local government from each
zone because Ibara @nge the lowest number of local governments.Two thousand, nine
hundred and thi Ve(2935)Sen10r Secondary School Two (2) students and One hundred
and elghty‘% teachers in all. Senior Secondary School Two (2)students and their English
langaeachers from the selected secondary schools were purposively selected because this
study is focusing mainly on the personality types and job satisfaction as correlate of English

teachers’ effectiveness in senior secondary schools in Oyo State.A totalof three thousand one

hundred and fifteen respondents (both Students and teachers) will be used in all for this study.
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1.8  Limitation of the Study

This study was limited to English language teachers alone instead of taking into consideration
all secondary schools’ teachers in Oyo State. Financial constraints was also a major factor in
this study because the financial burden of covering all secondary students without any
funding any external body was very high.

1.9  Operational Definition of Terms . cb‘

Personality Types: These are characteristic set of behaviour such a %g'itfaversion,
agreeableness, conscientiousness, neuroticism and openness to exp?%k exhibited by
English teachers that influence how they relate with students and.th@izféhing effectiveness.

Extraversion: This type of personality trait is sociable, fu %g and excitement seeking

exhibited by English teachers in secondary in Oyo%&

Neuroticism: This are anxious, self consciousnﬁan emotionally unstable personality trait

N\

exhibited by English teachers in secondar@ls.

Agreeableness: This is when Engli%%nguage Teachers are trusting and helpful

Conscientiousness: These &E\nglish Language teachers who are very discipline and very

careful people CJQQ

Openness to @ence:These are English teachers who are imaginative and spontaneous
Job Sati%c n: These are English teachers’fulfilment, such as, financial reward, personal
satis@n, teacher-students interaction, job security, promotion and recognition.

Financial Reward: These refers to monetary incentives that an employee earns as a result of

job performance.

Job Security: Theseare assurance that English teachers has about the continuity of gainful

employment for his or her work life.
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Teachers' Promotion: Theseare permanent movement of an English teacher from one
position to another position in the teaching service with a higher attainable maximum salary

than the employee’s substantive position.

Teachers' Recognition: Theseare appreciation of Englishlanguage teachers’ effort at work

place. It is acknowledging of teacher accomplishment.
Teacher's Personal Satisfaction: This is when English language teacher is hight isfied

X

with both himself and his job and therefore is most effective in teaching. QO

Students-Teacher Relationship: These are mutual relationship that exists,between teachers

'}
and students in and out of the school environment. %\

N

Teachers’ Effectiveness: These is the ability of English @Qge teacher to pass knowledge
adequately to the students which will reflect their téac %effectiveness

Classroom Management: These is the abi 't)ﬂ\@glish language teachers to take control of
the class in terms of orderliness and de% :

Evaluation: These are varioys in which English language teachers assess the

knowledge of their students%ld ts are always evaluated through test and exams.

'3
Senior Secondary C;@
u

oStudents: These are male and female in public secondary
school in Oyo St% d for this study.

Qﬁg
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Chapter Two
: %’s
N
Literature Review Q’}%

This chapter shall be discussed under the followin@ ngs

2.1 Conceptual Review

2.1.1 Teaching Effectiveness ‘ ‘@

2.1.2  Context of Quality Teaching

2.1.3 Indices for Measuring %’ Effectiveness

2.1.4 Personality Q&'\
2.1.5 PersonalityQp%

2.1.6 Job S i@on

2.2 T@r ical Framework

2.2.1 eories of Job Satisfaction
Content Theories
Maslow’s Theory of Satisfactory
Herzberg’s Two-Factor Theory

Theory X & Y

2.3  Review of Empirical Studies
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2.3.1 Theories of Personality
Types Theories

Trait Theory of Personality
24 Conceptual Framework

2.5  Summary and Gap of Literature Reviewed

2.1 Conceptual Review q’S\
2.1.1 Concept of Teaching and Effectiveness ‘%\QO

In contemporary times, the notion of 'excellent teac@ ‘has surfaced as a
fundamental concept within the realm of public discourse. @suit of "quality teaching"
has emerged as a prominent objective in the realm of ) %tion systems and governmental
policies. The interpretation and implementation o @concept have considerable importance
in the agendas of these entities, as they en@z)@a alysis, critique, and evaluation. This term
constitutes the core principle underlyir@aluaﬁng procedures and has served as a rationale
for educational reforms in nn@ nations. The discourse surrounding the efficacy of
teaching and educators at t&%rfdividual level, as well as the overall quality of education at
the societal level, h@@r d as a consequence of an education reform movement that has

gained sigrii%@hction globally, partly due to the influence of international organizations.

This mov&e has exerted considerable influence in numerous countries worldwide'.

Qle education reform movement encompasses a demand from politicians for public
education to cultivate individuals capable of meeting forthcoming social and economic needs,
while also fulfilling the role of social stabilizers inside schools. Consequently, policymakers
have turned to educational institutions and educators as a means to address societal and
economic challenges. It is noteworthy that in many countries implementing such micro-

reforms, any perceived shortcomings in the social, economic, or political domains are often
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attributed on educational institutions and educators. In the context of the dynamic Middle
East, it is worth considering that in the event of a nation's military defeat, economic downturn,
or a rise in unemployment and/or social issues, the education system is often attributed with
accountability?. In instances where alternative agencies and techniques have proven
ineffective in addressing urgent economic and social challenges, the education system is
often regarded as a final recourse. In essence, the burden of obligation lies Yvith public

education to serve as the savior of both society and the economy?. Q’S\

Quality teaching is a crucial component of education in the cu a c%aracterized
by heightened expectations on educational systems and increasing ) accountability. The

focus on quality teaching pertains to the primary concems@%&jor stakeholders, such as

N

governments and, in certain instances, international :g @gs, who are committed to investing

in the development of human capital. The conceét uality teaching has been a subject of

controversy and has been interpreted an@

including politicians, economists, an: loyers. However, it is important to acknowledge

stood differently by various stakeholders,

that classroom instructors hav&g&al role in shaping the nature of quality teaching, since
they are the most numerous<and directly involved participants in the process. Hence, it is
imperative to prior%%e nclusion of teachers and their perspectives in any educational
reform ende oé&her than disregarding or diminishing their roles. If the implementation of
change is "%d by higher authorities rather than grassroots efforts, it is likely to encounter
signifidant challenges and delays, potentially leading to an incomplete outcome. The
extensive historical record of the profession provides ample evidence supporting these
assertions. Partly due to the acknowledgment by global education reformers, there has been a
growing demand for study on the effectiveness of quality teaching within the context of a

constructivist approach, which is considered suitable for maximizing the potential of

education systems®*.
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The investigation into the efficacy of pedagogical practices is a very nascent field
within the realm of educational research. The collection of research articles for this
evaluation was initially conducted by utilizing several educational databases. The databases
exhibited variations in the specific search phrase employed, resulting in the utilization of a
diverse range of terms including quality teaching, quality learning, school context, education
policy, effective teaching, effective learning, successful school, and students' achi.evec%fnt. A
comprehensive review was conducted on a range of English sources, encom%'s;}(g peer-
reviewed publications, books, dissertation abstracts, and reports, in .\?@certain the
underlying notion of quality teaching and its associated amk tiqns. Following the
identification of several sources pertaining to the subject oﬁ&@ity teaching, a thorough
screening of the articles was conducted to ascertain tﬁ@irect relevance to the notion of
quality teaching. Due to the limited availability o(@%iewed publications, the researcher
opted to incorporate additional sources of 1@, including books, dissertation abstracts,
and reports. Initially, the researche%gi\)menced the investigation by conducting a
comprehensive examination of %{,b' existing scholarly literature pertaining to the
conceptualization and changte{ization of quality teaching. Furthermore, the researcher
engaged in a com I@‘Qe analysis of the background around the concept of quality
teaching. Thirdl&%&ree primary characteristics that have been categorized as influential in the

realm of quahity teaching were identified.

Q
T@ncept of quality teaching can be defined as the effective and efficient delivery of
instruction that promotes student learning and achievement. The initial step in this inquiry
involves the endeavor to establish a comprehensive definition of 'quality teaching' and to
identify the essential characteristics of a 'quality teacher'. The term 'quality' has sparked
controversy, debate, and diverse interpretations regarding its elusive nature. However, the

term "quality" functions as an adjective denoting something that possesses a high standard or
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level of excellence, and it might pertain to a particular characteristic or attribute. Quality can
be defined as the act of satisfying, surpassing, and pleasing the demands and anticipations of
customers, while acknowledging that these demands and aspirations may evolve with time.
The interpretation of the term 'quality' is contingent upon the specific context in which it is
employed. It is evident that diverse observers and interest groups hold varying perspectives
on what constitutes quality, hence indicating a lack of consensus regarding the primary areas
of focus for improvement. When the term 'quality’ is employed in the contex%‘&&usiness
transactions, it signifies that the product and/or service satisfies the e e.% of clients.
This notion might, at times, be applicable to its usage within an e‘d\) tiQnal setting. Despite
its widespread use in the field of education, the precise de@n of the term "quality"
remains elusive, and no single definition can fully en’c@ ate its entirety. In alternative

locations, the concept of quality instruction has be&@t culously defined and comprehended

as contingent upon the specific setting and 'c?tl@gd by numerous external circumstances®.

Crebbin's contribution to the discoué,on the term involves a shift in focus towards the
contextual aspects of quality t@é By highlighting the various possible interpretations,
Crebbin asserts that definitiens*and practices cannot be divorced from the social, cultural,
historical, and pov@a ics that have shaped them. Crebbin (year) posited that the
definition of er@‘\uch as "quality teaching" and "quality learning" has become increasingly
intricate. 6) ver, it is important to note that not all definitions hold the same level of
auth@in influencing or possessing equal explanatory capacity to change the practices of
teaching and learning. In any scenario, the evaluation and definition of quality teaching must
be predicated upon the quality of learning, as it is impossible to appraise teaching without
observing the outcome in the form of 'quality learning'. The evaluation of teaching quality
necessitates consideration of the contextual factors, as it is essential for determining the

effectiveness of teaching practices and the achievement of desired educational objectives.
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When the act of instructing in a task-oriented manner is executed proficiently, it is referred to
as effective teaching. When the process of teaching leads to the acquisition of knowledge or
skills, it is commonly referred to as successful teaching. However, when teaching is not only
successful but also exhibits excellence, it can be characterized as quality teaching. Therefore,
the concept of quality, both in a broad sense and in the context of education, originates from
diverse sources. These various perspectives and backgrounds employ the phrase. in_diverse

manners to effectively fulfill its intended purposes within certain circumstances76§\
2.1.2 The Context of Quality Teaching ‘%\QO

Good education is never provided in isolation. It takes placi\\» he real world, and the
importance of this fact to the surrounding circumstances c@%@be overstated. When one
portion of the education system is cut off from th @can have a negative impact on
students' performance because the whole system 'leed in the teaching-learning process.
With this in mind, Wang and Walberg pol@%& s in instruction and learning and analyzed
the professional literature to identify tl%actors that affect student performance. They found
that the variables related to t%am design were the most important, followed by the
setting outside of schoo efy the classroom climate and instruction, and finally the

S

characteristics rela@

factors was t te@tvest. According to the cited research, classroom and pedagogical factors
153’

students. The importance of school, district, and state-level

a significant role in determining a school's optimal educational setting®.

continue G)

Qlere have been discussions and inquiries into the causes of pupils' success for quite
some time. While some studies have found a correlation between school quality and student
success, others have found no such correlation. Other studies have found that a student's
growth is largely dependent on having a good teacher. It is reasonable to assume that all
contextual factors, including the teacher, the school context, the classroom context, and the

school community, contribute something toward student achievement given the breadth and
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depth of the research conducted on the topic. School reform, community dynamics, teacher
attitudes, curriculum, school location, student skills, and socioeconomic backgrounds are all
highlighted as potential influences on the teaching and learning process by certain scholars.
Even the most qualified educators need a conducive setting in which to do their jobs
successfully and efficiently. Education policy, the institution itself, and pedagogical methods
all have a role in shaping the standard of education students get. In this study, the re earcher
noted that a wide variety of variables link to each of these aspects impacting qu@;t\éachmg,

and that together they help to develop a complete contextual fra\j@ﬁs@r excellent

teaching’
g . ©

The effects of schooling's long-standing sway are w@cumented. They've served
people of all ages, in all places, and performed a ¢ of functions and taught a wide
range of topics. The functions and difficulties fac Qschools have been varied and diverse.
Throughout their existence, schools have @( ir focus to meet the changing demands of
their surrounding communities. In th s, researchers began investigating the concept of

"effective schools," but thelr&&s were simplistic and vague at the time. However,
outstanding schools share W) distinguishing features. These include strong leadership, a
commitment to stuc@@c ss, an emphasis on essential skills, a well-structured classroom,
frequent stu eréxeessments, and ample time spent instructing. As a result, academic
performa@ ay be affected by issues having to do with the institution itself. Professional
leadership, a conducive setting for learning, rigorous standards, frequent and constructive
feedback, careful tracking of students' development, and collaborative efforts between home
and school are all examples of such elements. There are problems unique to the school that,
in turn, affect the quality of instruction in numerous ways. A longitudinal study was carried

out in a school in Louisiana, USA. The objective was to look at the factors that affect pupils'

performance. Participants included school administrators, faculty, and students. 250
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educators and 5000 students were represented across 76 schools in 12 districts for this sample.
They discovered that school circumstances mattered for students' academic success even
more than teachers' individual efforts. Student performance was also found to be affected by
socioeconomic status, in addition to other school and instructor-related factors. There has
been a meta-analysis of studies looking at how much of an impact schools and teachers have
on students' performance. School variables, teacher factors, and individlial cbs‘iudent
characteristics were identified as the most significant predictors of student suC@'g;\School-
related factors included strong leadership, a calm and safe environmen .%\ts to learn,
ample opportunities for students to improve their foundational .ski h’ggh expectations for
students to excel, close monitoring of their progress, and &@borative efforts between
teachers and parents. In a nutshell, students' success anﬂ,{& ers' productivity both improve
in high-quality educational environments. Theé@,.QnC we look for schools with these

qualities, we may find a high-quality teacif;@i: professional leadership, a shared vision
S

and goals, a culture that encourages hi%'t dards, a conducive learning environment, and a

good rapport with the surroundj\gw@unityw.

It is now crucial @ﬂsider the quality school from the perspective of including
n

children with disab@i)g

supportive léﬂ@“community at a good school because of the school's commitment to

he general student body. Students with disabilities can find a

inclusive 6 cation and in expert knowledge. A quality school, in Ainscow's view, possesses
the follpwing characteristics: leadership and staff capable of addressing the needs of all
students, belief in the potential for growth and development of all students' abilities toward
successful achievement, a willingness to support one another in the pursuit of these goals,
curriculum tailored to the needs of all students, and regular, thorough reviews of school
programs. Teachers that are effective at raising their students' levels of challenge use a

variety of instructional methods and resources to engage their students in meaningful ways.
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The inclusion movement prompts deep reflection on the qualities of educators who lead
inclusive lessons. Effective teachers in inclusive classrooms have been identified as those
who make good use of their time, build strong relationships with their students, offer
constructive criticism, ensure their students achieve high levels of success, and provide
consistent assistance to all of their students. Students with special needs performed better in
general education classrooms when their teachers made effective use of class.time, built
strong rapport with their pupils, provided constructive criticism, ensured aé} rate of
achievement on learning tasks, and responded positively to all .\Gﬂden‘[s who
performed poorly in school were more likely to be in classes V\:her hege was a lot of time
spent transitioning between activities, where teachers were cr@\)f students' answers, and
where adults did a poor job of handling behavioral @les. When there is a positive,
comfortable, safe, and productive environment@'%ol and in the classroom, quality

teaching may take place. It's also oi';@%at things like money, resources, and

infrastructure play crucial roles in& g classrooms more conducive to learning.
Comparing developed nations l'ﬁg&alia and the United States to countries like As far as
resources and facilities forﬁh\ools are concerned. For public schools in particular, the
government provid t@%h or budget necessary to maintain and improve the school's
physical facilities&gf}depends on public policy and how seriously decision-makers take the
requirement wants of the education sector into account. The most prominent examples
of s@lnfrastructure are classrooms and class sizes. Teachers' ability to effectively instruct
their students and the students' final outcomes may both be affected by class size. Funding

constraints have a direct bearing on the condition of the school and the level of instruction

provided to students!!.
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2.1.3 Concept of Teachers’ effectiveness
2.1.3.1 Classroom Management

Students put into practice what comes naturally to humans as they interact with one
another via acts of kindness and camaraderie. Students will be happier and more engaged in
class if they have good relationships with their peers. Having positive relationships with
coworkers has several additional advantages, like making class time more enjoya\lz. The

students are more amenable to the adjustments that the faculty members pr @and they

also come up with novel and interesting ideas. Good, healthy clasfr'%l teractions are

characterized by a number of factors, including: . 6'\

e Trust is the bedrock of any healthy relationship. }Vh&l@ have faith in our group and

e colleagues, we build a strong link that facilj \f cooperation and communication.
If we have confidence in our cowork.erfﬁ can speak our minds and act without fear
of repercussions. Q\

e When we treat our coworke&)@ respect, we show that we value their opinions and
ideas just as much as we dg/our own. When we pool our knowledge, experience, and
imagination, we 6@‘2 up with novel approaches to the problem at hand.

o Responsit‘i{‘ r one's own thoughts and deeds is an essential part of practicing
mm@g People who practice mindfulness are aware of their words and actions,

ey avoid affecting others with their bad feelings.

e Positively connected individuals not only tolerate but also actively seek out those with
different backgrounds.

e disagreements, but they do encourage debate.

We talk all day long and in a variety of settings. As well as more favorably
Our relationships will flourish if we are able to properly convey our thoughts and feelings

to those around us. Open and honest dialogue is the bedrock of any healthy relationship. A
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teacher's ability to form and sustain positive relationships with his colleagues has a

multiplicative effect on his professional success. The most productive relationships at work

are based on trust, cooperation, open dialogue, and mutual regard. When we put effort into

cultivating positive connections with the people we work with, we all benefit. These contacts

may also prove useful as references or potential prospective business associates down the

road. Teachers should prioritize being consistent and reliable so that they can (c%l‘tivate

positive working connections'4. q’S\
i

. @'\

N

The nature of education is a topic of constant disqﬁgi{)n. Teachers who know their

Expertise in the Subject Area

students and who put an emphasis on develop@ students' critical thinking skills
typically provide superior results across th@rd in scholastic evaluations. Education
reformers are debating whether or not%e' ould prioritize student reception over teacher
transmission. This means promoti%%ive learning in which students actively participate
rather than being seen as p%si:e ecipients of information. The goal here is to develop an

'\
approach to educatié’{@%
c

urages students to fully utilize their intellectual potential in
pursuit of excell& :

Q

new approaches to pedagogy are grounded in high intellectual standards"

n order to convince people of this point of view, teachers must
demonstra
and @gching to these standards improves students' performance. Students are the
thinkers and professors are the facilitators in this learning process. In order for students to
make sense of and make use of the material they have been "taught" by teacher-managers, it
is important to account for the "prior knowledge" and "social context of values" they bring to

the learning process'S.
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A good educator taps into students' prior knowledge, encouraging critical thinking and
fostering a deeper comprehension of course material. They discover different ways to
articulate their knowledge. In order to achieve the goal of intellectual excellence, teachers are
expected to motivate and assist their pupils in their studies while also building rapport with
them. Research into various methods of instruction has progressed steadily over time. Over
time, the phrase "teacher effectiveness" has come to be understood in connec.tion to the
relationship between teaching and learning, and both "teacher effectiveness"@*’d\"school
effectiveness" have been largely focused on effective teaching practice . '\S@en it called

nmn

"good teaching," "effective teaching," and even "authentic pedago& angl "quality teaching"

more recently. Construction of knowledge, disciplined in@ and value beyond the

classroom were the three pillars on which the definition’ @%ﬁen‘[ic pedagogy and academic

success rested. "Learners are required to use or @%ate knowledge by using cognitive

processes such as analysis, interpretation, sy Hsg%, and evaluation," as opposed to "merely
S

[remembering] and producing knowlea%i forms in which others have expressed it," as
is the case with memorization @%Cﬁon in traditional learning. In a disciplined inquiry

classroom, teachers encourw%s%udents to develop a thorough mastery of a few topics rather

than a broad survey CJI@% gel’.

Mod @ns of expression and expression of understanding are emphasized in the
classroor%e ers must "create performances, discourse, and products that have personal,
aestl@or [have] social significance beyond just demonstration of success to a teacher," as
one author puts it. Researchers closely observed math and social studies classrooms in 24
different schools. Authentic teaching was found to have a significant impact on student
achievement at all three levels of schooling. Moreover, children from varied socioeconomic
backgrounds may share equitably in the positive academic outcomes associated with real

education. Furthermore, real pedagogy has the potential to lessen the gap in academic success
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between students of diverse socioeconomic backgrounds, particularly in the areas of

mathematics and science!®.

But how can we put a numerical value on the results of a pedagogical approach that
questions the value of teaching in favor of simplistic tests? The Chicago standardized test was
thought to provide only a superficial look at pupils' actual intelligence. They did this by
classifying the writing and math assignments of kids in Grades 3, 6, and 8-%1\ four
dimensions: higher-order thinking, depth of knowledge, depth of comprehe '&)&nd depth
of communication. The researchers concluded that the students' low ‘p@%ance on these
dimensions was largely attributable to the nature of the assignmeni&x» ¢n and the volume of
required labor. However, the genuineness of student work C?ectly related to instruction

- Q

at higher levels of intellectual quality'®. @

It is effective and boosts student perf@ce to have students exhibit their abilities
through knowledge construction or difﬁc@vities, and this is true not only for students
performing at ordinary levels but al students with disabilities. It was discovered that
students with disabilities perfoéb@ at the same levels as students without disabilities who
received a lesser degree @%ﬁc pedagogy when taught by teachers utilizing a high level
of authentic pedagogy. Qids with some disabilities may have lower intellectual capacity than
kids without _di Qlities, so it may take more time and more effective and particular ways to
teac@ep knowledge with these students. However, the study's findings suggest that
when genuine pedagogy is used, kids with disabilities may achieve high levels of success or
make significant gains. It's important to stress, though, that these youngsters didn't fare any
better academically than their non-disabled peers. Therefore, authentic pedagogy is not
offered as a method for instructing children with special needs, but rather as a method for

educating all students?’.
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Work from earlier studies by students, especially those with low prior
accomplishment, demonstrates the need to continue addressing issues related to low past
achievement and the exhibition of work of low intellectual quality. The teachers looked at the
differences between high-1Q and low-IQ schools. They discovered that students of varying
intellectual abilities profited equally from instruction of the highest intellectual caliber. This
means that kids of all backgrounds and skills can benefit from engaging in irltellectually

challenging activities in the classroom?!'-2, Q’S\

Accepted information must be presented as problematic if authentic f)@gy and related
duties are to be defined as quality instruction. Knowledge is presb@ﬁs problematic when
its status as a body of information is shifted to that of some%\g%at is produced and hence
open to political, social, and cultural influences and c 'nguences There are linguistic and
pedagogical ramifications of this mandate. It's ﬁthat teachers and students need to be
able to communicate effectively with %r and that this requires proficiency in
reading, writing, speaking, and hsten@he use of language must take center stage if pupils
are to get authentic 1nstruct10\&§)e challenges connected with conventional wisdom. In
order to make instructio dctices and assessment expectations explicit, and to enable
students to ”name,”@e&st ct, and critique forms of spoken language, the report from the
University o (@ﬁsland suggests that "students should be taught a vocabulary for talking
about lan%a , that is, a comprehensive and consistent metalanguage." Students are better
able@ticulate their concerns and conduct independent research when using this approach

to learning?*24,

In genuine pedagogy, the teacher is viewed of as playing the role of a scaffolder in the
social interactions between themselves and their pupils during the course of instruction.
Building a "zone of proximal development" relies heavily on this scaffolding, which is
central to Vygotsky's idea. "Each zone extends from the student's current level of competence
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to a level requiring greater understanding, which he can shortly reach with the assistance of
other people and learning aids," says the authors. Through this method, a good educator
directs students toward conceptual learning by presenting the lesson or subject in a clear and
relevant manner, using terms that encourage student discussion and the sharing of ideas.

Meier once said that "teaching is mostly listening and learning is mostly telling" in this

N

The concept of constructivism has had profound effects on the way t &canon is

context?.

delivered in the twenty-first century. That teachers "structure leam@ronments and
activities to help learners construct understanding rather thans l\\&b@orh knowledge"
central to this idea. Different elements affect the learnmg %é;& as was discussed at the

beginning of this work?S. Q

A student's past knowledge; the sociell ca&xt of values, expectations, incentives, and
penalties in which the information is tran@é\eﬂ and later articulated by the student; and the
student's self-monitoring in the pro of learning are all examples of such factors, as
proposed by constructivists. In a hell, the pupils are always trying to make sense of what
they're seeing and hearing@gﬁers are tasked with factoring in students' past knowledge to
create more effective,Jearning environments. Teachers, rather than superficially consolidating
the body ial, should encourage students to use their unique ways of thinking by
providi em with opportunities for higher-order thinking. Teachers should encourage
students” to use a variety of communication strategies, including writing and face-to-face
interaction. Teachers and students are expected to "exemplify norms of collaboration, trust,
and high expectations for intellectual accomplishment," with the former taking on the role of
"coach, facilitator, guide, or mentor in a "cognitive apprenticeship" who inspires and nudges
the student to do the active work of learning." Lessons with a constructivist approach "are
designed and sequenced to encourage learners to use their own experiences to actively
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construct meaning that makes sense to them rather than to acquire understanding through

exposure to a format organized by the teacher"?"-?%.

Participation of Students

The form of student interaction is another critical component of genuine pedagogy.
"psychological investment in and effort directed toward learning, understanding, or mastering
the knowledge, skills, or crafts that academic work is intended to promote" is on;{@‘hition
of student engagement. It has also been stated that when students are ﬂ@gested in the
learning process, they spend the maximum amount of time possibl$he job at hand.
Establishing rules by which students can regulate their own a%@&%'zmd behavior rather
than constantly relying on the teacher, using resources t.ha&g'gxhe teacher keep the students
engaged most of the time, and making the teachin ﬂ@g process more enjoyable are just
some of the strategies suggested by Borich to kﬁstudents engaged in the learning process.
It is important to note, however, that not @Ms of participation are equally fruitful. Some
low-achieving children, for instan% ay participate in the teaching-learning process
behaviorally, emotionally, arNysically but not cognitively. Authentic, productive
engagement not only prer Bigh-quality work that demonstrates intellectual application

but also leads to a satisfactory degree of achievement and benefits for students in the actual

world?’. ~ EQ

@extual factors have an impact on engagement just like they do on any other

human behavior. Both internal and external factors might have an impact on a student's
performance. Students' prior knowledge and enthusiasm for a topic are two examples of
internal characteristics that can be stimulated and developed through teachers' presentation of
content. The extent to which students rely on the efforts of their peers is yet another issue

within the classroom. The solution is to encourage them to generate their own unique body of
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knowledge. Engagement and academic accomplishment can be reinforced by social variables
outside of the classroom, such as encouragement from instructors, parents, peers, and the
wider society. A classroom with the right amount of social and cultural support can do
wonders for student motivation. Teachers that make an effort to get to know their students,
students who reach out to others despite differences in background, and a respectful
classroom environment are all hallmarks of cultural support. Key social supp.ortc%i‘n the

classroom include an environment that encourages students to work together (Q'jgt’\'llectual

activities, student-teacher collaboration, and a teacher's high sl@?&?aor student
performance?’. 6.\

Every member of the school community must partici%g' the teaching and learning

N

process if it is to be understood as an interactiv @@ss between teachers and pupils.
s§

Teachers are expected to "plan and develop and the curriculum, and teach by

describing, explaining, helping, listeninngjéﬁ g, encouraging, and evaluating," among

other methods. (b‘%,

Students are able to learn on the Q)n time. The learning process can be guided either from
the outside or from withi@bg student. Although both internal and external influences can
affect learning, stu tstay correlate their sense of agency with improved performance. 'A
curriculum Q}ires to foster problem solving and meaningful learning must be aligned
with oritative management structure that increasingly permits students to operate as
self-regulated and risk-taking learners,' write McCaslin and Good. Good educators can
improve their students' ability to self-regulate their learning by employing a wide range of
instructional strategies, including question types, presentation formats, instructional aids, and

reinforcement techniques?'-32.
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According to Killen, "success encourages further engagement in learning" since it
boosts kids' confidence and makes them happier at school. Historically, the role of the teacher
has been one of dominance and determination over the students' classroom activities, with the
assumption being made that the teacher was the sole arbiter of when and how pupils would
perform classroom tasks. Most research on education note that this approach to instruction is
still widely used. As a result of such criticism, a new school of thought has come to dominate
the field of education research: the idea that students, as learners, should be rq%g;}ﬁble for
determining their own learning. The effective educator must always ev . \8@ much time
is spent on directed instruction against how much is spent on inc.lui nd\ encouraging pupils
to think on their own. Making connections between what pupi@ady know and what they
learn is a primary goal of education. Quality teaching ﬁ@aming occurs, from a cognitive

standpoint, when the teacher makes use of and %%zes pupils' prior knowledge when

imparting new information. The term "scaf(@ljﬁg*flescribes this setup™.

Teacher and student interacté@beneﬁt greatly from cultural understanding. The
extent to "which non—dominﬂ%\ural knowledges are valued in the classroom" is
emphasized here. A go dbcator in a diverse classroom frames information in a
problematic way, sHowihg/cliildren that the world is home to many distinct groups defined by
factors like g@r, race, sexual orientation, ability, language, and religion. However, it is
also imp(é% learn about "pragmatic" cultures, such as those with different "educational
needsgerests, economic needs, and political" priorities. The perspectives, worldviews, and
academic experiences of students from various demographics vary widely. Teachers and
curriculum planners should take these factors into account in order to ensure that all students
have a voice in and equal access to educational decisions made at all levels. In order for

teachers to have access to and be able to make use of their students' cultural knowledge, there
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needs to be communication and cooperation between the home and the school. In the long run,

this communication will have a beneficial effect on classroom instruction3*3>.

Knowledge from many fields should be included in any teaching-learning process so
that students can make connections between their studies. A good educator makes sure that
the lessons they teach fit into a larger context and encourages their pupils to draw parallels
between the material they study and their own experiences. Students are able to @ what
they've learned in the "context of problems, interests, issues, and concerns" th %’gxmportant
to them since the curriculum is designed to help them "integrate leaﬁ%&periences into
their schemes of meaning so as to broaden and deepen their under&&(kgﬁ\g of themselves and
their world." In conclusion, a good educator aids students in %C\Qping targeted competences,
equips them with pertinent information, and propels h@pward predetermined goals. A key
component of high-quality education is ensur'ngat all students, regardless of their

%ural background, have access to and are

socioeconomic status, language proﬁcien(yi gééu

encouraged to participate in all aspec %the regular classroom setting. Students' academic
and social outcomes have b‘é{%md to improve in schools when there is a clear

demonstration of diversity fa.tefms of students' abilities, races, genders, sexual orientations,

and/or ethnicities%%:. Q

Conne @ess, which works hand in hand with inclusion, emphasizes the relevance
of w 1@ learn in the classroom to their lives outside of school and the world at large.
These methods of instruction are emphasized. Learning in both mathematics and reading is
significantly correlated with the use of interactive teaching methods that emphasize
connectivity, among other intellectual aspects. All of this might be regarded as addressing a
persistent worry about how educators communicate their courses, namely, that they need to
do a better job of engaging pupils, especially when discussing fundamentals. The best
teachers understand that there are times when they need to present their material in the form
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of a story. The teacher tells learning stories, both their own and those of their pupils, making
note of any events, situations, acts, or experiences that are relevant to the topic at hand.
Seeing ideas, concepts, and/or circumstances in a narrative format aids in learning and

comprehension?®.

Egan argues that teaching through story telling is an important strategy for learning
and can be effective in both the sciences and the humanities, but it requires more C@p just
selecting curriculum content for narrative form, as it also entails developin %1 teractive
and participatory relationship in the classroom in creating the narrati\‘/%‘l\\en educating a
subset of students who fall outside the norm, narrative often takes é(%r'\stage. It is believed,
for instance, that indigenous children benefit much from list%g%\o stories, especially those
that have relevance to their communities and moral @)ral traditions. Therefore, great
educators should simplify and efficiently impa Qledge and skills by approaching the
process as a narrative type of instruct@.j}xt is both relevant to students' lives and
comfortable to them. A good educato@ serves as a facilitator and guide for their students,

helping them to self-regulate a@ their own learning and behavior*4,

2.1.3.2 Evaluation Q@ﬂ

The pracf{&e‘Qﬁassessing and evaluating students is crucial to the success of any
educationa}%gn. Teachers in the classroom should regularly evaluate their own activities
and determine how effective they have been. The results of an evaluation provide
both "information and insight" into the pupils and the content being taught. Staffing and
school organization are examples of administrative concerns that merit equal evaluation and
assessment. The data gathered can then be used to "adjust and modify, accept or reject”
previously proposed structures. Quantitative or qualitative, the value of an assessment or
evaluation is twofold. First, it informs parents about their children's development; second, it

helps educators reflect on their own practice and determine the degree to which their
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strategies are working. The success of a school can be judged by its capacity to keep tabs on

and analyze data from both the teaching and learning processes*!.

Evaluation and monitoring are seen as the most important factors in a school's success
and development. Evaluations of teaching and learning in high-achieving schools are
typically student-centered. In education, several different types of scales and assessments are
used to provide feedback to educators, school leaders, principals, and parents on @@dents’
progress and development. For Walker and Murphy, "frequent in-class mo %&g around
curricular objectives tied to immediate direct feedback to students...‘@ktmg] students
from falling behind" is a hallmark of high-quality educational m@&o'ﬂs. The tests can be
used for "instructional and curricular planning," which be@{pooth the students and the

teachers. Staff, students, and parents all benefit E(;@bﬁmg involved in the evaluation
S

processes because it increases accountability. As nt and evaluation play crucial roles in

every successful educational setting**#3. ‘ I)\\‘

However, there is contentioﬂ@ﬁ it centers on the type of evaluation at issue.
Assessments based on "true-falsejzpultiple choice, or short answers" lack the depth necessary
for a genuine evaluatio@a?ly, evaluation is vital not just for students but also for
educators, parents, dQOIicymakers in the field of education. Teachers can feel confident

that any ev @ strategy they choose will have a positive impact on student learning**.

Qghers have been described as having "dual allegiance," or a responsibility to both
the school and their pupils, because of the nature of their work in the classroom and the
school as a whole. Teachers are viewed as reasonable individuals who can easily adjust to
new ideas and conditions in the classroom and the wider world. Workers are said to be
effective to the extent that they help their companies achieve their goals. They also defined

effectiveness as "intermediate outcomes" that are indicative of the quality of the workplace
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and are tangentially tied to the organization's primary goals. The success of a teacher can be

measured by how much they help their students succeed academically®.

There are two criteria used to determine how effective a teacher is. The first is picking
an effective approach to teaching, and the second is making sure that approach meshes well
with the student's character. Teachers should prioritize the most effective pedagogical
strategies during the teaching and learning process. The efficacy and quality of inﬁrwn are
directly tied to the methods used in the classroom. Teachers' employment of v, Xteaching
approaches and instructional tactics allows students to better comprelfé@mrse materials.
There are two main approaches to education that are commonlyu@{fé instructor-centered
approach and the student-centered approach. A teacher—cente@cz\i?proach is one in which the
instructor plays the only role in the classroom. Th@t@% has the entire class session to

impart their information to the students*647.

Teachers were well aware that stu@&ut all their trust in them and relied on them
for everything. The term "student-ce approach" is used to describe a way of teaching
and learning that places the emN on the student and their progress. Teachers can improve
their efficiency and out %g'zldopting a learner-centered pedagogy. Students gain self-
assurance and do better in class when their teachers use activities that are both real and
oriented on_t Q However, according to Nunan, the main distinction between student-
cente @ teacher-centered learning is that in the former pattern, the teacher and students

work together*®4.

The context in which a certain syllabus is to be used is an important consideration.
The syllabus's contents must be suitable, and it must be made clear what they are meant to
accomplish. It must also make the goal attainable for the vast majority of students. The

approach taken should align with the course outline. Despite this, teaching is highly
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maintained; it calls for professional judgment in which educators draw on their disciplinary
expertise and their understanding of their students. This means that teachers need to have a
firm grasp of their students' individual characteristics and learning styles in order to pick the

most appropriate teaching approach>%->!,

Teachers, students, and approaches all depend on one another to ensure the best
possible learning outcomes. It was also emphasized that even the best teachin thods
might be rendered ineffective if the instructor does not know how to use the %equently,
both the method and the instructor must be a good fit for each other‘%h\e est possible
results in the classroom. The compatibility of teaching strategieswith ‘the instructor's own
character. This also suggests that knowing a teacher's charat@gg\‘lshed light on whether or

not their preferred technique of instruction meshes %ﬂ'@heir own personality™2.

2.1.4 Personality \ﬂ

A person personality is a rel able precursor of behavior; it underlies an
enduring style of thinking, feeling @ng. Personality can be defined as a predisposition
to act or behave in a character%%ashion in response to one’s environment and personality
also refers to the chara(@'z)f the person that account for consistent patterns of feeling,
thinking and beh{gﬂ Personality is a mirror of what you do and say. Essentially, your
personality%& who are you. Your behaviour reflects your personality and informs how
diffe are from others. A common saying in field of personality psychology is; “Some
things change; some things stay the same.” Personality is a dynamic organisation, inside the
person, of psychophysical systems that create the person’s characteristic patterns of thoughts,
feelings and behaviors. The continuities, consistencies and stabilities of personality traits and
dispositions over time define personality development™.

Social identity is a part of human personality. Social identity is about how you present

yourself to others. Social identity is a theory formed to understand the psychological basis of
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intergroup discrimination. Social identity is the self that is show to other people. This is the
part of ourselves that we use to create an impression, to let other people know who we are
and what they can expect from us. It was proposed that the groups (for examples, social class,
family, study group) which people belonged to were an important source of pride and self-
esteem. Groups gives us a sense of social identity: a sense of belonging to the social world.
Therefore, we divided the world into “them’ and ‘us’ based through a process ?%‘social
categorization. Social identity theory states that the in-group will discriminate a%';;}ihe out-
group to enhance their self-image. They also proposed that there are t .%3@1 processes
involved in evaluating others as “us” or “them”. There are .soc' cegtegorization, social

identification and social comparison.*. ,&(\0\

Identity has an element of continuity because @% its aspects such as gender and
ethnicity are constant which means that people, c ount on you to be the same person
tomorrow as you are today. Contrast me s.®ur social identity differentiates you from
other people. An identify is what ma@ou unique in the eyes of others. Identity develops
over time through relations w@rs. For many people, the development of an identity
follows a period of experi ation, but for others it happens more easily by adopting ready-
made social roles. @Qﬂ urther discuss how people develop their identity by choosing

what they like t ‘\H attention to about themselves in their self-identities.

2.1.5 Pexsonality Types

Qxe Big Five personality dimensions of neuroticism, extroversion, agreeableness,
openness to experience and conscientious have been studied extensively and have been
associated with a variety of work attitudes and behavior. These five personality dimensions
are broad dimensions that are theorized to subsume most narrowly focused personality traits.
The breadth of these dimensions is a benefit in that it distils a large number of personality

traits into a parsimonious set of dimensions for use in research. It means that this model is
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widely used and suitable to use in any research®. The Five Factor Model has enjoyed
widespread popularity in the field. Five personality traits collectively classify the higher-level
dispositions of an individual according to the Five Factor Model.

Extroversion

Extraverts tend to seek interaction with others, novel experiences and complex, varied
and intense stimuli, extroverts, on the other hand, prefer their own company anc.l prefer the
familiar and unfamiliar. Extroverts are gregarious, assertive, activity and excite@)‘ggt-seeking
and extraversion is most often described as the degree to which an i 1. is sociable,
gregarious, talkative, assertive, adventurous, active, energetic an.d iﬂit@us. Extroverts have
been found to be socially engaging, gregarious, assertive, exp@%, articulate, comfortable
in group settings and have a great number of friends>®. *° QQ)

Extraverts also tend to be high in positi@%ivity, self-efficacy and optimism,
extroversion represents various aspects su @giable, gregarious, assertive and talkative.
However, extroversion is about the %ﬁ\) to which people are comfortable in social
relationships, how socially inhibitedy and the extrovert who is comfortable in social
relationships and socially i})tited. Researchers that extroverts’ need for power and
recognition may al c@%hem to take more risks in the job and they would expect the
organization to &Bport their work activities. Besides, they also stated people high in
extroversioniend to be high performers and committed to the organization and their work.
The@gevelop psychological contracts that reflect their hard work, commitment and
willingness to work with others™>.

Agreeableness

Agreeableness is associated with “the need for intimacy”, the recurrent preference in

thought and behavior for experience of warm, close and communicative interactions with

others. Individuals high in agreeableness are trusting, cooperative, altruistic, compliant and
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“moved by others”. However, high agreeable individuals may in their pursuit of harmonious
relations generate more positive attributions to otherwise provocative behavior than low-
agreeable persons would do. Agreeableness is related to “pro-social motives”, aimed at
seeking good outcomes for oneself as well as for other group members and agreeable
individuals have greater motivation to achieve interpersonal intimacy>®.

While, Harris and Fleming which mentioned that agreeableness def,cribes the
courteous, sympathetic, tender-hearted and kind characteristics. Those wh(%s’@\bw in
agreeableness have been described as antagonistic, competitive, cynica thless and
cruel, and they tend to experience and express hostility. Agreealgleﬁi.% about the extent to
which people are sensitive and responsive to others, includin @ement to which they will
defer to them. The two extremes are the tough-minded ih&al, operating predominantly at
a thinking level and lacking sensitivity and respon@% and the tender-minded individual,

operating predominantly at a feelings le\@isplaying sensitivity and responsiveness.

Agreeable individuals are described as%)' =fiatured, cheerful and caring. An individual high
in agreeableness is ‘fundamentaj%)@'tlc57
Conscientiousness

Conscientioys-i %uals have been characterized as dependable, responsible, hard-
working, self-disé%ined, persistent, planful and organized. Conscientious people value duty,
competence,\sclf-discipline and achievement. Besides, Conscientiousness consists of the
ped@@aits of competence, order, dutifulness, achievement striving, self-discipline and
deliberation. Individuals high in conscientiousness are characterized as being responsible,
careful, preserving, orderly, cautious, planful, hardworking and achievement-oriented. People
high in conscientiousness have a sense of duty and obligation to their work and have high job
performance, career success, motivation and job satisfaction. However, conscientiousness

refers to characteristics such as being organized, orderly, precise and efficient. Conscientious
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is about the number of goals that an individual pursues and the extend which they pursue
them in a focused way. The two extremes are spontaneous individual, who pursues many
goals but in an unfocused way and the conscientiousness individual, who pursues fewer goals
but does so in a more focused, controlled and structured way>®.
Neuroticism

Neuroticism is always related to the characteristics of people who have neg.ati%affect
and low in self-esteem. Negative affect is defined by a propensity to view t rld in a
negative emotional state. Individuals high in negative affect tend to . e negative
aspects of other people and themselves. Individuals high in ne.gat' a.ﬁfectivity, a concept
related to the neuroticism are likely to be more pessimist;{%ing a negative view of
themselves and the world around them. Persons low in’s@@s eem and self-efficacy look to
others for approval. Individuals with low self-eStgem tend to withdraw from challenging

situations, are less confident in their abiliti;?é*g(ely to seek feedback, and see themselves
e

as less appealing to others. It was ment at neuroticism has been found to be negatively
related to self-esteem, self-efﬁ%@ocus of control. Characteristic in neuroticism, which
they mentioned that neurotieism is composed of several characteristics including low self-
esteem and negathc@@y. However, neuroticism consists of the specific traits of
anxiety, angry hobﬁ@ty, depression, self-consciousness, impulsiveness and vulnerability.
Neuroticism as “emotional stability” (reverse scale) by some researchers and can be
furt@nceptualized as the extent to which a person is emotional, insecure, nervous, fearful
and apprehensive. Some researcher stated that neuroticism persons also limited in social
skills and they are not interest in any long-term relationship. Research has shown neurotic
individuals are severely limited in their social skills. The neurotic individuals are not likely to

establish long-term relationships that demand commitments, social skills and trust in others.

Openness
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Openness to experience is related to active imagination, aesthetic sensitivity,
attentiveness to inner feelings, preference for variety, intellectual curiosity, and independence
of judgment. High openness employees seek challenging and interesting work and would
expect the organization to satisfy this need. People who are open have a high need for
autonomy and tend to be creative, adaptive and accepting of change. Open individuals are
also at time better able to understand and adapt to new perspectives. Individuals. who score
high on openness should be more likely to report involvement in their work, as t *&ork can
serve as the arena to entertain their curiosity, their appetite for explori : rspectives,
and their tendency to develop genuine interests for any actiyiti th§y are involved in.
Openness to experience or creativity refers to personal @teristics such as being
imaginative, original and curious. However, most of theé @rchers mentioned that openness
is more on openness to the new experience or chafige. ©penness is about a person’s openness
to new experience and is manifested in s&i{@s as an individual’s breadth of interests,
level of creativity and intellectual qualifies. At two extremes are the conventional individual,

who is relatively closed to ne%@nces and open individual, who is relatively open to
such experiences. -
Factors that inﬂuet)@%velopment of human personality.

The ¢ a%(gristics or blend of characteristics that make a person unique.”. An
individual’s personality is the complex of mental characteristics that makes them unique from
othe@ple. It includes all of the patterns of thought and emotions that cause us to do and
say things in particular ways. At a basic level, personality is expressed through our
temperament or emotional tone. However, personality also colors our values, beliefs, and
expectations. There are many potential factors that are involved in shaping a personality.
Research by psychologists over the last several decades has increasingly pointed to hereditary

factors being more important, especially for basic personality traits such as emotional tone.
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However, the acquisition of values, beliefs, and expectations seem to be due more to

socialization and unique experiences, especially during childhood®.
Heredity

Hereditary factors may be summed as constitutional biological and physiological
factors. The constitution of an individual is an effective factor in determining the type of his
personality. There are be three types of personality; short and stout, tall an@ﬁ and
muscular and well proportioned. Height, weight, physical defects, health ag@ngth affect
personality and contribute to personality development do so as a resu?ﬂ%nteractions with
the particular social environment in which people live. For. @(?e, your genetically
inherited physical has an impact on how others see yoa@subsequently, how you see
yourself. These largely hereditary factors are like @se you to feel that you are nice-
looking, ugly, or just adequate. Biological chgo\*efer to the working of the nervous system,
glands, and blood chemistry that deter@ our characteristics and habitual modes of
behaviour. Adrenal gland, thyroid d, pituitary gland and endocrine gland affect
personality. Adler points out tNrsonality defects lead to the development of inferiority
complex and the mental @Rism of compensation. This aspect also includes the mental
ability of the child! t?this ability which enables him to mould the social environment
according equirements. Intelligence is mainly hereditary. Persons who are very
intell'@@an make better adjustment in home, school, and society than who are less
intelligent. Sex differences play a vital role in the development of personality of individual.
Boys are generally more assertive and vigorous. Girls are quieter and more injured by

personal, emotional and social problems.

Psychological factors
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These include our motives, acquired interests, our attitudes, our will and character, our
intellectual capacities such as intelligence, for examples, the ability to perceive, to observe, to
imagine, to think and to reason. These factors determine our reactions in various situations
and thus affect our personality, growth and direction. An individual with a considerable

amount of will power will be able to make decisions more quickly than others.

Environment . {b‘
Some scientists are biologically oriented, while others stress oi‘@ment and

experiences. Today, many developmental scientists see heredity and environment as
[ ) “

fundamentally interwind and also constantly interacting to m @ developing person.

They see both as part of a complex development system?. I&@&e social environment, that he

comes to have moral ideas, social attitudes an@s. The important aspects of the

environment are as follows: \ﬂ

It includes the influence of clin‘&i' ditions of a particular area or country on man
and his living. The child has his b@l‘n the society. He learns and lives there. Hence, the
social environment has an i p% nt say in the personality development of the child. The
family is the first co e@ﬁhild entering the physical world. Within the family, the child
learns language, s&diféocial and moral values of their culture. Bronfenbrenner’s Ecological
theory VieW%ne family as a network of interdependent relationships where each member
inﬂu@ he behaviour of the other, in direct and indirect ways. Within this network, the
children themselves have a significant influence. This perspective looks beyond the ages and
stagesof child development to the large context in which children grow. Learning as the
construction of knowledge within a social context and development could not be separated

from its social context. The type of training and early childhood experiences received from

the family play an important role in the development of personality®!.
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The cultural environment refers to certain cultural traditions, ideas, and values which
are accepted in a particular society. For example, in a culture where a sport such football is
played early and very competitively, a parent’s assessment of a child’s physical abilities may
be linked to performance on the football field. Thus, latter all these factors leave a permanent

impression on the child’s personality.

Taking a broader ecological approach to understand physical activity behavio@ere is

Vi

currently an increasing research emphasis on the role of the physical enviro T A cross-
country comparisons of population levels of health-enhanced ph}‘/%\\ac ity in 15
European countries and concluded that those countries with the be astructures for active
commuting as part of active lifestyles were among the mo%‘&é?re indicating the possible
influence of facilitatory environments on physi a@gtwlty levels. In fact, physical
environment provides cues and opportumtles for, phiysical activity and includes both natural
(such as climate, weather, elevations %ry) and built environments (buildings,
availability of facilities, runways, wo <g@Ges, homes, access, convenience, safety, and urban
planning and design) factors. &%re also individual level influences (such as exercise
equipment at home, acc onfacilities, and satisfaction with recreation facilities) and
community level in@e%s such as neighborhood safety, hilly terrain, frequent observation
of others ‘eé@v physical activity and enjoyable scenery). A statistically significant

associati een neighborhood walkability and the frequency of walking for physical
actl\@ older people.

However, the importance of different physical environmental factors may differ
according to the specific context. Indeed, leisure-time physical activity is enhanced by
presence of recreational resources. For example, in Belgium leisure-time physical activity in
adults was associated with presence of physical equipment at home while in Portugal it was

mainly related with convenience of physical activity facilities.
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The physical environment could be assessed by objective measures (e.g. number of
parks) or by a perceived approach (e.g. an individual self-reported perception of availability
of parks). Several studies have found that both actual and perceived physical environmental
features are associated with engaging in physical activity®.

Most of the studies that examined the influence of urban location on leisure physical
activity participation concluded that adults living in rural locations are less likely.to meet the
recommended levels of physical activity than their urban counterparts. Fi%ﬁg}despite
ecological models pointing to the fact that the combination o . gical and
environmental variables will best explain physical activity, some ie§ have found a non
significant association between physical activity behavior an@cal infra-structures after
adjusting for individual ad social environmental factor§.@tudy of Portuguese and Belgian
adults, concluded that factors as social support, :&@%y, perceived benefits and barriers
are of higher importance, than physical ’%@%ﬂen‘[al variables. Moreover, as the two
samples in the present study were dra% two cities with plenty of sports and exercise
facilities, the absence of facilit%@ample, in very rural areas might still have a negative
impact on exercise®. .

School play @%rtant role in moulding the personality of the children because a
significant part ot‘%: 1ld’s life is spent in school between the ages of six and twenty years. In
the school, t acher substitutes the parents. The school poses new problems to be solved,
nes to be accepted into the superego and new models for imitation and identification,

all of which contribute their share in moulding personality.

Personality Differences
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In some ways we all the same. We all have the same human nature. We share a
common humanity. We all have bodies and human minds, we all have human
thoughts and human feelings. Yet in other ways we are all completely different and unique.
No two people are truly alike. No two people can ever have the same experience of life, the
same perspective, the mind. The development of the beliefs, moods, and behaviors that
differentiate among people. Contemporary theorists emphasize personality traits h.aving to do

with individualism internalized conscience, sociability with strangers, the abil@control

emotion and impulse, and personal achievement. ,%\QO

There are five different hypotheses regarding the earlys ins of personality. One
assumes that the child’s inherited biology, usually called éée\g\peramental bias. It is an
important basic for child’s later personality. T@ suggested there were nine
temperamental dimensions along with three synthetie.types they called the difficult child, the
easy child, and the child who is slow to @ﬁéﬁ to unfamiliarity. Longitudinal studies of

children suggest that a shy and fearful s@ of reacting to challenge and introverted in mood®*.

A second hypothesis régatding personality development comes from Sigmund
Freud’s suggestion that Qa 'gn in the sexual and aggressive aims of the id, which is
biological in naturezcombined with family experience, leads to the development of the ego

and superego. %d suggested that differences in  parental socialization produced variation

in ar@hich, in turn, leads to different personalities.

A third set of hypotheses emphasizes direct social experiences with parents. After World
War II, Americans and Europeans held the more benevolent idealistic conception of the child
that described growth as motivated by affectionate ties to others rather than by the narcissism
and hostility implied by Freud’s writing. John Bowlby contributed to this new emphasis on

the infant’s relationships with parents in his books on attachment. Bowlby argued that the
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nature of the infant’s relationship to the caretakers and especially the mother created a profile

of emotional reactions toward adults that might last indefinitely®>.

A fourth source of ideas for personality centres on whether or not is necessary to posit a
self that monitors, integrates, and initiates reaction. This idea traces itself to the Judeo-
Christian assumption that it is necessary to award children a will so they could be held

responsible for their action. The notion that each child imposes a personal interprefation to

their experiences makes the concept of self-critical to the child’s persgnﬂ%}&

N

A final source of hypotheses comes from inferences based on direct,observations of a
child’s behavior. This strategy, which relies on induction, focus%s@uf?erent characteristics
at different ages. Infants differ in irritability, three-year.-ol @Sfer in shyness, and six-year-
olds differ in seriousness of mood. A major probl @\fhis approach is that each class of
behavior can have different historical antecgkﬁc ildren who prefer to play alone rather
than with others do so for a variety of re@Children might be temperamentally shy and

uneasy with other children while oth ght prefer solitary activity®®.

2.1.6 Job Satisfaction \)

'3
Job satisfaction @eﬁned as a sense of employee achievements and success-es. It

is generally belienghﬂt it is directly related to productivity and work performance, as well
as to person%@—being. Job satisfaction means doing the work one likes, doing it well and
bein ed for own efforts*. People can also have different approach to various aspects
of their work, such as the type of work they are doing, colleagues, superiors or subordinates
and their salary. Different motivation style and leadership style can work in different way on
every employee, resulting in increased work performance and job satisfaction. Therefore, job
satisfaction is an essential element motivating employees and encouraging them to achieve

better results®’.
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Employee satisfaction is of great importance not only for employees but also for the
entire organization. Because satisfied employees are usually happy and motivated to work,
consequently the organization can get amazing results from their work, from the other side,
those dissatisfied employees will not be encouraged and will be disturbed by their work
routine, they will run away from responsibility and even avoid work (sick leave, days off
etc.)®®. Job satisfaction is considered as one of the main factors of the effecti.veness and
efficiency of business organizations. In fact, the new managerial paradigm, whi%';}lsts that
employees should be treated primarily as someone who has their ow, n.@&s d personal
desires, is a very good indicator of the importance of job satisfaicti{%m\rnodem enterprises.
Analyzing job satisfaction, it can be concluded that a satisfied @yee is a happy employee
and a happy employee is successful employee®. ¢ ,\QQ)

The availability of superiors at the time é@% the ability to connect employees,
stimulating creative thinking and knowle ’e@lues, openness in the eyes of employees
and the ability to communicate with ees are basic features of supervision. Various
researches have shown that ith@(b:i and effective supervisor, the level of employee

w& poorer communication skills, the level of employee

'\
dissatisfaction was hi h@getting satisfied employees and good results supervisors have to

satisfaction was high, whil&
adapt their leader@ style in a way that employees get more involved in the decision-making
processes to'get a higher level of commitment for the enterprise's goals. Supervisors have to
invo@ many employees as possible. They have to support individual and team effort and
share information through the company for motivating employees. Good supervisors do not
work only vertically they also work horizontally, which means they have to manage cross-
functional processes, projects, time and resources’’.

Our emotional experiences can be characterized by a continuum of low excitement -

high excitement and sadness - pleasure. It is possible to inscribe the majority of human
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experiences in this two-dimensional grid. Therefore, with this model, one can describe
commitment as a pleasant state of mind with a fairly high excitement, with its level lying
between enthusiasm and happiness’!.

With similar reasoning, satisfaction can be placed within a pleasant state, but with
insignificant excitement. Job satisfaction results from the perception of person’s own activity
as one that allows for the achievement of important values, with these values being c?%s;istent
with the needs and helping meet basic human needs. Job satisfaction as feelingsqﬁ&ttitudes
of the employee towards work. Specific factors should be controlle 1. to induce
contentment in an employee. The factors that lead to a prolo.n%\ sa.gisfaction are called
"motivators" by Herzberg. This satisfaction can generate a @iﬂent, recognition, work
itself and responsibility. The subject literature indi@ a strong correlation between

employee satisfaction and the effects of the or@anization's activities. Among the widely

"

researched and verified relationships are i@’;@ct of job satisfaction on commitment to

work and thus on effectiveness. Job s ion" influences "Commitment to work" which
influences "Work performance" Sa@nanagemen‘[ — human and system’’.

Employee efﬁciencyﬁnquork performance have always been an important issue for
organization mana .@ioyees who are very committed to their organization ensure a
high level of the Q&Qilces' or products' quality, maintenance, productivity and generate higher
profits. En@es have more than job satisfaction, are happy that they can serve and are
pro of products and brands. There is evidence that employee involvement increases
work performance and overall productivity, creates a better and more productive work
environment, reduces employee absence and work leaving’?.

Due the popularity of job satisfaction within the field of industrial and organisational

psychology, various researchers and practitioners have provided their own definitions of what

job satisfaction is. However, the two most common definitions describe job satisfaction as:
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“the delightful emotional state resulting from the appraisal of one’s job as achieving or
facilitating the achievement of one’s job values” and “the extent to which people like
(satisfaction) or dislike (dissatisfaction) their jobs “.

In general, most definitions cover the affective feeling an employee has towards their
job. This could be the job in general or their attitudes towards specific aspects of it, such as:
their colleagues, pay or working conditions. In addition, the extent to which work (%gomes
meet or surpass expectations may determine the level of job satisfaction. I%%er, job
satisfaction is not only about how much an employee enjoys work. }gu that when
employees of an American educational institute rated how ml.ch ey, enjoyed individual
tasks within their role, their scores were reasonably correlate&gt’@\atisfaction with the work
itself, and associated (although weakly) with global jobaSatisfaction. They found that other
measures (such as, level of concentration require@'%e job, level of administration, and

task importance) all had no impact on satis E@

Many businesses fail to unde@gjthe importance of working environment for
employee job satisfaction an th%)%ce a lot of difficulties during their work. Such
organizations are internally K& therefore unable to introduce innovative products into the
market to outshine i&petitors. Employee is an essential component in the process of
achieving the n@gn and vision of a business. Employees should meet the performance
criteria set by the organization to ensure the quality of their work. To meet the standards of

orgaon, employees need a working environment that allows them to work freely without

problems that may restrain them from performing upto the level of their full potential”>.

Job satisfaction is an orientation of emotions that employees possess towards role they
are performing at the work place. Job Satisfaction is the essential component for employee
motivation and encouragement towards better performance. Many people have defined job

satisfaction over the years. Job satisfaction is the integrated set of psychological,
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physiological and environmental conditions that encourage employees to admit that they are
satisfied or happy with their jobs. The role of employees at workplace is emphasized as there
is an influence of various elements on an employee within the organization” If employees are
not satisfied with the task assigned to them, they are not certain about factors such as their
rights, working conditions are unsafe, co-workers are not cooperative, supervisor is not
giving them respect and they are not considered in the decision-making process; resulting
them to feel separate from the organization. Q’S\
Further, he highlighted that in current times, firms cann dissatisfied
employees as they will not perform up to the standards or the ex;zect ns of their supervisor,
they will be fired, resulting firms to bear additional costs fo@iting new staff. So, it is
beneficial for firms to provide flexible working enviro'q{@t to employees where they feel
their opinions are valued and they are a part of th@%ation. Employee morale should be

high as it will be reflected in their perfo&;@ﬁycause with low morale, they will make

lesser efforts to improve®. The working nment consists of two broader dimensions such
as work and context. Work incl @16 different characteristics of the job like the way job
is carried out and completed, n\‘g) ving the tasks like task activities training, control on one’s
own job-related actlé@%nse of achievement from work, variety in tasks and the intrinsic
value for a task’®, \

Ma@earch papers have focused on the intrinsic aspect of the job satisfaction
Res@ve shown that there is a positive link between work environment and intrinsic
aspect of the job satisfaction. Further they described the second dimension of job satisfaction
known as context comprises of the physical working conditions and the social working

conditions. Spector observed that most businesses ignore the working environment within

their organization resulting in an adverse effect on the performance of their employees.
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According to him, working environment consists of safety to employees, job security,
good relations with co-workers, recognition for good performance, motivation for performing
well and participation in the decision-making process of the firm. He further elaborated those
once employees realize that the firm considers them important, they will have high level of

commitment and a sense of ownership for their organization”’.

Different factors within the working environment such as wages, Workil%bours,

\

autonomy given to employees, organizational structure and communi 1% between

W

mostly employees have problems with their supervisor who is -nh@\gl'ﬂg them the respect

employees & management may affect job satisfaction. In organizations, observed that
they deserve. Supervisors also show harsh behaviours to emp%@ due to which they are not
comfortable to share good and innovative ideas with h%ﬁewisors.

Furthermore, he describes that top management limits employees to their tasks rather
than creating a sense of responsibility in @.pj&é by making them work in teams to attain
high performance. The interaction @een employees within a business is crucial for
accomplishing the organizatiohal Is. Further he describes that the communication of
information must be prop Sne in a timely manner so that the operations of the business
are running smooth@@er is a clash between co-workers then it is difficult to achieve the
objectives of r@zationm.

Tl@e‘%arious factors are opportunities for career advancement, amount of tension at
worl@tk involvement, relations with colleagues and supervisors, due recognition of merit,
sufficient emoluments and good working conditions, grievances removal, feeling of fatigue
and loneliness and prestige of the organization. Job satisfaction is a complex and important
concept for human resource managers to understand most employees do not believe their
work is being properly rewarded. Nor do they believe that their companies are doing enough

to attract high quality performers, train them, or manage them effectively.
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Work on satisfiers and dissatisfiers in the work place, job satisfaction has frequently
been held up as means of improving employee motivation. With the improvement come
increasing individual productivity, job longevity and organizational efficiency. The salience
of the concept of job satisfaction has become so ingrained in thinking about jobs and
employees that its importance is now taken for granted, as though it is a tenant of managerial
faith. Today human resource managers want to know how to have satisfied emRIO%s, not
why employees should be satisfied. In truth, employees and managers may k@w&ifferent
reasons for wanting organizational conditions that foster job satisfacti .. %yees spend
most working hours at work, thinking about work, resting up for.wolg)x\preparing for work,
because work provides “daily meaning as well as daily bread.” @ork is not always a place
where workers feel satisfied”. ‘ ,\QQ)

S

Human resource manager may be concerned.dbout employees™ job satisfaction for
different reasons than their employees. Aléij' nagers want satisfied employees because
they care about their employees. Res iented managers want satisfied employees because
satisfied employees may perf@ter and have less absenteeism and greater longevity.

Satisfied employees also tefd\tdproduce higher-quality work than their dissatisfied cohorts.

In fact, studies on @@i ng the workplace indicate that satisfied employees are more

productive d@d organizations with satisfied employees are more efficient. Satisfied
ret

employeeﬁ

work ormance and to have less absenteeism and turnover®’.

ore likely to experience high internal work motivation, to give high quality

Work has been done to understand the relationship between work environment and
job satisfaction all around the world in different contexts over the years. The study is gaining
more and more importance with the passage of time because of its nature and impact on the
society. The findings of a study suggest that a firm can increase its productivity through the

improvement of physical dimensions of work environment (internal climate) and may have a
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positive impact on firms’ productivity. Developed motivational model for job satisfaction and
through research he found that the job-related factors can be divided into two categories,
Hygiene factors and motivation factors. Hygiene factors can not cause satisfaction but they
can change dissatisfaction into no dissatisfaction or short-term motivation, where
motivational factors have long lasting effect as they raise positive feelings towards job and
convert no dissatisfaction into satisfaction. In the absence of hygiene factors (that are working

conditions, supervision quality and level, the company policy and a@traﬁon,

interpersonal relations, job security, and salary) the employee’s chances@ﬂ{?@dissatisﬁed

increase®!. 4% "
N

The motivational factors (the nature of work, the s%égf achievement from their
work, the recognition, the responsibility that is z@o them, and opportunities for
personal growth and advancement) helps employ Qﬁnd their worth with respect to value
given to them by organization. Further, Ql.sj\}'l crease motivational level of employees
which will ultimately raise internal iness of employees and that the internal happiness
will cause satisfaction. Hygie@ér can only cause external happiness but they are not
powerful enough to converttdissatisfaction into satisfaction but still its presence is too much
important. Accordi@% the Herzberg Two Factor Theory, both Hygiene and Motivation
factors are in@é with each other, as Hygiene factors move employee from Job
dissatisfaé% No Job dissatisfaction, whereas motivation factors move employees from no
job (@isfaction to job satisfaction. Researcher developed a model on job satisfaction by
integrating economic variables and work environment variables to study the reaction of
employees in hazardous work environment with high monetary benefits and nonhazardous
work environment and low monetary benefits. The study showed that different psychosocial

and work environment variables like work place, social support has direct impact on job

satisfaction and that increase in rewards does not improve the dissatisfaction level among
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employees. The supervisor’s availability at time of need, ability to interlink employees,
stimulate creative thinking and knowledge of worth of open mindedness in view of workers,
and ability to communicate with employees, are the basic supervision traits. Results revealed
that with good and effective supervision, employees’ satisfaction level was high whereas with
poorer communication ability, dissatisfaction level among employees was high. The job
satisfaction level among faculty members of colleges showed that if proper attenti.on is given

towards interpersonal relationships, recognition and supervision, the level of jo@éfaction

would rise®2. ,%\QO

The workers who work under difficult working conditi@n@rﬁing condition is an

important factor for job satisfaction, so workers under d@é’ﬁ working conditions are

N

dissatisfied through this factor. To improve satisfact:i @@mployees working under difficult

working conditions, it is necessary for the manﬁ1 t to improve the working conditions.

This will make them equally satisfied wit@%’

and in return overall performance will fncgease. A study in telecom sector revealed that there

o work under normal working condition

are different variables like Woﬂ%z% salary, stress at work place and conflicts with family
due to job leads an emplo A%)Wards dissatisfaction that further results in turnover. At final
stage these independentsfactors impact negatively on organizational performance which is

negatively i%@d by these factors. Chandrasekar argue that an organization needs to pay
C

attention 6

more uctive in order to increase profits for organization. He also argued that Human to

ate a work environment that enhances the ability of employees to become

human interactions and relations are playing more dominant role in the overall job
satisfaction rather than money whereas management skills, time and energy, all are needed
for improving the overall performance of the organization in current era. The independent
variable in this research is the working environment in which the employees are working

within an organization and the dependent variable is the Job satisfaction of employees.
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Working environment includes the working hours, job safety, job security, relationship
among employees, esteem needs of employees and the influence of top management on the

work of employees®3.

Factors Influencing Job Satisfaction

Financial reward :{{b‘

Researchers has indicated that financial reward was a major factor oggg)atisfaction.
However, other related factors like promotion, recognition, job involvement and commitment
were also taken into account. Whether pay was a major factor f!@)&%@';ee’s satisfaction or
not, financial reward was taken as a dependent Variabja& various other factors like,
promotion, job security and learning work eq@m were also considered as the
independent variables. This was a relati.vq{)sﬁg qualitative study for which a tested
questionnaire was used to identify Vari%QJ;\omes of the study. The study revealed that job
satisfaction involved several diffe Spheres such as satisfaction with pay, promotion
opportunities, fringe benefits, jMurity and importance of the job. Hence financial reward
and job satisfaction be@ l?ey factor for the teachers which needed attention so as to
achieve a long te%gdls of the teachers. The study tested the hypothesis that income is an
important d@ant of job satisfaction. Factors such as pay, the work itself, supervision,
relati with co-workers and opportunities for promotion have been found to contribute
to job satisfaction®.

There is a significant difference in job satisfaction levels of employees based on their
income. Employees earning the lowest income report significantly lower level of job
satisfaction related to the other income groups. Highly paid employees may still be

dissatisfied if they do not like the nature of their job and feel they cannot enter a more

satisfying job. He studied the pay satisfaction of college teachers and non-college teachers.

63



The result showed that non-college teachers were more satisfied in their jobs than college
teachers®.

It is evident in library management literature that financial reward and job satisfaction
is an important element in work environment, for none of us would work in our present
employment if our pay was seen to be totally inadequate. Yet the evidence relating to the
importance of financial reward on job satisfaction is supporting that salary .is of little
importance in reliance to one's job satisfaction. For example, Lawler conduct@\’tudy in
which about 42,000 individuals were asked to rank the job factors in .%mportance,
financial reward came sixth. On the other hand, they also cited a.stu oi;English skilled and
semi-skilled workers in which financial reward was shown t(@[e most important factor.
Lawler found financial reward to be reported as the’j@aspect with which the greatest
number of employees expressed dissatisfaction, a\@%n average salary was rated third in
importance. In assuring the research findi @important consideration is that whatever
people say, they do behave as if they t%l,( oney is of great importance. He points out that
executive strive to reach highe pa@% arrangement, work for more lucrative arrangement,
bankers embezzle, universit e%hers publish to increase their earnings, money seem to be so
central to our thinking i %‘uon to our job that it leads one to be suspicious about research
findings which r&g)money as being of relatively low importance. The reason for the
difference b n actual and repeated importance of money might well be due to people
dist(@%eir responses to questionnaire items. It may well be for example that many
individuals do not think it is proper to admit that their main motivation for working is
financial rather than for intrinsic value of the job itself®®.

Job security
The concept of security is placed, among other things, under safety needs on Maslow's

human need hierarchy. Researchers opined that it as a hygiene factor since it emanate from
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external factors provided in work place. Job security according to; it comprises a number of
employee services and facilities provided by an employer to his employee and their family
members (in some cases). It is made up of bonus, social security measures, retirement
benefits like provident fund, gratuity, workman's compensation, housing, medical, canteen,
cooperative, credit, consumer stores, educational facilities, recreational facilities, financial
advice etc®’. . cb‘

Research was conducted a study of employees, it was reported that ma%%ployees
preferred improvements in benefits over pay increase; fifty four per n.~(‘§ ) preferred
improved retirement benefits, forty-eight percent (48%) more vaca i t'\me and forty seven
percent (47%) better medical insurance benefits. Also, eigh@fée percent (83%) of the
salary earners claimed medical benefit to be' the mo’s@portant benefits they received,
followed by sick leave with full pay. Workers fe¢Nhsatisfied when they perceive a high level
of job security. It wasposited that job sati @) is only attained, when workers are free
from fear and anxiety of health and saﬁ%' sing compensation and future employment. He
further argued that sufficient b@n incentives in job security of employees would
increase their satisfaction o %ﬁg.

Job Satisfacti @ ork Performance of Public Secondary School Teachers in
Akoko North WeV\ITocal Government Area of Ondo State, used a sample of 200 teachers. A
structure qﬁ%nnaire was used for data collection, while data was analsed using Pearson
Pro@orrelation Moment. Findings showed that there is a significant relationship between
Teachers’ Regular payment of salary, opportunities for promotion, rapport with school
authority, in-service training, job security, career prospect and retirement benefits and their
work performance. The Effecting Job Security and Work Load on Job Satisfaction of
Teachers among Higher Education Institution in Southern Punjab, used a sample of 266

teachers. A structured questionnaire was used for data collection, while SMART-PLS-SEM
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using quantitative research method was used to analyse data. Based on the findings, the
results showed that there is a significant association between teachers’ job security, workload
and teachers’ job satisfaction®.

In a study titled, Job satisfaction and its relation with job security of paramedical staff
with reference to various private hospitals, used a sample of 100 respondents. A structured
questionnaire was the main tool used to collect the pertinent data from the selec.ted sample
respondents while data were analysed using Descriptive Statistics, Spearmat%'&}relation
Coefficient and One sample Wilcoxon signed rank test. The results of a. %gﬁvealed that
there is prevalence of significant dissatisfaction amongst Paran.leg'\» 1 s;aff associated with
private Hospitals and Job satisfactions and job security is nq&@%ﬂiﬁcanﬂy correlated with
each other amongst Paramedical staff associated with p’r@zﬁlospitals. Researchers studied
the Impact of rewards on Job satisfaction evided@% telecom sector of Pakistan. Data
was collected from 100 employees of diff é@ynizational levels. Five Point Likert scale
Questionnaire was used in the study asurement purpose. Data collected was tested
using Correlation Analysis and Re@e:g‘on Analysis. The findings revealed that intrinsic and
extrinsic rewards signiﬁcan&@luence job satisfaction of employees®.

A suweyma@@y report that seven-two percent (72%) of the sample he studied
enjoyed the co%&adnys car, fifty-two percent (52%) enjoyed company paid clubs and
associations,\fotty-eight percent (48%) enjoyed special medical examination at company
exp%irty-three percent (33%) had access to personal use of the company financial
credit card, eighteen percent (18%) made use of company plane, four percent (4%) employed
vacation and hunting lodges paid by company and personal financial planning and
counselling. When teachers are exposed to this kind of packages in relations to job security,
they would be forced to gain satisfaction and stay on their job. It was observed that schools

with adequate educational facilities produced students with higher mean grades in economic,
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commerce, principles of accounting than those schools with crude business educational
facilities. He stressed the importance of business educational facilities; such as computer
services as they make the students perceive and observe their business environment; sustain
interest; collect and process data draw and make inference from data collected and be
motivated towards learning. This affirms that physical working condition has a high
correlation with teachers’ job satisfaction. In the absence of good quantity e.ln(}bq‘uality
teaching materials, it makes teaching-learning experience very boring and ine%s}\l’(re, thus
resulting to poor academic performance of students’!. : \QO

Work environment of teachers is often attributed to schoc.)l K . Sschool plan includes
the school location, buildings, grounds wall, machinery fu{%t\,‘, laboratory equipment,
decorative objects, playfields, audio-visual equipmentvfe,@%ysical working conditions as
the lighting temperature conditions, Ventilation@ level, spacious classrooms, good
maintenance of facilities such as worksh: ’@Snent, stationeries, laboratory equipments
chemicals and library resources. The% erials enhance teaching learning situation in
school if provided in good uar@and quality. Researchers agreed that the material
provided is of a positive s'gigcant correlation with the students' academic performance.
Research was con t@% empirical study on the school environment and students’
academic perforrﬂ%ce in secondary schools in Eket Local government area of Akwa Ibom
State, and fc%out that a pleasant and attractive physical school environment forms part of
the rQs resources power which manifest in his/her personal power. When assessing the
desirability of labour market reforms towards flexible labour market policies, the issue of job
insecurity and its effects on job satisfaction are important to policy makers as low job
satisfaction implies lower productivity. Workers in firms which were downsizing through

redundancy 'schemes suffered Tom decreased motivation, morale, confidence and increased

stress, which were labeled as the "Survivor Sydrome". Green and Burchell showed that job
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insecurity is harmful for welfare, having repercussions on mental health of employees and

their families®2.

Promotion

Promotion is a Shifting of employee for a job of higher significance an higher
compensation. The movement of an employee upward in the hierarchy of the @mation,
typically that leads to enhancement of responsibility and rank and an i . H pensation
package is a promotion. Many researchers give their opinion thE.lt 4\ sa:@sfaction is strongly
correlated with promotion opportunities and there is a direct a @itive association between
promotional opportunities and job satisfaction. The ’r@ce of the positive correlation
between promotion and job satisfaction is on pé@%justice by workers. A significant
effect of career of an employee is promotio ’t@ ects other aspects of experience of work.

Dissatisfaction in regard to opporttrhities for training and promotion is strongly
influenced by the purposes for {w@s compared to dissatisfaction regarding workload or
pay by employing data ofxro%s-sectional nature. Merely a small number of papers are
assessing the influe @’%omotions on satisfaction of job on the whole. Few numbers of
managers makes K{t‘imation about the impact of promotions on satisfaction of workers, by
concentrating, oft satisfaction regarding promotion. Managers who have been promoted feel
mor@gaction with opportunities regarding promotion and have more expectations for
future promotion. From above literature the following hypothesis are deducted. Pay has
significant and positive association with job satisfaction of employees. Promotion has
significant and positive association with job satisfaction of employees. The positive
relationship between job satisfaction and promotion is dependent on perceived equity by

employees. As compared to recognition and achievement, the degree of promotion has a
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stronger impact on job satisfaction. Locke advocates that the aspiration to be promoted
emanates from the desire for social status psychological growth and the desire for justice.
Therefore, management should commemorate that promotion furnishes a positive motivating
tool in ensuring that the employee attains goals at a higher level®.

Promotion can be used as an incentive tool. It is a way of rewarding the employees for
meeting the organizational goals thus it serves as a means of synchronizing organé%l:ional
goals with personal goals. According to Lazear et al the deciding factor for tkg}’p}ition of
any individual in the hierarchy is his talent, the higher the level of talent.i : %?@ﬁvidual the
higher will be his position in the hierarchy. Promotion has its inzpcg{%ceS due to the fact that
it carries with it a significant change in the wage package of ar@oyee. Promotion follows
a defined set pattern which is outlined in the employni ond. In this highly competitive
corporate world, promotion can help the compﬁ@ irms to trace the most productive
participant of one organization to be wort ’%’@ for another organization. In such a way,
promotion highlights an employee in t%’eifgmal environment and realizes his worth in the
internal environment®*, Q)(b

Promotion enhances%mg\ yield of an organization, when an employee climbs a
promotion ladder o @% of his seniority and resultantly, he gets an increased wage rate.
Promotion is not@nmdered to be an incentive device;thus, the optimal results cannot be
generated @moting the employee in the organization. There is a more failure rate when
the @yees are hired externally than when they are promoted internally. The impact of
wage raise, a result of promotion, is found to be more significant than fixed income on job
satisfaction. The employees who are dissatisfied with the opportunity available for
promotion show a greater intention to leave the organization. It was established that the
greater the chances of promotion, the higher will be the job satisfaction of employees. Apart

from job satisfaction, the employee satisfaction is determined by satisfaction with promotion.
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When employees perceive that there have golden chances for promotion, they feel satisfied
for the respective place in the organization. Promotions provide opportunities for personal
growth, increased responsibility, and increased social status®.

Different people interpret compensation differently. In this paper compensation,
reward, recognition, and wages are terms used in different situations. The compensation is
defined by American Association as cash and non-cash remuneration prov1ded by the
employer for services rendered. The result of the findings showed that salary \%'@e prime
factor for the motivation and job satisfaction of employees of the automo q@ms‘[ry from
the results of the survey. The survey tried to assess the various job C ac‘.geristics and the way
the employees ranked them as motivators and satlsﬁerK%P!e results showed that
compensation was ranked as the number one job eleme h@ Job satisfaction and increase in
salary for performance was ranked as the n@ one job element for motivation.
Compensation is a very valuable tool for r e@n nd turnover. It is also a motivator for an
employee in commitment with the o tion which in result enhances attraction and
retention. It also works as co u@r when it is given to employee against his services
which shows how much an gk\)yee is valuable for its organization®®.

Recognition of teacCJlQQ

RecognitiNs a public expression of appreciation given by a group to individuals who
undertake desiréd behaviour. Like other organizations, in educational institutions, a balance
is d@ned between the performance of the teachers and their commitment to the work.
Recognition with many other factors can have an effect on the job satisfaction and motivation
of teachers. With regard to statistics, there is an important link between recognition and that
between motivation and satisfaction. Awarding the financial benefit to employee without any
prominent show also loses its important. When an employee get a monetary reward with

exceptional amusement and excitement that experience becomes more tremendous for
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recipient. Types and nature of recognition have a direct relation with the motivation and
satisfaction of the employees. Changes in recognition and reward can bring a definite change
in work motivation and satisfaction. Researchers confirmed the strong positive effects of
rewards and recognition on job motivation and satisfaction. It was also stated that motivation
and job satisfaction of employees can be increased considerably, if more attention is given on
employee reward and their recognition. Satisfaction, motivation knowledge, cczlla(%oration
with partners and colleagues, dedication, holding and participation may be in th, ’}r of the
most important aspect of human resource management result. Perfo .ﬁﬁ be judged
through a single yardstick and that is behavioral dimensions of.an plg)yees. There are no
rules by which unusually good actions could be ganged, and&@h be pleasant behaviour,
helping colleagues or punctuality. Considering recog’q{&l, it can be said that it is an
important factor affecting employee motivation®’. QQ

The recognition may include the mbd award but these factors are not of any
importance or significance. Teachers %gged for their professional competence. In the
teaching profession, the positio&of)@hers offers them recognition for their capabilities and
accomplishments. Recogniti g\lone may not work. Although, the strength of recognition
may give a boost to @%oyee in society, however, their effects are not measurable alone
without paying &mething Intrinsic recognition and extrinsic recognition are usually
correlated. ver, there is no direct relation between admiration of the workers and their
will@s to work if their pay is not good enough. Therefore, there is no value of intrinsic
rewards, like acknowledgements, admirations and authorization when there is no extrinsic
recognition. Human resources are the key drivers of the prosperity and success of any
institution unless and until the institution does not recognize the efforts and contributions of

their employees and reward them accordingly; it would not be able to conquer the highest

level of motivation and job satisfaction of the recruits. Recognition and reward is
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advantageous to the employee in a way that it injects self-confidence. Offering different
schemes of recognition and reward is a way of acknowledging the efforts of employees
which help the employees to ponder on the point that he/she as well as his/her work s being
valued by the institution. It also works as stress reliever. When an institution is offering
different sorts of incentives and recognition to the employee, it will relieve many of his/her
fears®®, . cb‘
Personal satisfaction Q’S\

Job satisfaction is the result of the worker's appraisal of the de . %h the work
environment fulfills the individual's needs. The term job satisf?cti sg:fer to the attitudes
and feelings people have about their work. Positive and favo&@éttitudes towards the job
indicate job satisfaction. Negative and unfavorable aﬁi@)ﬂs towards the job indicate job
dissatisfaction. Smith suggested that job satisfa@%feelings or affective responses to
facets of the situation." Job satisfaction ca @jed also as the extent to which a worker is
content with the rewards he or she gets@ his or her job particularly in terms of intrinsic
motivation. Nash observed that tl@)%ture of job satisfaction in the industrial world is
attributed not only to one but Jg\lany factors such as promotion, pay package, supervision,
work itself, work gr ork condition. Job satisfaction was perceived by Peretomode as
fulfillment acquir&hwuh experiencing various job activities and reward®’.

It %\'ewed that job satisfaction as a bi-dimensional concept consisting of intrinsic
and @nsic satisfaction dimensions. She further asserted that intrinsic sources of
satisfaction depends on individual characteristics of the person, such as ability to use
initiative, relations with supervisors, or the work that the person actually performs, all these
are symbolic or qualitative facts of the job while extrinsic sources of satisfaction are
situational and depends on environment such as pay, promotion or job security; these are

financial and other materials. Job satisfaction is a component of organizational commitment.
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Spector stated that job satisfaction can be considered as a global feeling about the job or as a
related constellation of attitudes about various aspects or facets of the job. He discovered that
organizations with more satisfied workers are more effective than those with less satisfied
workers. Job satisfaction is described as the feelings of employees resulting from the
assessment of their job. It can be negative, positive, or moderate. Edwards refers to job
satisfaction as an evaluative judgment about the degree of pleasure an employee d.erives from
his or her job that consists of both the affective and cognitive components. Job @:tion as
the attitude an employee has toward his job." highlighted that em@?@ability and

opportunities aid to improve their satisfaction of the job level'%. %.\

2.2 Theoretical Framework &C\o\

2.2.1 Theories of Job Satisfaction : Q

Content Theories Q
The content theories base on wh@@s people at work that is, identifying the

needs, drives and incentives/goals and their prioritization by the individual to get satisfaction
and thus perform effectively&{%éarchers have prepared different lists of biological,
psychological, social and highier*order needs or requirements of human beings. Almost all the
researchers have ca@& hese needs into primary, secondary and high-level requirements
of employee \@ need to be fulfilled whenever worker is required to be motivated and
satisfied. &e are several content theories, which guide the managers in understanding.
Mas@ Theory of Satisfaction

Maslow’s hierarchy of needs is “the most widely mentioned theory of motivation and
satisfaction.” Capitalizing mainly on humanistic psychology and the clinical experiences,
Abraham Maslow postulated that an individual’s motivational needs could be arranged in a

hierarchy. Once a given level of needs is satisfied, it no longer helps to motivate. Thus, next
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higher level of need has to be activated in order to motivate and thereby satisfy the individual.
Maslow identified five levels in his need hierarchy:

1. Physical needs: (food, clothing, shelter, sex),

2. Safety needs: (physical protection),

3. Social: (opportunities to develop close associations with other persons),

4. Esteem/Achievement needs: (prestige received from others), and . ‘b‘

5. Self-Actualization: (opportunities for self-fulfillment and accomp}is@i\through
personal growth). ‘%\

Furthermore, individual need satisfaction is inﬂuench@ “by the importance
attached to various needs and the degree to which each ind@ perceives those different
aspects of his or her life should, and actually do, i % these needs. Some argue that
Maslow’s hierarchy of needs theory is the first motivation theory actually laid the foundation
for ,,job satisfaction theory™. This theory @s good basis from which early researchers
could develop job satisfaction theories.h
Herzberg’s Two-Factor The Q)(b

Herzberg developed«%pgaciﬁc work motivation theory. He did a motivational study
on about 200 acco%@a engineers employed by firms in Pittsburgh, Pennsylvania. He
used the c%@&den‘t method of data collection with two questions: a. when did you feel

particular d about your job — what turned you on? And b. when did you feel

exce@ally bad about your job — what turned you off.

Tabulating these reported good and bad feelings, Herzberg concluded that job
satisfiers (motivators) are related to job content and that job dissatisfiers (Hygiene factors)
are allied to job context. Motivators relate to the job contents like Achievement, Recognition,
Work itself, Responsibility and Advancement). They hygiene factors do not

,motivate/satisfy“rather ,prevent dissatisfaction. “These factors relate to the context of the
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job such as, Company policy, Administration, Supervision, Salary, Interpersonal relations,
Supervisor, and Working conditions.

The theory has been admired as the most useful model to study job satisfaction, for
example, the theory has been found supported in educational settings and it has been used as
a theoretical framework for scientifically assessing police officers™ job satisfaction. However,
a review of literature revealed criticisms of the motivator-hygiene theory. For example,
researchers have not been able to empirically prove the model. Likewise, the t%@ignores
the individual differences and assumes that all employees react in a si TaQaner to the
changes in motivators and hygiene factors. The model is also .c@egl for suggesting no
specific method to measure the factors of job satisfaction and di faction!?!,

Theory X & Y (Douglas McGregor) ¢ ,\QQ)
After viewing the way in which manage\@%ith employees, theorist concluded

that a manager’s view of the nature of I:ﬁ@geing is based on a certain grouping of

assumptions and that he or she ten% old his or her behavior toward subordinates

according to these ,,assumption&;()cb‘

Theory X Assumptions -
e Average hux@@@we an inherent dislike of work and will avoid it if they can.
e Beca eé\disliking work, most people must be coerced, controlled, directed, and
thé%d with punishment to get them work for organization.
Qrerage human beings prefer to be directed, wish to avoid responsibility, have
relatively little ambition, and want security.
Theory Y Assumptions

e Physical and mental efforts in work are as natural as play and rest.
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e External control and threat are not the only means for producing effort toward
organizational objectives. People will exercise self-direction and self-control in

achieving committed objectives.

e Degree of commitment to objectives is in proportion to the size of the rewards

associated with achievement.

e Average human beings learn, under proper conditions, not only-tq&ccept

2.3  Review Empirical of Studies ‘%\

The investigation into the correlation between personaliw@tgaching effectiveness

responsibility but also to seek it. :6&

has demonstrated that there is a positive association be%%; the personality traits of
extraversion, agreeableness, and conscientiousness q@ac ing effectiveness'”. However,
there is no significant relationship between goticism and openness and teacher
effectiveness. A research investigation Q:)%C er effectiveness has indicated that the
construct of teacher effectiveness e %passes various factors, such as a teacher's good
professional attitude, positive&&g&ive processes, and belief in service, self-regulation,
dedication, autonomy, an@t'drship. According to the study, it is asserted that a proficient
educator aims to f@ejQw cultivation of favorable self-assurance and self-regard among
students!?!, @more, a proficient educator would actively participate in all school-
organize(é%dties and ideally exhibit enhanced engagement with colleagues, students, and
parentsy’The concept of teacher effectiveness encompasses various factors, such as the
teacher's traits, including their personality and attitudes. Additionally, it involves the
examination of processes, such as teacher-pupil interaction, as well as production variables,
such the outputs of the teacher-learning process, specifically focusing on pupil

achievement!%2,

76



An adept educator possesses the ability to establish a conducive learning atmosphere,
demonstrate genuine concern for students' engagement during instructional hours, foster
authentic learning through interactive questioning and discussions, and adeptly manage
classroom organization with minimal challenges, thereby encouraging student motivation
towards achieving academic success. In contrast, the group of teachers who possess
characteristics that are contrary to the aforementioned traits might be cl.assiﬁed as

unsuccessful educators!'®3. Q'S\

The present study aimed to investigate the correlation between‘%}r effectiveness
and various factors such as job satisfaction, personality traits, and I@fhealth The findings
indicated that a significant proportion of the teachers %égmtrated a high level of
effectiveness. Additionally, approximately half o @eachers included in the sample

04

reported experiencing high job satisfaction! ermore, a majority of the teachers

exhibited traits associated with decisivengss ®31bility, and heterosexuality. However, a
significant portion of the teachers dls‘% lower levels of emotional stability, masculinity,
friendliness, ego strength, cu&gf dominance, and self-concept personality. Moreover,
more than half of the teac in"the sample reported experiencing low levels of mental health.
The study found th@% s a significant difference in teacher effectiveness between those

with high jo a@&.tion and those with poor job satisfaction within the sample!®.

@ators who have attained advanced levels of professional expertise and
psychological development possess the ability to effectively manage the intellectual
accomplishments of their students alongside fostering interpersonal growth within the
classroom setting. These teachers employ a collaborative approach with their students to
establish control over the learning environment, while also promoting creativity and
adaptability to cultivate interactive and engaging classrooms. Teachers with excellent
language abilities are more effective. The impact of teachers' reading level, as assessed
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through vocabulary and other standardized examinations, has a greater influence on student

accomplishment compared to any other quantifiable characteristic of teachers!%.

A research investigation examining the relationship between personality traits and
adjustment factors in relation to organizational commitment among college teachers revealed
that individuals who possess the temperament of being conscientious, trusting, adaptable, and
practical, while being influenced by external circumstances and adhering to ruies(@nd to
exhibit a higher level of commitment towards their respective academi &titutions.
Additionally, these individuals demonstrate a propensity for tak@culated risks,
maintaining a strong sense of self-control, displaying social @y&s, and expressing

emotional tendencies'?’. &C\O\
4‘2)

The findings of the study examining the \on between personality traits of
potential teachers enrolled in teacher educa.tig@titutions indicate that the most prevalent
trait among these individuals is opennes@h exhibited a higher degree of significance
compared to other traits. Numero olars have undertaken the investigation of the
correlation between the personWraits of teachers and their interpersonal interaction with
students. In the study co %&3 the researchers observed a continuous correlation between
the personality traitSof teachers and their self-perception in terms of being kind, helpful, and
providing stu with opportunities for autonomous work, as well as freedom and
responsi inside the classroom. This study also suggests that there existed a stronger

correlation between instructor personality and self-perception!%,

Murray (year) posited that effective teachers exhibit qualities such as friendliness,
sociability, flexibility, adaptability, and openness to change. Research has revealed that
effective teachers exhibit superior personality adjustment and possess a more favorable

attitude towards teaching compared to ineffective teachers. However, there is no significant
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difference in the level of interest in teaching between effective and ineffective teachers.
Furthermore, effective teachers demonstrate significantly higher emotional stability, but there
is no evidence to suggest that they are more extraverted. It has been disclosed that when
summarizing the attributes of effective teaching, it is stated that proficient educators assume
personal accountability for students' learning, exert guidance and authority over student
learning, employ a diverse range of instructional techniques, foster independer.lt thinking,

problem-solving, and decision-making skills, and offer learning methodologies é;}hpanied

by cognitive strategies for organizing and comprehending the subject m;%ﬁsg@taughtw%

The attributes of warmth, kindness, friendliness, dyn@,'\and motivation in
fostering student learning are commonly seen as significant L%L{g s of an excellent educator.
The prioritization of enthusiasm and passion for ea@ surpasses the consideration of
empathic and understanding of students' emotio s,ﬁking the latter as secondary. Teacher
behaviors that contribute to teaching efféi)%é encompass a range of factors, such as
variability in instructional approaches,\displaying enthusiasm for the subject matter, being
task-oriented, offering students%g? opportunities for learning, incorporating student ideas
into the teaching process Viding constructive criticism, utilizing structured comments,

employing differen@o questions, probing student responses, and adjusting the level of

difficulty in i st@ ion'1°,

@level of proficiency exhibited by educators in managing their own emotions as
well as those of others can be seen as an indication of their emotional intelligence. According
to Norton, the influential dramatic behaviors that have the most impact include the ability to
control mood, effectively tell stories, elicit laughter, and entertain. These behaviors are

closely associated with being viewed as a competent teacher!!!.
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The study examined the association between teachers' attributes and their
effectiveness as measured by a widely used teacher selection tool. The findings revealed that
these attributes could be categorized into two main factors: cognitive and non-cognitive skills.
Both factors were found to have a moderate yet statistically significant correlation with
outcomes for both students and teachers, particularly in relation to student test scores. It has
been suggested that the prediction of success in teaching cannot be attributed foa single

component. However, employing a comprehensive range of metrics can assi%&&:ational
e

institutions in enhancing the caliber of their teaching staff!!2, ,%\QO

A study examining the attributes of effective and im@\g@ teaching practices
revealed that proficient educators possess the following @%@s: (1) they demonstrate
respect towards their students, (2) they employ eng . Qinstructional methods, (3) they
exhibit fairness in their evaluation processes, 4)§y display genuine concern for their
students' achievements, (5) they exhibit a {r.ojg\ sion for the subject matter they teach, (6)
they foster a friendly and approachable eanor, (7) they encourage questions and facilitate
discussions, (8) they consisten@xd%?onstrate preparedness and organizational skills, and (9)
they possess the ability infplify complex subjects, making them more accessible for

students to comprek@(b%h , this study posits that effective teaching is contingent upon the

amalgamatio céxtsonality and ability variables, with the primary determinant being the

113

teacher's %S ality

9 a comparative study examining the associations between school extrinsic
characteristics and students' academic achievement in science, a target population of 182
Secondary Schools was utilized. From this population, 20 schools were randomly selected to
represent each of the three science subjects: Physics, Chemistry, and Biology in Bendel State.
A positive correlation was seen by researchers between the independent factors of laboratory
facilities, suggested textbooks, number of science books in the library, and teachers'
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credentials, and the dependent variable of students' academic achievement in the subjects of
physics, chemistry, and biology. This analysis aims to identify the contributions of certain
aspects within these facilities and their impact on the academic accomplishment of students,
based on the aforementioned facts. The academic resources encompass libraries, textbooks,

school buildings, and laboratories'!.

According to the Oxford Advanced Learner's Dictionary, a library is deﬁﬁ’& as a
physical structure or designated space where a variety of literary resources L% s books,
tapes, newspapers, and other materials are stored, with the purpose of@fng individuals
with opportunities to engage in reading, studying, or bonowing-t@geﬁomces. The library
plays a crucial role in the teaching and learning process. Thi%&ce constitutes a significant
component of the educational landscape. The educ t@orocess operates within a realm
predominantly characterized by the utilization o és. The primary objective of a school
library is to offer students with conveniee.j{}es to a wide range of books, journals, and
other reproduced materials that are b(@eresting and valuable to them. These resources are
not necessarily included or ass@Kegﬁ core or supplementary textbooks. The significance of
libraries has been unders by the government through their inclusion in the National
Policy on Educatio@), hich mandates that each state Ministry allocate funds for the
establishm%@aries in all educational institutions and for the training of librarians and

library assistahts. As an essential component, it holds a fundamental and prominent position
insi(& educational institution''>.

The platform facilitates all educational operations within a school setting and offers
comprehensive assistance and support to its users. In order to effectively serve its users, a
library must maintain current resources while also ensuring accessibility to older content. In
order to adequately support the provision of products and services, it is imperative to have
sufficient financial backing. When categorizing various forms of libraries, it has been said

81



that the secondary school library, in whatever format, has supplanted the conventional
approach of direct instruction using chalk and verbal communication, thereby significantly
impacting students' academic achievements. The researcher reached the determination that a
well equipped library is a significant resource that contributes to effective learning and the
attainment of elevated educational benchmarks. According to the researchers, it is
emphasized that school libraries may not yield desired outcomes unless the boolfs available
are sufficient in quantity and current in content!'®. Furthermore, the impact of @rary on
students' learning experience is contingent upon its accessibility thr . significant
portion of the school day. It is disheartening to acknowled.ge t.§everal educational
institutions function without the presence of libraries, as inK@d by the aforementioned
facts. It has been previously observed that the complef@k of a structured school library
will have detrimental consequences for numerousﬂ%\%ry school students. This statement
strongly suggests that a significant num ’r@yhools function without the presence of

libraries, resulting in a negative impact%‘: academic achievements of their students!!”.

The school library has‘%n)zécognized as an instructional resource that can have a
substantial impact on studehts' dcademic performance, even when considering their familial
background. The re@@r iscovered that the impact of library size and its level of activity
yielded favo b@sults in 15 out of the 18 analyses conducted. The author observed a
significa %ciation between instructional facilities and academic performance.
Spe(@ly, the study revealed a positive correlation between the presence of a well-
equipped library and academic achievement, indicating that schools with comprehensive

library resources tend to exhibit higher levels of academic success''®.

In a separate investigation pertaining to enhancing educational standards in
underdeveloped nations, a correlation was established between the availability of a diverse
assortment of books within the library and academic achievement. According to the findings
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of the researchers, who examined the library facilities in secondary schools in Lagos, it was
observed that the recommended guideline of providing each school with a library capable of
accommodating 100 students was not adhered to. The majority of the tested schools had a

seating capacity that fell below the specified threshold'"”.

A textbook is a significant resource that plays a crucial role in facilitating academic
success. Numerous authors have extensively emphasized the role of textbooks in-ﬁi@‘tating
academic success. Research findings have indicated that in certain cases, te @&5 serve as
the sole reservoir of information for students, as well as the prima@culum for the
respective subject. In their longitudinal study utilizing a nati@n@gn'ble of eighth-grade
students, Lockheed et al. (1986) investigated the impact of t%ﬁiﬁks and many other factors
on student achievement increase. In a previous s%@ was suggested that the printed

word remains unparalleled in its significance, within the educational process, thereby

establishing textbooks as a ﬁmdamental@&nt of teaching at all levels. In a study
examining the relationship between te k usage and educational achievement, researchers
observed 1,006 primary school‘p%% The findings indicated that students who utilized more
than two textbooks had stgnificantly higher likelthood of passing the graduating
examination, nearly@rjggfes greater than those students who had no access to textbooks in
their school S@qcally, the pass rate for students with extensive textbook usage was 67

percent, \6& s students without textbooks had a pass rate of only 24 percent!%,

Qle assertion made by proponents of educational enhancement is that advancements
in instructional resources would invariably result in modifications to pedagogical practices,
particularly with regards to instructors' reliance on textbooks. Textbooks are often seen as
valuable and practical resources by numerous educators, as they can enhance the learning
experience without undermining the authority of the teacher. The significance of choosing a
textbook for academic success has been well recognized. Unfortunately, it is regrettable to
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note that suitable textbooks are currently unavailable for instructional and educational

purposes. The absence of textbooks can be attributed to the elevated!'?!.

The subject under consideration is the concept of costs. The author observed that in
such circumstances, students may have financial constraints that prevent them from acquiring
the necessary resources. Consequently, it may be inferred that the teacher will assume the
only responsibility of providing knowledge to the students. In cases where the teac}{bgerves
as the sole provider of knowledge, there is a possibility that their choice o @00]{ may
exhibit bias. The bias in question pertains to the potential selection 6%}1’1&15 based on
characteristics that may be deemed unacceptable, such as Visua@?ﬁl in terms of color,
print quality, or photographs, as well as the author's qualifi 'C(:?s and recognition in other
publications. In a scholarly investigation examinin % sociation between resources and
their utilization with academic achievement, the “sesearcher found compelling evidence
indicating a noteworthy correlation betweé)&% of recommended textbooks and academic

performance in the subjects of int tory technology, Business Studies, and Home

Management'?2, \g)

Numerous researﬁ%ﬁ?es have demonstrated that the achievement of educational
initiatives is contin tonn the presence of adequate physical infrastructure, particularly in
the form 1 buildings. The significance of school infrastructure, including the
provisi school buildings and other facilities, has been recognized as a contributing factor
to positive academic outcomes, as it facilitates successful teaching and learning activities.
The scholar additionally asserted that the presence of properly located school buildings with
aesthetically pleasing circumstances, accompanied by amenities such as playgrounds and
lavatories, tends to have a positive impact on kids' educational achievement. Expanding upon
this topic, the Encyclopedia of Educational Research has documented that the whole
environment within a school facility should be characterized by comfort, pleasantness, and
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psychological upliftment. The ideal environment should encompass a passive physical setting

that is conducive to educational stimulation, hence fostering a sense of well-being!?3.

The facility should cater to its inhabitants, particularly in terms of supporting the
educational process. The aforementioned situation may solely be achieved by the
collaborative endeavors of innovative educators, administrators, and a resourceful and
experienced architect. In order to substantiate the aforementioned claim, it @worth
examining the historical trajectory of school building. It becomes evident t &the past,
school sites were selected in a haphazard manner, often lacking due re@ professionals
such as architects, consultants, engineers, and administratori\\»%n'éng other relevant
stakeholders. The observer identified the defects as a si%%& misallocation of limited

Q

resources. It has been observed that school buildinEs a crucial role in the educational

system, since they can either support or hinder le while not being directly involved in
the teaching process. Nevertheless, t iﬁﬁ idual in question did not perceive the
construction of school buildings as @niﬁcant factor influencing academic achievement
inside educational institutions,w%npirical evidence was discovered to support the notion

that a costly school struc would inevitably enhance academic performance. Supporting

the aforementioned@s& , the author's argument exhibits doubt regarding any meaningful

correlation beéw@tosﬂy infrastructures and academic performance'?>.

@ermore, within the context of his analysis on secondary school education in
Nigeria, it was emphasized that the Inspector's reports throughout the years have consistently
highlighted a substantial body of evidence and a comprehensive record of deficiencies in the
allocation and effective utilization of educational infrastructure and instructional resources.
The speaker proceeded to assert that numerous lessons have been conducted in unsanitary
environments, with certain schools lacking ceilings, doors, and shutters for their windows,
and some classrooms lacking concrete flooring. The situation is particularly dire in rural areas,
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where the unfavorable conditions impede the potential for substantial educational progress.
Due to the lamentable state of affairs, it has been posited that a mere fraction of secondary
school graduates in Nigeria possess the requisite qualifications to gain admission into a
university. Scholars have expressed their viewpoint that educational institutions, ranging
from early childhood education to higher education, necessitate physical infrastructure in
order to facilitate their efficient functioning. In order for schools to operate effegtiv(%yﬂ, it is
imperative to have various facilities such as classrooms, offices, assembly hallséb}fatories,
and staff quarters. Additionally, it is crucial to ensure that essential thi .N rniture for
both staff and students, books, science equipment, games, and sp.ort uipment, are provided
in sufficient quantities and maintained in good shape. This&%position focuses on the
e

lamentable condition of public schools in Nigeria!?®.  * Q

>

The researcher expressed concern on the, inadequate infrastructure of public school
buildings, including the absence of roof: n&s, and doors, as well as the presence of
broken walls. Additionally, the rese @r noted a lack of teaching facilities, which has
resulted in teacher frustratiow%o insufficient equipment and resources to support
educational endeavors. W Xamining educational institutions in developing countries, it is
essential to compa@ 0 those in industrialized nations, focusing on factors such as
facilities, su lé\utilization, and provision. It has been suggested that the educational
systems 6 veloping countries, such as Nigeria, operate under circumstances that
significantly diverge from those observed in industrialized nations, such as Great Britain. The
individual additionally asserted that primary school students in industrialized nations
typically attend educational institutions housed in contemporary, well furnished structures,
and are provided with a meticulously designed curriculum that is carefully structured in terms
of its content coverage and progression. Consistent with the aforementioned, it was indicated

that, on average, they reported receiving 900 hours of learning time each year. The

86



educational landscape in Nigeria, specifically in Ekiti State, presents a distinct scenario
characterized by deteriorating infrastructure in primary and secondary schools. Additionally,
the prevalence of prolonged strike actions lasting between three to six months further
exacerbates the issue, resulting in significantly low and demotivating levels of student

attendance per academic session'?’.

The laboratory is a designated space, either a room or a building, that is s@cally
designed for the purpose of facilitating the practical application of academic ¢ & through
hands-on demonstrations. Researchers have suggested that the adage‘%a\\g 1s believing"
applies to the utilization of laboratories in the instruction and\\d uisition of scientific
knowledge and other science-related subjects. This is due %@? fact that students have a
greater tendency to comprehend and retain info g@hat they visually perceive, as
opposed to information that is solely auditory oéeyed through verbal instruction. The
inclusion of a laboratory component is ir@%b he pedagogy of scientific education, and
the efficacy of a science course is 1}%‘ contingent upon the quality and availability of
laboratory resources provided. isqaé/ell acknowledged among scientific educators that the
laboratory has a prominen n science instruction. This location can be characterized as a
setting where thedreti concepts are applied in practical contexts, whereas practical
components A@N educational settings engage students in tasks such as observation,

=

quantiﬁc% ymeasurement, experimentation, documentation, and fieldwork!?3.

ngaging in activities diverges significantly from the theoretical aspect of
employment, which entails actively listening to presentations and transcribing pertinent
information. The laboratory serves as a platform where learners can expose their views, ideas,
claims, and theoretical propositions to experimental tests. In order to cultivate and stimulate
students' engagement in subjects that entail laboratory work, it is imperative for the teacher to
actively participate and facilitate the transfer of knowledge and factual information to
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learners, hence enhancing their performance in examinations. In accordance with this
perspective, it is pertinent to inquire about the extent to which laboratory settings have
successfully attained their intended goals. It has been emphasized that the teacher assumes
the role of a knowledge provider, while the laboratory serves as a means of practice or
verification. The authors elaborated on the opposite end of the spectrum, wherein the teacher
plays the role of a facilitator of learning, and the laboratory serves as a space for the

exploration and discovery of information!%, q’S\

Nevertheless, a mounting body of research suggests that teache‘%}[o demonstrate
behaviors that align with the intended aims. The factors encompas\b(ﬂ}g'ﬂhis category consist
of pedagogical approaches to practical instruction, insufﬁ%@ or nonexistence of well-

equipped laboratories, large student enrollment, sc@@resources for facilitating practical
alt

teaching and learning, as well as the amount and of educators.

In her examination of the resour@lable for the instruction and acquisition of
Biology knowledge in a selection cently established secondary schools in Lagos,
Nwachukwu observed a prevaiwsufﬁciency of resources. The researcher also discovered,
among other findings, th@)ﬂa significant majority (80%) of the previously identified
schools with labora ieQdid not possess well-equipped facilities, and (b) 40% of the schools
surveyed 1 aboratory entirely, while the remaining 60% had designated "laboratory"
space @acked sufficient apparatus. Based on these observations, the researcher inferred
that the”instruction of Biology practicals by teachers would pose challenges and result in
limited learning experiences for students. The author stated that the presence of teaching
equipment is an indispensable component for the establishment of an efficacious science

education program.
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In regard to the contemporary state of secondary schools, it has been claimed that
laboratory facilities are currently characterized by an abundance of vacant containers
previously housing various chemical substances. Researchers have demonstrated that
academic accomplishment is positively correlated with the presence of adequately equipped
laboratories in schools. Specifically, schools that possess well-equipped laboratories exhibit
superior performance in scientific examinations for school certificates, in corzlparison to
schools lacking such resources. In support of this assertion, researchers have@led that
students who were only taught using laboratory methods exhibited gre r.}S@in terms of
attitudes, but lower scores in terms of achievement, compare .§tudents who were
exclusively taught using traditional lecture or textbook metho@has been argued that the
inclusion of practical practice is an essential componé@r any science and mathematics
programme to be deemed comprehensive!3?. The, execution of practical work should be
conducted by persons either within scient; c@xatories or in educational settings. At the
educational level, the significance of practial work is heightened due to the inherent nature
of experiential learning. Ther%@ntiﬁc procedures and applications are imbued with
greater significance. It is ellﬂacknowledged that the cognitive impact of an object is

significantly strong:v{@t 1s physically handled, as opposed to being observed from a
te

distance or repres y visual aids.

2.3.1 T@)ris of Personality

a) TypeYTheories: The personality types are used to communicate certain expected behaviours
based on similarities. Such efforts have been made since ancient times.

1) Charak Sambhita of Ayurveda or the Indian science of medicine, the original treatise
classifies people on the basis of three elements called doshas i.e., (a) vata, (b) pitta and (c)
kapha.

Each of these refers to a type of temperament referred to as prakriti (nature) of the person.
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i1) Hippocrates,3 a Greek physician, who proposed a typology based on the fluid or internal
factors make one person’s behaviour consistent from one time to another, and different from
the behaviour other people would manifest in humour.

ii1) Sheldon was proposed his personality theory on the basis of body structure.

Trait Theory of Personality

1. In the trait theories the first name is Allport.5 He conducted idiographic re.search that
focused on conscious motivation and personal traits. q’S\

He proposed his theory at three levels of traits: : '\QO

a) Cardinal trait: These are defining characteristic, in a small Elu&gf us,that dominates
and shapes all of our behavior. Mother Theresa is the most ci;&@mple of a person whose
life focused on altruism &Q)

b) Central trait: These are general charact i@ftween 5 and 10 of which shape much of

— benefiting others, even to her own detriment.

our behavior. For example, cheerfulnes%l' yness can be central traits.
c) Secondary trait: These are t@acteristics, which apparent in only certain situations.
For example, being uncomf al%le in confined spaces can be a secondary trait. Our unique

pattern of traits dete i@%r ehavior.

2. Second prom&QQ;rJait theory is given by He has developed a different approach to the
description%nalysis of personality. He relies on data collected from three sources: a)
pers@\ge record, b) self-ratings, and c¢) objective tests. Drawing from people’s life records
and self-ratings, Cattell identified major personality factors both within individuals and
across people in general.

He proposed two major types of traits:

A) Surface traits: These are those personality characteristics which are easily seen by other

people (one’s outward actions).
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B) Source traits: In the opposite of surface traits, source traits are more basic traits that
underlie the surface traits Cattell6 distinguishes between surface traits, which are observable
patterns of behavior, and source traits, which he viewed as underlying, internal traits
responsible for our overt behavior. He viewed the source traits as more important. Source
traits can be identified only by means of computer analysis of all the collected data.

3. Hans Eysenck, proposed a theory that is trait as well as type in nature. He v.vascg‘ied to
reduce description of personality to three major genetically influenced dimel%*’& which
everyone possesses to varying degrees. He was also used factor a. is,.a statistical
procedure that identifies common factors among groups of iter?s

traits into his three dimensions: '&%\

siqlplify a long list of

a) Extroversion measures our sociability and tenden’c@qf)ay attention to the external
environment, as opposed to our private mental exp@@%

b) Neuroticism measures our level of inst '1@; how moody, anxious, and unreliable we
are — as opposed to stability — how c@ en-tempered, and reliable we are.

c) Psychoticism measures ou le@%f tough-mindedness — how hostile, ruthless, and
insensitive we are — as opposed to tender-mindedness — how friendly, empathetic, and
cooperative we are. Q’Q,

4. Paul Costa an %g)rt McCrae8 proposed a latest theory in the area of personality. They
have deve@ five-factor model of personality, nicknamed, “The Big Five.” In cross-
cultﬂ@tudies, the same five factors have been identified in trait ratings. The Big Five
Theory includes the traits of openness, conscientiousness, extraversion, agreeableness, and
neuroticism. (Acronym OCEAN).

1) Openness-Person’s willingness to try new things/experiences

i) Conscientiousness- Person’s organization and motivation

ii1) Extraversion- Outgoing and social
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iv) Agreeableness- Basic emotional style of a person (easygoing, friendly, and pleasant)
v) Neuroticism-A person’s emotional instability or stability (excessive worriers, overanxious,
and moody).

Trait theories basically describe the personality in terms of different traits.

24 Conceptual Model b
P

Dependent Variable

Personality types English Teachers Effectivenes

Extraversion Classroom management

Evaluation

Agreeableness

Conscientiousness
Neuroticism
Openness to experience
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Job Satisfaction
Financial Reward
Job Security
Promotion
Recognition
Personal satisfaction

Teachers’- Students Interaction

Figure 2.1: Conceptual Model for the Study of Relationship between T ers’ Personality
Types and Job Satisfaction as correlate to Teachers’ Effectlveness

Source!3?
%@
Q@

2.5 Summary ofGap in Literature Rev1ew

The relationship could be ident] ﬁte}t}ugh the relationship between personality and
job performance which leads to thé) evement of teaching effectiveness. In term of job
performance which related to the chlng effectiveness, most of the review found that there
are positive relationshi %tween personality traits of conscientiousness with job
performance. Cg{Qﬁdtiousness had consistent and positive relationship with job
performan gss a variety of occupational groups. General intelligence and
consct sness have been found to be valid predictors of training and job performance. In
meta-analysis study, conscientiousness significantly predicts job performance in five
occupations. metanalytic studies suggest that conscientiousness is the most potent and
consistent correlate of job performance across all types of jobs and occupations. Both
intelligence and conscientiousness can predict job performance.

However, the other personality traits that have relationship with job performance are
openness and agreeableness. The relationships between the Big Five factors and various job
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performance criteria and found openness and agreeableness to valid predictors of training
proficiency. Teacher performance includes measures of general teaching practices such as
teaching methods and strategies, classroom management, planning and organization of
teaching. Teacher performance is influenced by teachers’ personality characteristics. It means
that the personality had an effect on teaching practices as well as teaching effectiveness.
Personality plays a role in the way teachers are rated on their being gffective in
teaching. In terms of personality characteristics that influence the teaching effe@ess, the
behavior attributed to good teaching coincides with certain personal . C ics such as
being friendly, approachable, warm, kind, appreciative and insp.irin : Thg;t content of teacher
effectiveness includes some aspects of teachers’ personality tl&% being tolerant, having a
good sense of humor, being warm and friendly aﬂd{&ing concerned about students.

Personality types such as intrapersonal intelligenc@%l thinking dispositions and judicial

thinking style results in a more reliabé)’é{g%ne in reflective teaching and mastery
performance. 'é’

Based on the above re@ ¢ have not been enough study between influence of

teachers’ personality types and gleir effectiveness at work and how teachers job satisfaction

and their personalituence their effectiveness at work, this tends to cover this gap.

N
QQ%Q
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Chapter Three

Methodology

This chapter focuses on overall methodology that was used in the study. It includes
the discussion of the study area, the tools the researcher will use to collect the data for the

study, the data analysis techniques among others.

3.1  Research Design

The study adopted a descriptive survey research design. This strategy employs the
most common method of gathering information from a delegate population in order to deliver
a result that can be applied to the entire population. The design is used in light of the fact that
the study is worried about the collection of information with the end goal of portrayal and
translation with no type of control. This will help the researcher to know the possible causes
behind an effect that has already occurred.

3.2  Population of the Study

The population of the study comprises all government senior secondary school
students and their English=Lahguage Teachers in Oyo State. Two Thousand Nine Hundred
and Thirty-Five (2935), Students and One Hundred and Eighty (180) English Language

Teachers were.selected in all.

33 Sample and Sampling Techniques

Multistage sampling procedure was used to sample out a portion of the population
that was used for the study. Oyo State was divided into five geopolitical zones namely;
Ibadan, Ibarapa, Oke-Ogun,, Oyo and Ogbomoso and each of these zones represent a cluster

in the study.
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In each cluster, simple random sampling techniques was used to select three (3) local
government because Ibarapa has only three (3) local government which is the lowest number
of local governments. Therefore, it was use as a bench mark. Four (4) schools will be
purposively selected from all the selected local government in the geographical zones, this is
because Olorunsogo Local Government has the least number of schools.

Thus, four (4) schools was use as a benchmark to guarantee all local government it.l O% State

are obliged. Proportion by population was use to select the number of students fr@

selected local government using the formula n = TN and twelve (laé%achers

from the local government were purposively selected from the sch coause Olorunsogo
local government has the least number of English teachers, tv@ 12) schools was use as a
benchmark to guarantee all the selected schools in the 1 Y ﬁyvemmen‘[ are obliged. Two
Thousand Nine Hundred and Thirty-Five (2935) SQS and one hundred and eighty (180)
English language teachers were selected i a.l.)\\*

This gave an aggregate of three thous%one hundred and fifteen (3115) sampled Students
and teachers for the study. Theﬁ&c%es are presented below:

Table 3.3.1:All the thirty-thf%?ﬁ) local government in Oyo State have equal chance of been
selected but the local go t will be grouped according to geographical zones.

S/N  Local \_)SSSZ students No of teachers No of No of English
Govey\@ Enrolment Schools Teachers
1 Aﬁ? 359 17 51
2 Q@yele 1434 533 36 144
3 Atiba 422 365 16 48
4 Atisbo 12 137 12 36
5 Egbeda 2742 845 30 90
6 Ibadan North 1549 1308 42 168
7 Ibadan North 443 969 34 102
East
8 Ibadan North 378 333 13 39
West
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9 Ibadan South 869 988 40 120

East
10 Ibadan South 2115 1117 36 147
West
11 Ibarapa 134 170 11 33
Central
12 Ibarapa East 377 176 11 33
13 Ibarapa North 172 101 8 24
14 Ido 1562 246 26 78
15  TIrepo 275 109 6 18
16  Iseyin 361 300 24 72 QO
17 Ttesiwaju 69 75 11 ‘@
18  Iwajowa 23 116 9 . \ 27
19  Kajola 112 338 17@ 51
20  Lagelu 994 696 . Qq) 81
21  Ogbomoso 760 544 @1 6 48
South
22 Ogbomoso 986 519 % 16 48
North )\\;
23 OgoOluwa 194 Ql) 13 39
24 Olorunsogo 37 @4 4 12
25  Oluyole 1555 Q) 377 30 90
26  OnaAra 982 %.3 466 34 102
27  Oorelope Q@v 109 8 24
28  Oriire \ 89 188 18 54
29  Oyo Q 499 443 11 40
30 est 759 339 12 36
31 i East 46 98 11 30
32 Saki West 853 358 22 66
33 Surulere 394 289 23 69
Total 21854 13276 644 2053
Source!
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Table 3.3.2:0yo State was divided into the five geopolitical zones (Ibadan, Ibarapa, Oke-
Ogun, Oyo and Ogbomoso. Each of these zones represent a cluster in the study)

S/N  Geographical Local Total Total Total
zones in Oyo Government in number of number of number
State the geographical schools English of SS2

zones teachers students

1 Ibadan 11 348 1161 40439

2 Ibarapa 3 30 90 7510

3 Oke-Ogun 10 124 369 16881

4 Ogbomoso 5 86 258 7391

5 Oyo 4 56 175 69
Total 33 644 2053 mg

&
.\%'\

>
&
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Table 3.3.3: Simple random sampling techniques was used to select 3 local government in
each cluster because Ibarapa has only 3 local government. Therefore, it was used as a bench
mark.

S/N  Geographical Local Total Total Total
zones in Oyo Government number of number of number
State selected in the schools English of SS2

zones teachers students

A Ibadan

Ibadan South West 36 39 983
On Ara 34 78 668

Lagelu 27 81 371@-
2 Ibarapa &

Ibarapa Central 11 33 . Q%

Ibarapa East 11 33 \ 1
Ibarapa North 8 24 5936

3 Oke-Ogun
Olorunsogo 4 1 " 719
Iwajowa 9 % 672
Oorelope 8 62 4975
4 Ogbomoso N Q

Oriire I8 'Q\ 48 956

Ogbomoso North Q 48 2503

Ogo oluwa % 39 964
5 Oyo °

Oyo East ( ‘\\'1 40 1908

Oyo West 'é’ 12 36 1470

Afijio A 17 48 1155

Total J @0 235 610 28214

Source!
N
®

N
QQ%Q
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Table 3.3.5: Proportion by population was use to select the number of students from the

selected local government and twelve (12) English teachers from the local government were

purposively selected from the schools because Olorunsogo local government has the least

number of English teachers. Thus, twelve (12) schools will be use as a benchmark to

guarantee all the selected schools in the local government are obliged.

Table 3.3.5: Sampling Table for Students and Teachers Selected

No .@? of
samp% eachers

>

S/N | Geopolitical Local Total Total
zones in Oyo Government Number number of
State selected in the of SS2 studen selected
zones sampled students 4% |
schools \
A Ibadan .
Ibadan South 4 110 QQ’& 86 12
West \
Ona Ara 4 74 12
Lagelu 4 @ 232 12
2 Ibarapa . %
Ibarapa Central 4, \A 356 189 12
Ibarapa East 4() 216 140 12
Ibarapa North 2968 353 12
3 Oke-Ogun (b.
Olorunsego 4 180 124 12
Iwajowadx) 4 300 171 12
OOreQ%eo, 4 2488 345 12
4 Ogbomoso '%
ADr 4 212 139 12
gbomoso 4 626 276 12
6\‘ North
‘% Ogo oluwa 4 297 170 12
5 Oy
p 6 Oyo East 4 694 254 12
Q Oyo West 4 490 220 12
Afijio 4 272 162 12
Total 60 9851 2935 180
Source!

Total Number of Students

T TN
n = Sample Size
N = Population
e=0.05
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34 Description of Research Instruments

The instruments that were used for this study was by administering well-structured
questionnaire that will elicit all the objectives of the study. The questionnaire was grouped

into two separate self-constructed questionnaire that are subdivided into;

1. Teacher’s Personality Trait and Job Satisfaction Questionnaire (TPTJSQ) - For Senior
Secondary School Teachers which will be filled by English teachers. Q’S\

2. Perception of Students on Teachers’ Teaching Effectiveness ng@; (PSTTEQ)
ents

- For Senior Secondary School Students which will be ﬁlled

Teacher’s Personality Traits and Job Satisfaction Questlon@TPTJ SQ) will be used to

measure the personality types and job satisfactio @@pondents The personality types

questionnaire is a four (4) scale measurement w group into different personality types,

extraversion consist of five (5) i m{)%d bleness consists of seven (7) items,
conscientiousness consists of five (5) @s, Neuroticism which consist of six (6) items and
openness to experience consi:@en (7) items. Job satisfaction questionnaire is also a
four-scale measurement whieh Was sub grouped into six (6) group. Financial reward consists
of eight (8) items, @o consist of three (3) items, recognition consist of six (6) items,
personal sati a@? consists of three (3), teachers-students interaction consists of four (4)

items andjob security consist of five (5) items.

Percept;on of student’s teachers teaching effectiveness questionnaire will be used to measure
the teaching effectiveness of English language teachers within the scope of the study. It is a
four-scale questionnaire measurement which is sub divided into classroom management

consist of eleven (11) items and evaluation which consist of five (5) items.
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3.5  Validity of the Research Instruments

The questionnaire was subjected to face and content validity. For this purpose, the
research instrument was scrutinized by the supervisor who equally vet the structuring,
adequacy and the content. Also, expert in research items generation in the Faculty of Arts and

Education Lead City University and University of Ibadan were consulted.

3.6  Reliability of the Research Instruments ‘ \(ba

Reliability of the instruments was determined with use of Cronb cl}@%ﬁa in SPSS
software. Reliability is the degree of consistency of an instrument in%uring what it is
designed to measure. In order to ensure the reliability of the Q@u ent, the items were
exposed to a pilot study, where 50 questionnaires were a @stered to fifty (50)male and
female students and (50) male and female teac s@ pilot study was carried out to
determine the reliability of the instrument ancl\%re 1ability coefficient value for Teacher’s
personality traits and job satisfaction q@hnaire (TPTSQ) = 0.87 and Perception of

students on teachers’ teaching effec ss questionnaire(PSTTEQ) = 0.91 was generated

meaning the instrument was highly reliable.

™

3.7 Method of Dat

Data was anéa\gzed and presented in both descriptive and inferential statistics.
Descriptive‘%?cal tools such as frequency distribution, percentages and mean was used to
ansv@e research questions while inferential statistics such as Pearson Product Moment
Correlation (PPMC) was used to determine the relationship between the dependent and

independents variables of hypothesis 1, 2 and 3.
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3.8  Ethical Approval

A letter of introduction was collected from the Faculty of Education to introduce me
as a PG student of Lead City University. The letter was directed to all the principals of the

selected secondary schools.
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Endnotes

1. Oyo State Ministry of Education, Secretariat, Agodi Ibadan
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Chapter Four

Results and Discussion of Findings

4.1 Demographic Characteristics

4.1.1 Gender of Teachers

Gender of the Respondent (Teachers) . (b'

120 109 &\
100 %)

z 80 67 (

§ 60

g

40
20 4

No Response Male Female

Sex of the Respondent

NP
Figure 4.1.1: Gender of Teachers ?

Source: Field Survey, 2023. Cb,,
The study used 180 English Te}w}s in Oyo State for the study. The analysis result showed

.\
that 109 teachers who @p ted in the study are female, while 67 male English teachers

participated in th%sx
<O
Q°
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4.1.2 Age of Teachers

200
180
160
140
120
100

98 100.0

34
18.9 I
I

46 and above Total

g g

544
F-F.}
244
. | >
0 — \
Mo Response 25-35 36-45

m Ageofthe Respondent Frequency m Ageof the Respondent Percent ;. \%

B 5

Figure 4.1.2: Age of Teachers

Source Field Survey, 2023. %"\\‘

The result of the descriptive analysis shows that 44 (24.4%)&%6 English teachers who were
part of the study are between the age of 25-35 years; .4%) of the English teachers who
were part of the study are between 36-45 years whil (18.9%) of the English teachers who

were part of the study are above 46 years. C'-;\\,

4.1.3 Religion of Teachers 'G

(o

Religion of the Teachers

B Mo Response
m Christianity

B Iskbm

Figure 4.1.3: Religion of Teachers
Source: Field Survey, 2023.
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The result of the descriptive analysis shows that 41% of English teachers who participate in
the study practice Islam Religion, 57% of the English teachers who participate in the study
practice Christianity Religion, while there was no response from the remaining 2% of the

English teachers who participate in the study.

4.1.4 Gender of Students

Sex of Students

Total ALREE o
Female S92 7 1752
[ E= = e 1080
Mo Response -3'9:'[14
5] 500 1000 1500 2000 2500 SO0 3500
W Sex of the students Percent B S=x of the students Frequency

>
Figure 4.1.4: Gender of Students ) Q

Source: Field Survey, 2023. @

The descriptive statistics shows that of the %dents who participated in the study, 1752
(59.7%) of the students are female whilnE 1 36.4%) of the respondents are Male students.

4.1.5 Age of Students Q)%"
)

Age of Students
3500
3000 2935
2500

o TaTa's
LUUU

1500
1000

500
U

345

~ a

100.0

118 46.6 4 JEe
No Response 10-15 16-20 ™ 21 and Above ota

Age of Students Frequency

Age of Students Percent

Figure 4.1.5: Age of Students
Source: Field Survey, 2023
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The result of the descriptive statistics shows that 2935 students participated in the study, of
the total number of students who participated in the study, 1369 (46.6%) are between the age
of 10-15, 1203 (41.0%) are between 16-20 years and 18 (0.6%) are above 21 years.

4.1.6 Religion of Students

Religion of the Student

36 118

N
N2

m Mo Response mChrigtianity miskbm @ Others

Source: Field Survey, 2023

A
Figure 4.1.6: Religion of Students (‘)\\%

ents practice other religion.

The descriptive analysis result ho@at 1141 students practice Christianity religion, 1642
practice Islam religion, while 3&
'\

QQQ
>
&

120



Research Question One

4.2

What are the personality types of English Language Teachers in Oyo State?

Table 4.2.1: Descriptive Statistics showing the personality types of English Teachers in

Oyo State

S/N ITEMS SA A D SD M SD
F(%) F (%) F(®) F (%)

Extraversion ‘I’

1 am active with others 126 38 11 4 K 0.76
(70.0) (21.1) (6.1) (2.2) Q)

2 am reserved and love to be alone 51 67 40 1 QQ.8O 1.02
(28.3) (37.2) (22.2) .6)

.}

3 am goal-driven 86 QTe, 9 324 0.89
(47.8) 4 2 2) (5.0

4 work hard to achieve my goal 93 7 3.35 0.80
(5K7) .6) (8.9) (3.9)

5 generates a lot of enthusiasm when in 70 27 11 3.11 091
the midst of people Q@ ) (38.9) (15.0) (6.1)
Agreeableness ‘I’ ’é’

6 find it difficult to forgive mls 67 43 46 24 2.85 1.07

(37.2) (23.9) (25.6) (13.3)

7 am helpful and unselfish h others 70 76 22 8 3.12  0.92
(cooperating) (38.9) 42.2) (12.2) (5.0

8 can be cold and alo% 41 66 53 19 2.71 0.96

(22.8) (36.7) (29.4) (10.6)
9 Generally, e the best about 74 64 30 11 3.11  0.93
others (41.1) (35.6) (16.7) (6.1)
10 forgi when others hurt me 59 79 33 8 3.04 0.86
(32.8) (43.9) (18.3) (4.4)

11 mpassion for others 39 46 58 35 2.47 1.07
(21.7) (25.6) (32.2) (19.4)

12 considerate and kind to others 69 69 26 13 3.04 0.99
(38.3) (38.3) (14.4) (7.2)

Conscientiousness “I”

13 always do a thorough job 107 52 15 5 344 0.81
(59.4) (28.9) (8.3) (2.8)

14  always tend to be disorganized 38 62 47 33 2.58 1.02
(21.1) (344) (26.1) (18.3)

15  persevere until the task is finished 65 73 31 9 3.06 0.91
(36.1) (40.6) (17.2) (5.0)

16 tends to complete tasks in a less 49 68 42 21 2.81 0.97
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structure way (29.3) (37.8) (23.3) (11.7)
17  prefer to work at my own pace to meet 85 60 23 7 3.18 0.99
deadlines (47.2) (33.3) (12.8) (3.9
Neuroticism “I”
18 am depressed and blue 39 38 50 47 232 1.18
(21.7) (21.1) (27.8) (26.1)
19  am more optimistic 67 70 28 5 2.99 1.07
(37.2) (38.9) (15.6) (2.8)
20  struggle with difficult situation 47 64 52 9 2.7% 1.04
26.1) (35.6) (28.9) (5.0) »&\
21 am emotionally stable and not easily 64 71 28 2 Q§.98 1.02
up set (35.6) (39.4) (15.6)
22 have mood swings most times 45 51 60 .219 2.62 1.06
(25.0) (28.3) '(@ 10.6)
23 remain calm in tense situation 60 68 16 2.9 1.05
(33.3) (3~ (17.2) (8.9)
Openness to experience “I” Q N4
24  am original and always comes up with 7 69 20 8 3.15 098
new ideas . \ 3) (38.3) (11.1) (44)
25 am always curious about chan GSQl) 6 89 24 6 3.03 091
my environment (31.1) 49.4) (13.3) (3.3)
26 am inventive %‘b 67 68 32 5 3.01 1.03
V (37.2) (37.8) (17.8) (2.8)
27  am ingenious and d ihker 56 79 33 7 297 0.95
Q (31.1) (43.9) (18.3) (3.9
28  like to refl ctQ(j,)play around 57 76 28 15 293 1.00
e‘\ (31.7) (42.2) (15.6) (8,3)
29  prefer that is routine 48 80 39 8 2.88 0.95
Q (26.7) (444) (21.7) (44
30 come new ideas 78 59 24 15 3.07 1.05
(43.3) (32.8) (13.3) (8.3)
Threshold
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S/N ITEMS SA A D SD

1. Extraversion 427 301 116 50
(14.54%) (10.25%) (3.95%) (1.70%)
2. Agreeableness 419 443 268 118
(14.27%) (15.09%) (9.13%) (4.02%)
3. Conscientiousness 344 315 158 75
(11.72%) (10.73%) (5.38%) (2.56%)
4. Neuroticism 322 362 249 ) A 0og
(10.97%) (12.33%) (8.48%) Q’)& (3.67%)
5. Openness To Experience 440 520 \ 54
(14.99%) (17.71%) (6.81%) (1.83%)

VAN

%’\\A
The result of the analysis shows that 126 (70%) of the stud&%spondent strongly agree to be
active with others, 38 (21.1%) of the study resp@gree to be active with others, 11
(6.1%) of the study respondent disagree to@gtive with others, 4 (2.2%) of the study
respondent strongly disagree to be e& ith others. Summarily 164 (91.1%) of the

respondent can be classified under@xtraversion personality type, while 15 (8.3%) of the

respondent cannot be classif&:&gr the extraversion personality type.
The result of the a s@%’ws that 51 (28.3%) of the study respondent strongly agree to be
reserved and IOQ\Q be alone, 67 (37.2%) of the study respondent agree to be reserved and
love to be aloge, 40 (22.2%) of the study respondent disagree to be reserved and love to be
alone, (10.6%) of the study respondent strongly disagree to be reserved and love to be
alone. Summarily 118 (65.5%) of the respondent can be classified under extraversion

personality type while 59 (32.8%) of the respondent cannot be classified under extraversion

personality type.

The result of the analysis shows that 86 (47.8%) of the study respondent strongly agree to be

goal-driven, 62 (34.4%) of the study respondent agree to be goal-driven, 22 (12.2%) of the

123




study respondent disagree to be goal-driven, 9 (5.0%) of the study respondent strongly
disagree to be goal-driven. Summarily 148 (82.2%) of the respondent can be classified under
extraversion personality type while 31 (17.2%) of the respondent cannot be classified under

extraversion personality type

The result of the analysis shows that 93 (51.7%) of the study respondent strongly agree to
work hard to achieve His/ Her goal, 64 (34.4%) of the study respondent agree to work&;ird to
achieve His/ Her goal, 16 (8.9%) of the study respondent disagree to work %}6 achieve
His / Her goal, while 7 (3.9%) of the study respondent strongly disé%t work hard to
achieve His/ Her goal. Summarily 157 (87.3%) of the respond@n'\be classified under
extraversion personality type while 23 (12.8%) of the respo@%cannot be classified under

- Q

extraversion personality type. @

The result of the analysis shows that 71 (3.9.4%§)f the study respondent strongly agree to
generate a lot of enthusiasm when in the n@s;t}'f people, 70 (38.9%), of the study respondent
agree to generate a lot of enthusias n in the midst of people, 27 (15.0%) of the study
respondent disagree to generate\alp} of enthusiasm when in the midst of people, 11 (6.1%) of
the study respondent stro@gi}agree to generate a lot of enthusiasm when in the midst of
people. Summarily 4Q(78.3%) of the respondent can be classified under extraversion

personality Qlile 38 (21.1%) of the respondent cannot be classified under extraversion
perso '@ype.

The result of the analysis shows that 67 (37.2%) of the study respondent strongly agree to
find it difficult to forgive mistakes, 43 (23.9%) of the study respondent agree to find it
difficult to forgive mistakes, 46 (25.6%) of the study respondent disagree to find it difficult to
forgive mistakes, 24 (13.3%) of the study respondent strongly disagree to find it difficult to

forgive mistakes. Summarily 110 (61.1%) of the respondent can be classified under
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agreeableness personality types while 70 (38.9%) of the respondent cannot be classified

under agreeableness personality types.

The result of the analysis shows that 70 (38.9%) of the study respondent strongly agree to be
helpful and unselfish with others, 76 (42.2%) of the study respondent agree to be helpful and
unselfish with others, 22 (12.2%) of the study respondent disagree to be helpful and unselfish
with others, 8 (5.0%) of the study respondent strongly disagree to be helpful and @elﬁsh
with others. Summarily 146 (81.1%) of the respondent can be classified unde @fableness

o

personality types while 30 (17.5%) of the respondent cannot‘%assiﬁed under

agreeableness personality types. . @'\

The result of the analysis shows that 41 (22.8%) of the stt@pondent strongly agree to be

cold and aloof, 66 (36.7%) from the respondent p dy agree to be cold and aloof, 53
(29.4%) of the study respondent disagree .‘[o&:o d and aloof, 19 (10.6%) of the study
respondent strongly disagree to be cold a@f. Summarily 107 (59.6%) of the respondent
can be classified under agreeablenes onality types while 72 (40.0%) of the respondent

cannot be classified under agrewess personality types.

The result of the an %®2 that 74 (41.1%) of the study respondent strongly agree to
generally believe&i st about others, 64 (35.6%) of the study respondent agree to generally
believe thé%gabout others, 30 (16.7%) of the study respondent disagree to generally
beligest about others, 11 (6.1) of the study respondents strongly disagree to generally
believe the best about others. Summarily 138 (76.7%) of the respondent can be classified
under agreeableness personality types while 41 (22.8%) of the respondent cannot be

classified under agreeableness personality types.

The result of the analysis shows that 59 (32.8%) of the study respondent strongly agree to

forgive easily when others hurt them, 79 (43.9%) of the study respondent agree to forgive
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easily when others hurt them, 33 (18.3%) of the study respondent disagree to forgive easily
when others hurt them, 8 (4.4%) of the study respondent strongly disagree to forgive easily
when others hurt them. Summarily 138 (76.7%) of the respondent can be classified under
agreeableness personality types while 41 (22.7%) of the respondent cannot be classified

under agreeableness personality types.

The result of the analysis shows that 39 (21.7%) of the study respondent strongl ee to
have less compassion for others, 46 (25.6%) of the study respondent agr @nave less
compassion for others, 58 (32.2%) of the study respondent disagree to‘%}ss compassion
for others, 35 (19.4%) of the study respondent strongly disagree-to\\ﬁd;se"less compassion for
others. Summarily 85 (47.3%) of the respondent can be@%ﬁed under agreeableness
personality types while 93 (51.6%) of the re p@ cannot be classified under
agreeableness personality types. @
D

The result of the analysis shows that 69 @‘% of the study respondent strongly agree be
considerate and kind to others, 69 o) of the study respondent agree to be considerate
and kind to others, 26 (14.4%)M study respondent disagree to be considerate and kind to
others, 13 (7.2%) of the% ?espondent strongly disagree to be considerate and kind to

others. Summarily 438) (76.6%) of the respondent can be classified under agreeableness

personality,_t Q while 39 (21.6%) of the respondent cannot be classified under

agre@s personality types.

The result of the analysis shows that 107 (59.4%) of the study respondent strongly agree to
always do a thorough job, 52 (28.9%) of the study respondent agree to always do a thorough
job, 15 (8.3%) of the study respondent disagree to always do a thorough job, 5 (2.8%) of the

study respondent strongly disagree to always do a thorough job. Summarily 159 (88.3%) of
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the respondent can be classified under conscientiousness personality types while 20 (11.1%)

of the respondent cannot be classified under conscientiousness personality types.

The result of the analysis shows that 38 (21.1%) of the study respondent strongly agree that
they always tend to be disorganized, 62 (34.4%) of the study respondent agree that they
always tend to be disorganized, 47 (26.1%) of the study respondent disagree that they always
tend to be disorganized, 33 (18.3%) of the study respondent strongly disagree {Gg they
always tend to be disorganized. Summarily 100 (67.1%) of the respondent ¢ % classified

under conscientiousness personality types while 80 (44.4%) of the @ent cannot be

classified under conscientiousness personality types. . @'\

The result of the analysis shows that 65 (36.1%) of th.e @&espondent strongly agree to
persevere until the task is finished, 73 (40.6%) o @Ely respondent agree to persevere
until the task is finished, 31 (17.2%) of the.sQl{iNespondent disagree to persevere until the
task is finished, 9 (5.0%) of the study res@t strongly disagree to persevere until the task
is finished. Summarily 138 (76 of the respondent can be classified under

conscientiousness personality t hile 40 (22.2%) of the respondent cannot be classified

. !
under conscientiousness ch; lity types.

The result of theanalysis shows that 49 (29.3%) of the study respondent strongly agree that
they tend r(%%ete tasks in a less structure way, 68 (37.8%) of the study respondent agree
thatgd to complete tasks in a less structure way, 42 (23.3%) of the study respondent
disagree that they tend to complete tasks in a less structure way, 21 (11.7%) of the study
respondent strongly disagree that they tend to complete tasks in a less structure way.
Summarily 117 (67.1%) of the respondent can be classified under conscientiousness
personality types while 63 (35.0%) of the respondent cannot be classified under

conscientiousness personality types.
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The result of the analysis shows that 85 (47.2%) of the study respondent strongly agree that
they prefer to work at their own pace to meet deadlines, 60 (33.3%) of the study respondent
agree that they prefer to work at their own pace to meet deadlines, 23 (12.8%) of the study
respondent disagree that they prefer to work at their own pace to meet deadlines, 7 (3.9%) of
the study respondent strongly disagree that they prefer to work at their own pace to meet
deadlines. Summarily 145 (80.5%) of the respondent can be classif:led under

conscientiousness personality types while 30 (16.7%) of the respondent canno%&:c\fassiﬁed

under conscientiousness personality types. ,%\QO

The result of the analysis shows that 39 (21.7%) of the study resp@t'\strongly agree to be
depressed and blue, 38 (21.1%) of the study respondent agr%époe depressed and blue, 50
(27.8%) of the study respondent disagree to be depr s}@s@nd blue, 47 (26.1%) of the study
respondent strongly disagree to be depressed élue. Summarily 77 (42.8%) of the
respondent can be classified under neur@ﬁ@rsonality types while 97 (53.9%) of the

respondent cannot be classified under @oticism personality types.

The result of the analysis shows\h’a}qg7 (37.2%) of the study respondent strongly agree to be
more optimistic, 70 (38.9@'[?16 study respondent agree to be more optimistic, 28 (15.6%)
of the study respor@rygdisagree to be more optimistic, 5 (2.8%) of the study respondent
disagree to.be e optimistic. Summarily 137 (76.1%) of the respondent can be classified
unde @icism personality types while 33 (18.4%) of the respondent cannot be classified

under neuroticism personality types.

The result of the analysis shows that 47 (26.1%) of the study respondent strongly agree to
struggle with difficult situation, 64 (35.6%) of the study respondent agree to struggle with
difficult situation, 52 (28.9%) of the study respondent disagree to struggle with difficult

situation, 9 (5.0%) of the study respondent strongly disagree to struggle with difficult
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situation. Summarily 111 (61.7%) of the respondent can be classified under neuroticism
personality types while 61 (33.9%) of the respondent cannot be classified under neuroticism

personality types.

The result of the analysis shows that 64 (35.6%) of the study respondent strongly agree to be
emotionally stable and not easily up set, 71 (39.4%) of the study respondent agree to be
emotionally stable and not easily up set, 28 (15.6%) of the study respondent disa to be
emotionally stable and not easily up set, 12 (6.7%) of the study respondent s @disagree
to be emotionally stable and not easily up set. Summarily (75.3%) of T%kondent can be
classified under neuroticism personality types while 40 (22.3%)¢0f¢dé>rgspondent cannot be

A}
classified under neuroticism personality types. %’&%

The result of the analysis shows that 45 (25.0%) ﬂ@udy respondent strongly agree to
have mood swings most times, 51 (28.3%.) oﬁe study respondent agree to have mood
swings most times, 60 (33.3) of the studQe;}ondents disagree to have mood swings most
times, 19 (10.6%) of the study respo strongly disagree to have mood swings most times.
Summarily 96 (53.3%) of theMndent can be classified under neuroticism personality
types while 1290 (44P the respondent cannot be classified under neuroticism

personality types.

The result?%& analysis shows that 60 (33.3%) of the study respondent strongly agree to
rem@g in tense situation, 68 (37.8%) of the study respondent agree to remain calm in
tense situation, 31 (17.2%) of the study respondent disagree to remain calm in tense situation,
16 (8.9%) of the study respondent strongly disagree to remain calm in tense situation.
Summarily 128 (71.1%) of the respondent can be classified under neuroticism personality

types while 47 (26.1%) of the respondent cannot be classified under neuroticism personality

types.
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The result of the analysis shows that 78 (43.3%) of the study respondent strongly agree to be
original and always comes up with new ideas, 69 (38.3%) of the study respondent agree to be
original and always comes up with new ideas, 20 (11.1%) of the study respondent disagree to
be original and always comes up with new ideas, 8 (4.4%) of the study respondent strongly
disagree to be original and always comes up with new ideas. Summarily 147 (81.6%) of the
respondent can be classified underopenness to experiencepersonality types while 28 15.5%)

of the respondent cannot be classified under openness to experience personahty

The result of the analysis shows that 56 (31.1%) of the study respondeﬁ%nqpagree to be
always curious about changes in their environment, 89 (49.4%) of i@gﬁﬂy respondent agree
to be always curious about changes in their environment, 24 @%o) of the study respondent
disagree to be always curious about changes in % Mronment 6 (3.3%) of the study

respondent strongly disagree to be always curio bout changes in their environment.

Summarily 145 (80.5%) of the re@n)%& can be classified underopenness to

experiencepersonality types while 30 @b%) of the respondent cannot be classified under

openness to experience personaﬂ{gﬁes.

The result of the analysis@s'}hat 67 (37.2%) of the study respondent strongly agree to be
inventive, 68 (37.8@ the study respondent agree to be inventive, 32 (17.8%) of the study
respondent di to be inventive, 5 (2.8%) of the study respondent strongly disagree to be
inve'%@ummarily 135 (55.0%) of the respondent can be classified underopenness to
experiencepersonality types while 37 (20.6%) of the respondent cannot be classified under

openness to experience personality types.

The result of the analysis shows that 56 (31.7%) of the study respondent strongly agree to be
ingenious and deep thinker, 79 (43.9%) of the study respondent agree to be ingenious and

deep thinker, 33 (18.3%) of the study respondent disagree to be ingenious and deep thinker, 7
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(3.9%) of the study respondent strongly disagree to be ingenious and deep thinker.
Summarily 135 (75.6%) of the respondent can be classified underopenness to
experiencepersonality types while 40 (22.2%) of the respondent cannot be classified under

openness to experience personality types.

The result of the analysis shows that 57 (31.7%) of the study respondent strongly agree that
they like to reflect and play around, 76 (42.2%) of the study respondent agree that-tl{%uke to

reflect and play around, 28 (15.6%) of the study respondent disagree that gheﬁéb&[o reflect

and play around, 15 (8.3%) of the study respondent strongly disagree t@

and play around. Summarily 133 (73.9%) of the respondent can-l@fgiﬁed underopenness

ike to reflect

to experiencepersonality types while 43 (23.9%) of the respo%@cannot be classified under

- Q

openness to experience personality types. @

The result of the analysis shows that 48 (2.6.7%§)f the study respondent strongly agree to
prefer work that is routine, 80 (44.4% o@\'tudy respondent agree to prefer work that is
routine, 39 (21.7%) of the study res t disagree to prefer work that is routine, 8 (4.4%)
of the study respondent strong&yﬁsagree to prefer work that is routine. Summarily 128
(71.1%) of the respondest™¢a '?ae classified underopenness to experiencepersonality types

while 47 (26.1%) the respondent cannot be classified under openness to experience

personality‘%g

The@gf‘ the analysis shows that 78 (43.3%) of the study respondent strongly agree to
welcome new ideas, 59 (32.8%) of the study respondent agree to welcome new ideas, 24
(13.3%) of the study respondent disagree to welcome new ideas, 15 (8.3) of the study
respondents strongly disagree to welcome new ideas. Summarily 137 (76.1%) of the
respondent can be classified underopenness to experiencepersonality types while 39 (21.6%)

of the respondent cannot be classified under openness to experience personality types.
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Summarily, the result of the analysis showed the common Personality type present among

English Language Teachers in Oyo State.

The majority of teachers (70.0%) reported being active with others, indicating that they enjoy
engaging with people and being socially outgoing. Additionally, a significant proportion of
teachers (39.4%) reported generating a lot of enthusiasm when in the midst of people,

suggesting that they exhibit high levels of energy and excitement in social situations’{b‘

However, it's worth noting that some teachers (28.3%) indicated bg@?erved and

preferring to be alone. This suggests that there is a portion of English teachers in Oyo State

. "
who may have introverted tendencies. %\

Among English teachers in Oyo State, a considerable numbkgéSD%) reported being helpful
and unselfish with others, indicating high levels O@Blenes& Furthermore, a substantial
proportion (41.1%) stated that they generally@ye the best about others, which is another

trait associated with agreeableness. 't

On the other hand, there were@%&es indicating some teachers find it difficult to forgive
mistakes (37.2%) and carm%s,old and aloof (22.8%). This suggests that there is some

variation in the agre@)@g/aait among English teachers in the state.

The maj or@g ish teachers in Oyo State (59.4%) reported always doing a thorough job,
suggef:in%a prevalent conscientiousness trait. They appear to exhibit a sense of

responsibility and dedication to their work.

However, there were responses indicating that some teachers tend to be disorganized (21.1%)
and prefer to work at their own pace to meet deadlines (47.2%), indicating a level of

variability in the conscientiousness trait among the teachers.
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Among English language teachers in Oyo State, a notable proportion (37.2%) reported being
more optimistic, which indicates a prevalence of emotional stability among the teachers.

They seem to have a positive outlook even in challenging situations.

However, there were responses indicating that some teachers struggle with difficult situations
(26.1%) and have mood swings most of the time (25.0%). This suggests that there is some

variability in emotional stability among English teachers in the state. . {b‘
A significant number of English language teachers in Oyo State (43. %@%&ﬂed being
e

original and always coming up with new ideas, indicating a preval of openness to
experience. They seem to be creative and innovative in their app%\ tQ teaching.
On the other hand, there were responses indicating that&kgé teachers prefer work that is

routine (26.7%), suggesting that there is some Va@n the openness to experience trait

among the teachers. . %
>

In conclusion, the Personality type '@Valent among English Language Teachers are
Openness to experience, Extraversidén) and Agreeableness. English language teachers in Oyo
State generally exhibit soci@‘% cooperativeness, and a sense of responsibility. In addition,
teachers also seem Q@%strate emotional stability and openness to experience, although
there is some V%hility in these traits among English teachers’ population in Oyo State are

Extraversion,§ greeableness, Conscientiousness, Neuroticism and Openness.

2\
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Research Question Two

4.3

What is the level of job satisfaction among English teachers in Oyo State?

Table 4.3.1: Descriptive Statistics showing the Level of Job Satisfaction among English
Language Teachers in Oyo State

S/N ITEMS SA A D SD M SD Remark
F() F (%) F (%) F (%)

A Financial reward

1 Financial reward is the 104 37 26 9 3.27 1.03 High
most important factor (57.8) (20.6) (14.4) (5.0) \Cb‘
that motivate me to Q}
achieve the greatest ‘ QO
productivity \

2 The minimum wage 63 68 27 18 2. 1.05 Moderate
approved by  the (35.0) (37.8) (15.0) (] )
Federal Government is
not paid to me @

3 I love my job 71 55 35 Q)l 296 1.08  Moderate
irrespective of my poor (39.4) (30.6) @ (7.8)
salary

4 My salary is inadequate 78 52 16 3.00 1.12 Moderate
for me (43.3) z§9) (15.6) (8.9)

5 Financial reward 44 Q.% 55 9 2.74 0.99 Moderate
does not 43 36.7) (30.6) (5.0)
motivate me to %,
be productive

6 I am satisfied 42 51 39 43 246 1.17 Low
with the salary I (23.3) (23.3) (21.7) (23.9)
earn ‘%'3

7 I feel free @ 58 78 29 11 297 0.97 Moderate
job as @ r (322) (433) (16.1) (6.1)

8. As Cher, 1 am 54 62 51 8 2.84 0.99 Moderate
%@@ d when due (30.0) (34.4) (28.3) (4.4)

B QP omotion

9 Irregular promotion 72 55 39 10 3.01 1.02 High
decreases my (40.0) (30.6) (21.7) (5.6)
motivation to work.

10 Promotion does not 45 60 46 24 2.64 1.08 Moderate
enhance my motivation (25.0) (33.3) (25.6) (13.3)
to work

11. Promotion gives me 90 54 22 10 3.20 0.01 High
hope for a successful (50.0) (30.0) (12.2) (5.6)

teaching career
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C Recognition

12. In teaching 105 57 10 4 342 0.87 High
profession, my (58.3) (BL.7) (5.6) (2.2
position as a
teacher  offers
me recognition

for my
capabilities and
accomplishment. .
13. Recognizing my 58 96 17 5 3.11 0.8@1igh
accomplishment (32.2) (53.3) (94) (2.9

for motivation

can be an ¢ QO
important factor ‘%\
02

14. Recognizing me 68 66 33 A 1.01 High
for good job can (37.8) (36.7) (18.3) @
help  motivate &
me to strive for . QQ)
success \
15. Offering me a 52 53 Q‘Q& 16 2.72 1.08 Moderate
certificate of (28.9) (29. 29.4) (8.9)
recognition  is .
not an important C;\\a
factor of
motivation
16. If I am 72 23 14 3.02 1.01 High
recognized, I Q) 37.2) (40.0) (12.8) (7.8)
can perform
effectively i\ @
my teachin %
17. I &.d@l 79 58 25 15 3.08 1.03  High
partici in (43.9) (32.2) (13.9) (8.3)
0 ps and
rs

ause of my

Qrecognition in
Q school

D Personal
Satisfaction
18 I enjoy teaching 98 61 11 8 3.36 0.87 High
and derive (54.4) (33.9) (6.1) (44
personal
satisfaction from
the job
19. Personal 77 76 16 9 3.21 0.88  High
satisfaction (42.8) (42.2) (8.9) (5.0
fosters job
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loyalty and
keeps me happy
and motivated

20. I derive personal 84 70 10 14 322 0.94 High
satisfaction  in (46.7) (38.9) (5.6) (7.8)
my method of
teaching
E Teacher-
Students
interaction
21. My students find 98 62 8 10 336 0.89 @High
it very easy to (544) (344) 44) (5.6) Q’}
communicate .
with me. \QO
22. Students  often 69 82 19 8 336 0.86 High
come to me for (38.3) (45.6) (10.6) (4.4) N
advice and ‘
counseling %
23.. Aside from 79 61 30 é 3.15 0.93 High
school work, I (43.9) (33.9) CJ@ (4.4)
always discuss
life issues with QQ
my students
24, Students are 83 . Q% 18 9 3.23 090  High
always attentive (46@;}537. ) (10.0) (5.0)
and ask question h
freely in my
class. % %‘b'
)
F Job Security .\Y
25. Job sec ‘% 73 68 18 9 3.05 0.98 High
affect & (40.6) (37.8) (10.0) (5.0)
commiQe}t to
WO
26. security 75 68 24 10 3.12 096  High
otivate me to (41.7) (37.8) (13.3) (5.6)
Qwork
27. Q I feel secure on 69 77 21 10 3.11 0.93 High
my job as a (38.3) (42.8) (11.7) (5.6)
teacher
28. I feel free on my 87 55 23 11 3.17 1.02  High
job as a teacher (48.3) (30.6) (12.8) (6.1)
29. As a teacher, 1 60 70 29 18 292 1.02 Moderate
am  promoted (33.3) (38.9) (16.1) (10.0)
when due
Grand mean 3.05 High

Source: Researcher’s Field Survey Data (2023)
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Note:
SA = Strongly Agreed, A = Agreed, D = Disagreed, SD = Strongly Disagreed, M= Mean,
SD= Standard Deviation, n= Number of respondents, Mean response rating
classification: Low = 2.00-2.50, Moderate = 2.50-3.00, High = 3.00-3.50
Decision: High
The result of the analysis shows that 104 (57.8%) of the study respondent strongly agrbe‘e that
financial reward is the most important factor that motivate them to achievqﬁ}greatest
productivity, 37 (20.6%) of the study respondent agree that financi . %s the most
important factor that motivate them to achieve the greatest pro.ducjﬁity’ 26 (14.4%) of the
study respondent disagree that financial reward is the most @ﬁant factor that motivate
them to achieve the greatest productivity, 9 (5.0%) of th@% respondent strongly disagree
that financial reward is the most important facto(‘&otivate them to achieve the greatest
productivity. N \ﬂ

Q\
The result of the analysis shows that @5.0%) of the study respondent strongly agree that
the minimum wage approved tﬁ*h%ederal Government is not paid to them, 68 (37.8%) of
the study respondent agre t°the minimum wage approved by the Federal Government is
not paid to them, QJ@O o) of the study respondent disagree that the minimum wage
approved by e@\&ral Government is not paid to them, 18 (10.0%) of the study respondent

strongly %g e that the minimum wage approved by the Federal Government is not paid to

them.

The result of the analysis shows that 71 (39.4%) of the study respondent strongly agree to
love their job irrespective of their poor salary, 55 (30.6%) of the study respondent agree to
love their job irrespective of their poor salary, 35 (19.4%) of the study respondent disagree to
love their job irrespective of their poor salary, 14 (7.8%) of the study respondent strongly
agree to love their job irrespective of their poor salary.
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The result of the analysis shows that 78 (43.3%) of the study respondent strongly agree that
their salary is inadequate for them, 52 (28.9%) of the study respondent agree that their salary
is inadequate for them, 28 (15.6%) of the study respondent disagree that their salary is
inadequate for them, 16 (8.9%) of the study respondent strongly disagree that their salary is

inadequate for them.

The result of the analysis shows that 44 (24.4%) of the study respondent strongly @ that
financial reward does not motivate them to be productive, 66 (36.7%) of the s @’%spondent
agree that financial reward does not motivate them to be productive, 55@%?& the study
respondent disagree that financial reward does not motivate themi&ﬁroductive, 9 (5.0%)

of the study respondent strongly disagree that financial rewa@%es not motivate them to be
productive. Q’&

The result of the analysis shows that 42 (23.3%&the study respondent strongly agree to be
satisfied with the salary they earn, 51 (2Q’;)\of~ the study respondent agree to be satisfied
with the salary they earn, 39 (21.7% ¢ study respondent disagree to be satisfied with the

salary they earn, 43 (23.9%) of}@?tudy respondent strongly disagree to be satisfied with the
'\

salary they earn. .Q,

The result of the%l 1s shows that 58 (32.2%) from the respondent part of study strongly
agree to fs’%& on their job as a teacher, 78 (43.3%) of the study respondent agree to feel
free@g job as a teacher, 29 (16.1%) of the study respondent disagree to feel free on their

job as a teacher, 11 (6.1%) of the study respondent to feel free on their job as a teacher.

The result of the analysis shows that 54 (30.0%) of the study respondent strongly agree to be
promoted when due as a teacher, 62 (34.4%) of the study respondent agree to be promoted

when due as a teacher, 51 (28.3%) of the study respondent disagree to be promoted when due
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as a teacher, 8 (4.4%) of the study respondent strongly disagree to be promoted when due as a

teacher.

The result of the analysis shows that 72 (40.0%) of the study respondent strongly agree that
irregular promotion decreases their motivation to work, 55 (30.6%) of the study respondent
agree that irregular promotion decreases their motivation to work, 39 (21.7%) of the study
respondent disagree that irregular promotion decreases their motivation to work, 10 (%%) of

the study respondent strongly disagree that irregular promotion decreases ghe@vation to

.\

The result of the analysis shows that 45 (25.0%) of the study res %t strongly agree that
promotion does not enhance their motivation to work,. 604@%%) of the study respondent
agree that promotion does not enhance their motj t@) work, 46 (25.6%) of the study
respondent disagree that promotion does not.e@e their motivation to work, 24 (13.3%) of

the study respondent strongly disagree tth} otion does not enhance their motivation to

work. Q)(b‘

The result of the analysis sl@g‘[ 90 (50.0%) of the study respondent strongly agree that
'\

promotion gives ﬂi@

respondent agree %

or a successful teaching career, 54 (30.0%) of the study
omotion gives them hope for a successful teaching career, 22 (12.2%)
of the stud%pondent disagree that promotion gives them hope for a successful teaching

care@ﬁ%) of the study respondent strongly disagree that promotion gives them hope

for a successful teaching career.

The result of the analysis shows that 105 (58.3%) of the study respondent strongly agree that
in teaching profession, their position as a teacher offers them recognition for their capabilities
and accomplishment, 57 (31.7%) of the study respondent agree that in teaching profession,

their position as a teacher offers them recognition for their capabilities and accomplishment,
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10 (5.6) of the study respondent disagree that in teaching profession, their position as a
teacher offers them recognition for their capabilities and accomplishment, 4 (2.2%) of the
study respondent strongly disagree that in teaching profession, their position as a teacher

offers them recognition for their capabilities and accomplishment.

The result of the analysis shows that 58 (32.2%) of the study respondent strongly agree that
recognition of their accomplishment can be an important factor for motivation, 96'({‘&%) of
the study respondent agree that recognition of their accomplishment can b %&mportant
factor for motivation, 17 (9.4%) of the study respondent disagree thé@mtion of their
accomplishment can be an important factor for motivation, 5 (28 the study respondent
strongly agree that recognition of their accomplishment %cb%\an important factor for

motivation. &

The result of the analysis shows that 68 (37..8%§f~ the study respondent strongly agree that
recognizing them for good job can help m@'\té them to strive for success, 66 (36.7%) of the
study respondent agree that recognizi em for good job can help motivate them to strive
for success, 33 (18.3%) of thew respondent disagree that recognizing them for good job
can help motivate them fO\s ':)e for success, 7 (3.9%) of the study respondent strongly

Q

disagree that recognizing them for good job can help motivate them to strive for success.

The result?% analysis shows that 52 (28.9%) of the study respondent strongly agree that
offe a certificate of recognition is not an important factor of motivation, 53 (29.4%)
of the study respondent agree that offering them a certificate of recognition is not an
important factor of motivation, 53 (29.4%) of the study respondent disagree that offering
them a certificate of recognition is not an important factor of motivation, 16 (8.9%) of the
study respondent strongly disagree that offering them a certificate of recognition is not an

important factor of motivation.
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The result of the analysis shows that 67 (37.2%) of the study respondent strongly agree that
they can perform effectively in their teaching if recognized, 72 (40.0%) of the study
respondent agree that they can perform effectively in their teaching if recognized, 23 (12.8%)
of the study respondent disagree that they can perform effectively in their teaching if
recognized, of the study respondent 14 (7.8%) of the study respondent strongly disagree that
D

The result of the analysis shows that 79 (43.9%) of the study respondent str Xgree that

they can perform effectively in their teaching if recognized.

they have participated in workshops and seminars because of their rec@ in school, 58
(32.2%) of the study respondent agree that they have participated h\\a rkshops and seminars
because of their recognition in school, 25 (13.9%) of the stu% ondent disagree that they

have participated in workshops and seminars beca@@ recognition in school, 15 (8.3%)

Ny

The result of the analysis shows that 98 (@ ) of the study respondent strongly agree that

of the study respondent

they enjoy teaching and derive pers atisfaction from the job, 61 (33.9%) of the study
respondent agree that they enjwching and derive personal satisfaction from the job, 11
(6.1%) of the study re I?t disagree that they enjoy teaching and derive personal

satisfaction from th&job, 8 (4.4%) of the study respondent strongly disagree that they enjoy

teaching au@ personal satisfaction from the job.

The@ the analysis shows that 77 (42.8%) of the study respondent strongly agree that
personal satisfaction fosters job loyalty and keeps them happy and motivated, 76 (42.2%) of
the study respondent agree that personal satisfaction fosters job loyalty and keeps them happy
and motivated, 16 (8.9%) of the study respondent disagree that personal satisfaction fosters
job loyalty and keeps them happy and motivated, 9 (5.0%) of the study respondent strongly

disagree that personal satisfaction fosters job loyalty and keeps them happy and motivated.
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The result of the analysis shows that 84 (46.7%) of the study respondent strongly agree that
they derive personal satisfaction in their method of teaching, 70 (38.9%) of the study
respondent agree that they derive personal satisfaction in their method of teaching, 10 (5.6%)
of the study respondent disagree that they derive personal satisfaction in their method of
teaching, 14 (7.8%) of the study respondent strongly disagree that they derive personal

satisfaction in their method of teaching.

The result of the analysis shows that 98 (54.4%) of the study respondent str Xgree that
their students find it very easy to communicate with them, 62 (1%} of the study
respondent agree that their students find it very easy to commumc‘@sﬁh them, 8 (4.4%) of

the study respondent disagree that their students find it Very %&) communicate with them,
10 (5.6%) of the study respondent strongly dlsagreg% eir students find it very easy to

%

The result of the analysis shows that 69 (88. fbﬁ) of the study respondent strongly agree that

communicate with them.

students often come to them for adv@d counseling, 82 (45.6%) of the study respondent
agree that students often come«tb»them for advice and counseling, 19 (10.6%) of the study
respondent disagree that @t? often come to them for advice and counseling, 8 (4.4%) of

the study respondeht sfrongly disagree that students often come to them for advice and

counseling,%g

The@ the analysis shows that 79 (43.9%) of the study respondent strongly agree that

aside from school work, they always discuss life issues with their students, 61 (33.9%) of the
study respondent agree that aside from school work, they always discuss life issues with their
students, 30 (16.7%) of the study respondent disagree that aside from school work, they
always discuss life issues with their students, 8 (4.4%) of the study respondent strongly

disagree that aside from school work, they always discuss life issues with their students.
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The result of the analysis shows that 83 (46.1%) of the study respondent strongly agree that
students are always attentive and ask question freely in their class, 68 (37.8%) of the study
respondent agree that students are always attentive and ask question freely in their class, 18
(10.0%) of the study respondent disagree that students are always attentive and ask question
freely in their class, 9 (5.0%) of the study respondent strongly disagree that students are

always attentive and ask question freely in their class.

The result of the analysis shows that 73 (40.6%) of the study respondent str Xgree that

i

job security affect their commitment to work, 18 (10.0%) of the\f%y'}espondent disagree

job security affect their commitment to work, 68 (37.8%) of the study ent agree that
that job security affect their commitment to work, 9 (5. O%) %study respondent strongly

disagree that job security affect their commitment to w

The result of the analysis shows that 75 (41 7°/ Qe study respondent strongly agree that
job security motivate them to work, 68Q;§U o) of the study respondent agree that job
security motivate them to work, 24 of the study respondent disagree that job security

motivate them to work, 10 (5. N the study respondent strongly disagree that job security

motivate them to work. .®

The result of the 1s shows that 69 (38.3%) of the study respondent strongly agree that
they feel sé%on their job as a teacher, 77 (42.8%) of the study respondent agree that they
feel@g)n their job as a teacher, 21 (11.7%) of the study respondent disagree that they
feel secure on their job as a teacher, 10 (5.6%) of the study respondent strongly disagree that

they feel secure on their job as a teacher.

The result of the analysis shows that 87 (48.3%) of the study respondent strongly agree that
they feel free on their job as a teacher, 55 (30.6%) of the study respondent agree that they feel

free on their job as a teacher, 23 (12.8%) of the study respondent disagree that they feel free
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on their job as a teacher, 11 (6.1%) from the respondent part of the strongly disagree that they

feel free on their job as a teacher.

The result of the analysis shows that 60 (33.3%) of the study respondent strongly agree that
as a teacher, they are promoted when due, 70 (38.9%) of the study respondent agree that that
as a teacher, they are promoted when due, 29 (16.1%) of the study respondent disagree that as
a teacher, they are promoted when due, 18 (10.0%) of the study respondent strong @gagree

that as a teacher, they are promoted when due. . QO

Summarily, the analysis of the result reveals various factors influencing job satisfaction

. "
among English teachers in Oyo State. While financial reward a@otion play significant

roles, other aspects such as personal satisfaction, recognlt her-student interaction, and

job security also contribute to the level of job sz@@! among English teachers in Oyo

State.

Q;@

Research Question Three

4.4  What is the pattern of%@l‘eachers Teaching effectiveness in Qyo Stats

Table 4.4.1: Descriptive s z&;;gs showing pattern of teaching effectiveness among

English language teach yo State
S/N Item “My Engllsw T AT NT M SD  Remark
teacher” X F(%) F (%) F (%) F (%)
Classroo ~
Managem

co rea in which he  (62.8) (26.5)
or sheXeaches

is % t'in the 1843 777 187 (6.4) 94 (3.2) 3.47 0.84 Moderate

1s competent in the 1534(52.3) 950(32.4) 281(9.6) 144(4.9) 3.30 0.89 Moderate

procedures, techniques,
and methods of his or her
content area.

treats all students fairly 1664(56.7) 780(26.6) 319(10.9) 158(5.4) 3.34 0.91 Moderate

and establishes an
environment

that is respectful,
supportive, and caring.

always find my English  1754(59.8) 657(22.4) 350(11.9) 153(5.2) 3.35 0.93 Moderate
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10

11

teacher class interesting

always command

decorum and respect

from the whole class

is very good in essay

writing

can speak oral English

fluently

is an expert in letter

writing

always find means to

improve teaching and

increase student learning.

always encourage us to

look for more

information online on the

topic he is currently

teaching

hardly hear what my
teacher is saying
when he/she is
teaching

1750(59.6)

1871(63.7)
1866(63.6)
1771(60.3)

1707(58.2)

1352(46.1)

895(30.5)

705(24.0) 311(10.6) 136(4.6)

652(22.2) 300(10.2) 88(3.0) 3.45

642(21.9) 286(9.7) 121(4.1) 3.4

699(23.8) 307(10.5) 110(3.7) 3.37

817(27.8) 294(10.0) 109(3.7) 3.4

825(28.1) 418(14.2)

2.39

556(18.9) 324(11. Q&C‘-}?(sg 4)

0.93

0.86

0.88

0.93

0.84

326(1‘%@5\

1.29

Moderate

Moderate

Moderate

Moderate

Moderate

Moderate

Low

12

13

14

15

16

Evaluation
always do the correction
of our test before
proceeding to the next
topic.

always make sure we do
the correction of all
assignment before
starting a new one

.»
always takes us 0@@3 (20.2)

excursion
always organize¥\quiz 1171(39.9)

competition with

other scho
etter writing ~ 1271(43.3)

‘\Q
1668(56.8) @%3 298(10.2)
1@ 680(23.2)

276(9.4) 3.27

377(12.8) 176(6.0) 3.32

496(16.9) 349(11.9) 1472(50.2) 2.05

565(19.3) 477(16.3) 701(23.9) 2.74

611(20.8) 415(14.1) 624(21.3) 2.85

1.00

0.94

1.23

1.23

1.20

Moderate

Moderate

Low

Low

Low

alw
co@% in my school
Grand Mean

3.13

Source: Research’s Field Survey Data 2023

Note:

SD =

Standard Deviation, M = Mean, n = Number of respondents, SA = Strongly

Agreed, A = Agreed, D = Disagreed, SD = Strongly Disagreed, Mean response rating
classification: Low = 2.00-3.00, Moderate = 3.00-4.00, High = 4.00-5.00

Decision: Moderate
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Table 4.6. Present the descriptive analysis describing the teaching effectiveness of English
language teachers in Oyo State. The results of the analysis shows that 1843(62.8%) of the
respondent agree that it is very true that classroom management is competent in the content
area in which he or she teaches, 777(26.5%) claimed it is true, 187(6.4%) agree it is almost
true and 94(3.2%) believe it is not true. Still on the view, 1534(52.3%) supports that
classroom management is competent in the procedures, techniques, and methods czf his or her
content area, 950(32.4) believe it to be true, 281(9.6%) are almost true and 14@} are on
the notion that it is not true. The table also shows that 1664 (56.7) ackn : Q@is very true
that classroom management treats all students fairly and establ.ishe‘%n.\environment that is
respectful, supportive and caring, 780(26.6%) says it is true&®(10.9%) accepts that the
notion is almost true and 158(5.4%) believe it is not trué @1. Still on the view, 1754(59.8%)
of the respondent believe it to be very true that th@%s find their English teacher’s class

interesting, 657(22.4%) says it is true, 35(@]}%& it is almost true, and 153(5.2%) agrees
t

it is not true. 1750(59.6%) is on the V%’ their teacher’s always command respect from
the whole class, 705(24.0%) says t%%w is true, 311(10.6%) believes it is almost true and
136(4.6) accepts it is not trugt %1 . It can also be interpreted from the table that 1871(63.7%)
accepts that it is ve @%at their teacher is very good in essay writing,652(22.2%) says it
is true,300(10.2%&says it is almost true and 88(3.0%) says it is not true at all, of the
respondent, (63.6%) agrees that their English teacher can speak oral English fluently,
642(@9 believes it is true, 286(9.7%) is on the notion that it is almost and 121(4.1%)
accepts it is not true at all. From the table, it can be seen that 1771(60.3%) of the respondent
agrees that it is very true that their English teacher is an expert in letter writing, 699(23.8%)
believes it is true, 307(10.5%) says it is almost true and 110(3.7%) accepts that it is not true

at all. 1707(58.2%) of the respondent is on the notion that it is very true that their teacher

always find means to improve teaching and increase student learning, 817(27.8%) agrees that
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it is true, 294(10.0%) says it is almost true and 109(3.7%) says it is not true at all, the
interpretation of the table also shows that 1352(46.1%) of the respondent agrees that their
English teacher always encourage them to look for more information online on the topic he is
currently teaching to be true, 825(28.1%) believes the notion is true, 418(14.2%)
acknowledge the view to be almost true and 326(11.1%) accepts it not to be true at all. The
result of the analysis on teachers effectiveness also depict that 895(30.5%) of the.re%g‘ndent
agrees it is true that they hardly hear what their teacher is saying when he/sh%it%aching,
556(18.9%) says it is true, 324(11.0%) agree it is almost true an@%the notion,
1127(38.4%) says it is not true. . 6.\

The descriptive analysis also shows that 1668(56.8%) of th&é@dent is of the notion that

they always do their correction of their test before r@b@mg to the next topic,682(23.2%)
accepts it to be true,298(10.2%) says it is almost énd 276(9.4%) accepts it is not true at
all. Still on the view, 1691(57.6%) accept@ %very true that they always make sure they
do the correction of all assignment }g‘%@ starting a new one, 680(23.2%) says it is true,
377(12.8%) says it is almost trﬂ\a\%l 76(6.0%) claims it is not true at all.593(20.2%) of the
respondents agree that th f§ very true that they always take them out on excursion,
496(16.9%) agrees it is ,349(11.9%) claims it to be almost true and 1472(50.2%) accepts
it is not true at @171(39.9%) also agrees that it is very true that they always organize quiz
competiti@ them with other schools, 565(19.3%) says it is true, 477(16.3%) claims it is
almc@:e and 701(23.9%) says it is not true. The results of the analysis show that
1271(43.3%) of the respondent agrees that it is true they always do letter writing competition

in their school, 611(20.8%) believes it is true, 415(14.1%) claims it is almost true and

624(21.3%) says it is not true at all that they do letter writing competition in their school.

Based on the perspectives of the respondents, the study looked at many factors of teaching
efficacy. According to the findings, the majority of respondents believe their English teachers
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are knowledgeable about their subject matter (average 62.8% agreement) and effective in
their teaching strategies (average 52.3% agreement). In addition, the teachers are seen as
creating courteous and encouraging learning environments (on average, 56.7% agree) and
conducting engaging lessons (on average, 59.8% agree). Additionally, teachers are rated
favourably in terms of specific English language abilities including essay writing (average
63.7% agreement), oral English fluency (average 63.6% agreement), and let.ter writing

proficiency (average 60.3% agreement) by students (average 59.6% agreement).q')i\

The teachers are also perceived as working to enhance their own teachiﬁ%}‘the learning of
their students (average 58.2% agreement), encouraging pupils w@ﬁ\p more information
online (average 46.1% agreement), and swiftly revising éi%nations and assignments
(average 56.8% agreement). However, problems tha lgt@&,to be fixed were noted, including
hearing teachers during class (average 30.5% agr§ t) and discrepancies in extracurricular

activity participation (average 20.2% a@%’h

ranging from 20.8% to 43.3% agreem

and competition organisation (averages

Overall, the findings indicate t@glish language teachers in Oyo State have a high level of

Teaching effectiveness o@aﬁility to teach, with differing degrees of agreement across the

QO

many factors considered in the study.

Q\
4.5 Hy@sls Testing
QO

HO1:
4.5.1 ere is no significant influence between English teachers’ personal
characteristics (age, gender and religion) and their teaching effectiveness

Table 4.5.1: Linear Regression showing the Relationship between English teachers’
Personal Characteristics and their teaching Effectiveness

R =0.324
R2=0.105
Adjusted R? = 0.051
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Standard Error = 3.17488

ANOVA
Model Sum of df Mean F Sig.
Squares Square

1 Regression 59.094 3 19.698 1.954  0.133b

Residual 503.994 50 10.080

Total 563.088 53
a Dependent Variable: Teachers’ Effectiveness . (b‘
b Predictors: (Constant): Christianity, Islam, Gender, Age Q’S\

Source: Field Survey, 2023 . QO

The hypothesis tests if English language Teachers’ personal Characteristics carries a
significant impact on Teachers’ effectiveness. The dependent Va'i@s?achers effectiveness
was regressed on the Personal Characteristics of tea.ch&@eciﬁcally Age, Gender and
Religion to test the hypothesis H1. English Langua @ers’ personal characteristics does
not significantly predict Teachers Effectiven.ess.%

Table 4.5.1 showed multiple regression@aﬁon coefficient indicating the relationship
between the predictor variables Religigny Age and Gender 0.105. The adjusted R square is
0.051. The F (3, 50) = 1.954, VMP > 0.05. Therefore, the predictor variable does not have
a significant predictive ab%?“so'3 determine teachers’ Effectiveness. This implies that English
teachers personal @%eristics (Age, gender and religion) does not have a significant
impact on te %’ effectiveness. Thus, we do not reject the Null hypothesis since the
analysi @ﬂt showed that English teachers’ personal characteristics does not significantly
inﬂ& teachers’ effectiveness.

HO02:
4.5.2 There is no significant relationship between personality types of English teachers

and their teaching effectiveness in Oyo State

Table 4.5.2: Linear Regression showing the relationship between personality types of
English Teachers and their teaching effectiveness in Oyo State.

R =10.331
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R2=0.110
Adjusted R? = 0.024
Standard Error = 3.42579

ANOVA
Model Sum of df Mean F Sig.
Squares Square
1 Regression 75.116 5 15.023 1.280  0.287b
Residual 610.274 52 11.736 . (b‘
Total 685.390 57 q’S\
a Dependent Variable: Teachers’ Effectiveness . QO

b Predictors: (Constant), Openness to Experience, Conscientiousne

Agreeableness, Neuroticism, and Extraversion . @“
o)

The hypothesis tests if English language Teachers’ Persg&gﬂy Types carries a significant
impact on Teachers’ effectiveness. The depen@%able Teachers effectiveness was
regressed on the Teachers Personality types of@hers specifically Openness to Experience,
Conscientiousness, Agreeableness, Neutotied '\,and Extraversion to test the hypothesis Ho2.
The result of the analysis showed t%{bﬁglish Language Teachers’ Personality type does not
significantly predicted Teacl&&ctiveness.

"

Table 4.5.2 showed egression correlation coefficient indicating the relationship

between the predi(tdgériables Personality types 0.110. The adjusted R square is 0.024. The
F (5, 52) %%, where p > 0.05. Therefore, the predictor variables does not have a
signi Qredictive ability to determine teachers’ Effectiveness. This implies that English
teachers Personality types (Openness to Experience, Conscientiousness, Agreeableness,
Neuroticism, and Extraversion) does not have a significant impact on teachers’ effectiveness
and they do not predict the ability of English language teachers in Oyo State. Thus, we do not

reject the null hypothesis since the result of the analysis shows that there is no significant

difference between teachers’ personality types and teachers’ effectiveness.
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HO03:

4.5.3 There is no significant relationship between English teachers’ job satisfaction

and their teaching effectiveness in Oyo State

Table 4.5.3 Linear Regression showing the relationship between English language teacher’
Job Satisfaction and their teaching effectiveness

Table 4.5.3: Linear Regression showing the relationship between English Langunage
teacher’ Job Satisfaction and their teaching effectiveness

R =0.360

R?=0.130

Adjusted R? = 0.027
Standard Error = 3.41963

ANOVA
Model Sum of df Meéan, > F Sig.
Squares Square
1 Regression 89.002 6 14.834 1.268  0.288b
Residual 596.388 S1 11.694
Total 685.390 S7

a Dependent Variable: Teachers’ Effectiveness

b Predictors: (Constant),.\(Feacher Job Motivation), Job Security,
Teacher Students~. Iftéxaction, Promotion, Recognition, Personal
Satisfaction, and Financial Reward

The hypothesis\tests if English language Teachers’ Job Satisfaction carries a significant
impact. ofi\I'eachers’ effectiveness. The dependent variable Teachers effectiveness was
regresséd on the Teachers Job Satisfaction indicators (Job Security, Teacher Students
Interaction, Promotion, Recognition, Personal Satisfaction, and Financial Reward) to test the
hypothesis Ho3. The result of the analysis showed that English Language Job Satisfaction

does not significantly predicted Teachers Effectiveness.

151



Table 4.5.3 showed multiple regression correlation coefficient indicating the relationship
between the predictor variables Teachers’ Job Satisfaction 0.360. The adjusted R square is
0.027. The F (6, 51) = 1.268 where p > 0.05. Therefore, the predictor variables have does not
have significant predictive ability to determine teachers’ effectiveness. This implies that
English labguage teachers Job Satisfaction does not impact on teachers’ effectiveness. We
can safely conclude that English language teachers’ Job Satisfaction predict§ ?ﬁ(ﬂ:hers’
effectiveness. Therefore, we do not reject the null hypothesis since the analysis(és}t reveal

that there is no significant between English language Job Satis 5;, d teachers

effectiveness. 4%0\
N
4.6 Discussion of Findings Q’}%

Q

For the research questions, analysis of the stud@@ﬁed on personality type and job

satisfaction as correlate of teachers’ effectiveness(in Secondary schools in Oyo State revealed
that the Personality type identified among@lé}sxﬂ eachers are Extraversion, Agreeableness,
Conscientiousness, Neuroticism an%@nness to Experience. The Descriptive Analysis
showed that Majority of the res@q&,cgﬁts who are English teachers asserted that they have the
personality type highlig TAfBove. It can then be generalized that English Language
Teachers Personali@gin Oyo State are Extraversion, Agreeableness, Conscientiousness,

Neuroticism @nness

Few studies have found that teacher effectiveness has a close and significant
relationship with qualities such as being enthusiastic, dynamic, friendly, and social, which
supports the hypothesis stated in this study as "teacher effectiveness has a positive
relationship with extraversion personality trait?. Contrary to the current findings, it was also
suggested that effective teachers had significantly better personality adjustment and a more
positive attitude, that they are significantly more emotionally stable, and that they are not

more extraverted. Furthermore, according to her findings, teacher effectiveness is associated
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with emotional stability rather than extraversion®. As a result, it is evident that the qualities of
being full of vitality and frequently experiencing positive emotions contribute to a teacher's
effectiveness. They tend to be ebullient, action-oriented, and eager to pursue opportunities. In
groups, they appreciate speaking, asserting themselves, and drawing attention to themselves,
as well as interacting with their students and colleagues. Therefore, it is correct that there is a
positive correlation between teacher efficacy and extraversion. The analysis revea.led that the
level of Job Satisfaction among English Language Teachers is High, as th%:%)rity of
respondents agreed that they are contented with their current p 't'.}fy e Pearson
correlation analysis revealed a positive correlation between insfruc s'.:]'ob satisfaction and
their work output. In addition, previous research has examin@ connection between job
satisfaction, other job-related attitudes such as commiﬁ@ adjustment, and psychological
duress, and organizational performance®. This org@%al investigation disclosed a strong
correlation between teachers' job satisfacti h@teir performance on the job. In addition,
the results revealed a strong correlatio%'e een teachers' job satisfaction, other job-related

attitudes, such as commitm@stmem, and psychological duress, and school

fi .
performance %'\
1 ;5

The findings of the @@ so0 revealed that Job satisfaction among secondary school teachers
is good not or%‘\tbr themselves but society as a whole. It increases productivity and
classroon@e rmance in the college. Academic success of student depends upon the role
play@r the teacher. Teachers are the source of guidance in all the crucial steps in the
academic life of the students. When teachers are satisfied with their job, they can perform
their responsibilities with more concentration and devotion. Teachers are the source of
guidance in all the crucial steps in the academic life of the students. When teachers are
satisfied with their job, they can perform their responsibilities with more concentration and

devotion.
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The study also revealed that the personal characteristics of English teachers (age, gender, and
religion) have a significant impact on their efficacy. The personal characteristics of English

language instructors accurately predict their effectiveness.

It was also discovered that the personality types of English teachers (Openness to Experience,
Conscientiousness, Agreeableness, Neuroticism, and Extraversion) have a substantial
influence on their effectiveness. We can confidently conclude that personaht'y es of
English language instructors predict teacher effectiveness®. This congl %&ﬁas been
supported by prior research indicating that there is no correlation @1 openness to
experience and teacher efficacy; therefore, the hypothesis can be-réf{%s(ﬂ This may be due to
the fact that they may favor familiarity over novelty by be%ga‘lservatlve and resistant to
change as a result of being engrossed in their subject m &s routine activities, being narrow-
minded, and having less creativity. However & sult of the present study has been

contradicted by other research, as it is @%ﬂ

openness to experience, apprec1at10n 0 , sensitivity to beauty, and emotional awareness.

hat teacher effectiveness would include

They are characterized by indiv@ic and nonconformist thought and behavior.

This study's hypothesis is@y?ed by a small number of research. These studies indicate that
effective teachers afg _approachable, helpful, and receptive to queries and discussion, as well
as well-pr Qnd organized at all times, and they make difficult subjects simple to
com e@ It may be perceived that the difference between a teacher's effectiveness and
their experience in years is significant, given that the more experience a teacher has, the
better he or she can comprehend and cope with the teaching profession®. On the other hand, it
may be observed that teachers new to the profession perform better than those with more
experience because they may have a passion for the job they have just begun, whereas
experienced teachers may prefer to be stable and resist changes and new ideas because they
are more flexible for the things in which they are constantly involved and do not develop in
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the field’. Other studies indicate that effective teachers are substantially more emotionally
stable, adaptable, and pragmatic, regulated by external realities, high in self-concept control,
socially bold, and emotionally intelligent, and tend to be more committed to their working
organizations®. The majority of teachers possessed less emotional stability, masculinity,

friendliness, ego strength, curiosity, and dominance; as a result, the teachers' neuroticism

&

%\%

would hinder their performance’.
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Chapter Five

Conclusion

5.1 Summary of Findings

This study investigates Personality Types and Job Satisfaction as correlate of English Teacher

effectiveness in Senior Secondary Schools in Oyo State.

Based on the findings of this study, research question one indicates that the Pers@ type
identified among English Teachers are Extraversion, Agreeableness, C@tioumess,
Neuroticism and Openness to Experience. The Descriptive Analysis sh:)%that Majority of
the respondents who are English teachers asserted that they. @t?le personality type
highlighted above. It can then be generalized that Englis&@}guage Teachers Personality

type in Oyo State are Extraversion, AgreeableeK&S%’}ﬁscientiousness, Neuroticism and

Openness.
p . ©

For research question two, the level ofJob Satisfaction among English Language Teachers is

High as the study respondent gave ;@b\re agree that they are satisfied with their job.

For the hypothesis testing; nﬁltﬁ from the hypothesis revealed that the predictor variable has

a significant predictiv @hgj to determine teachers’ Effectiveness. This implies that English

teachers pers n%%haracteristics (Age, gender and religion) have a significant impact on
teachers’ e‘té

iveness. We can safely conclude that English language teachers’ personal
char@stics predicts teachers’ effectiveness. the results of the findings show a combination
of personality types and job satisfaction explained 10.5% variation in teachers’ effectiveness.

This implies that personality type and job satisfaction jointly influence teacher effectiveness.

For the second hypothesis, it was revealed that English teachers Personality types (Openness

to Experience, Conscientiousness, Agreeableness, Neuroticism, and Extraversion) have a
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significant impact on teachers’ effectiveness. We can safely conclude that English language

teachers’ Personality types predicts teachers’ effectiveness.

For the third hypothesis, the predictor variables have a significant predictive ability to
determine teachers’ Effectiveness. This implies that English teachers Job Satisfaction have a
significant impact on teachers’ effectiveness. We can safely conclude that English language

teachers’ Job Satisfaction predicts teachers’ effectiveness.

N
. L
5.2 Conclusion \QO

The following conclusion were drawn based on the information 4%afhe d from the data
'\

analysis on personality types and job satisfaction as correlate of %&m effectiveness among

\

English teachers of Senior Secondary School in Oyo Sta,teQ%

\
The study revealed that English Language Teéﬁ@%ersonality type in Oyo State are
Extraversion, Agreeableness, Conscienti @ Neuroticism and Openness. Teaching
effectiveness has a close and signiﬁcan@ﬁfgnship with qualities such as being enthusiastic,
dynamic, friendly, and social, hi@:hf)ports the hypothesis stated in this study as "teacher

effectiveness has a positive %ti?nship with extraversion personality trait.

The findings of t@%revealed that Teachers at the highest levels of professional
expertise an @alogical development were capable of balancing the students’ intellectual
achievem@% interpersonal learning in the classroom; used a collaborative approach with
stud@to control the classroom and encouraged creativity and flexibility to create
interactive classrooms.

The findings of the study also revealed that Job satisfaction among secondary school teachers
is good not only for themselves but society as a whole. It increases productivity and
classroom performance in the college. Academic success of student depends upon the role

played by the teacher. Teachers are the source of guidance in all the crucial steps in the
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academic life of the students. When teachers are satisfied with their job, they can perform
their responsibilities with more concentration and devotion. Teachers are the source of
guidance in all the crucial steps in the academic life of the students. When teachers are
satisfied with their job, they can perform their responsibilities with more concentration and
devotion. It was also revealed that Job satisfaction would make a teacher to be happy and job
dissatisfaction would make him/her to be unhappy and emotionally disturbed. Whgn %e‘acher

is psychologically disturbed, his/her efficiency in school would be negatively aﬁ%{%

The study has revealed that good monthly remuneration, good promotﬂ%}ospect, regular
payment of fringe benefit, education development, good work@e'ﬂvironment, cordial
management staff relationship and high job security are cri@%wrs promoting teachers’
job satisfaction level. In addition, it was established tl}&gacher job satisfaction has relative
contribution to teacher job performance. It can theréfore be concluded that for teachers’ job
performance in term of teaching competf:)%\: ve students’ supervision, use of teaching
materials, monitoring students’ work(@wgst others can be significantly improved if effort

is made to improve on the criti&ﬂ%rs associated with teachers’ job satisfaction.

5.3 Recommendatioo@ B

The following rec&@%ations were made based on the findings of the study:
1. Gou@gt and educational administrators should use appropriate strategies such as
pt payment of salaries, promotion and in service training to improve the job
satisfaction of secondary school teachers.
2. Teachers’ salaries and other fringe benefits should be improved in line with the
economic trends and inflations in Nigeria.

3. Teachers’ effectiveness and excellent performance should be rewarded as appropriate.
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5.4

5.5

Regular training and retraining programmes should be provided for teachers in Oyo
state for improved education development and performance.

Working environment of teachers in terms of school facilities, teaching and learning
tools should be adequately provided for.

School management should ensure smooth and cordial relationship with school
teachers

Contribution of Knowledge

The study conceptually provides a logically insights in the main@gd

constructs of the study which are extraversion, agreeablenesssconscientiousness,
neuroticism, openness to experience for teacher personz@md financial reward,

promotion, recognition, personal satisfaction, teac@students interaction and job

security for job satisfaction. Q

The content theories base on what @es people at work that is, identifying the
needs, drives and incentives/ g@hd their prioritization by the individual to get

satisfaction and thus pef&@ ctfectively.

'3
The researchers egorized these needs into primary, secondary and high level

requireme*{a ployees, which needs to be fulfilled whenever workers is required

to b@ated and satisfied.

QQ

Suggestion for Further Studies

This study only utilized quantitative methods I collecting data from both teachers and

students. Other methods of gathering data like qualitative method that involved interview and

focus group discussion could also be used to better understand the findings.
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@PENDIX 1

DEPARTMENT OF ?%] AND SOCIAL SCIENCES EDUCATION

LEAD CITY UNIVERSITY

\DAN OYO STATE NIGERIA
Dear Sir/Ma, Q
I am a Masters student of the Department of Arts and Social Science, Lead City University,
Ibadan. I am cu)%?t y conducting research on personality types and Job Satisfaction as
Correlate o ers Effectiveness in Senior Secondary Schools in Oyo State. All
information ‘eolfected will be used only for the purpose of this research and will be treated

with ab e ‘confidentiality. To this extent, you should feel free to supply the necessary
infof %v that will enable me carry out this research. Thank you.

Adebayo Adeola Adedoyin.

TEACHER’S PERSONALITY TRAIT AND JOB SATISFACTION
QUESTIONNAIRE (TPTQ)

INSTRUCTION: Please tick [V] as applicable

SECTION A: Socio-demography characteristics of respondents.
1. Name of School
2. LGA
3. Sex: Male () Female ()

175



4. Age: 25-35 () 3645 () 46andabove ()

5. Religion Christianity () Islam ( ) others ( )
SECTION B: Personality types of teachers
Kindly tick the one that is appropriate to you SA- Strongly Agree A- Agree D-
Disagree SD- Strongly disagree.

S/N | Personality Types SA | A D SD
Extraversion ‘I’
1 am active with others
2 am reserved and love to be alone
3 am goal-driven
4 work hard to achieve my goal ‘A
5 generates a lot of enthusiasm when in the midst of \"
people . ﬁ(z)
Agreeableness ‘I’ \\;“O
6 find it difficult to forgive mistakes N
7 am helpful and unselfish with others (cooperating) A\l o
8 can be cold and aloof AN D
9 generally believe the best about others
Conscientiousness “I” »\QJ
13 | always do a thorough job AN
14 | always tend to be disorganized AAY
15 | persevere until the task is finished i
16 | tends to complete tasks in a less structur
17 | prefer to work at my own pace to meet deadlines
Neuroticism “I” A i
18 | am depressed and blue
19 | am more optimistic ~ N
20 | struggle with difficult sitdatioh~
Openness to experience “ly
24 | am original and alw omes up with new ideas
25 | am always curio tdchanges in my environment
26 | aminventive( ™
28 | am ingenious and’deep thinker
29 | like to @f@éﬂd play around
30 prefm that is routine
31 | weleemé new ideas
SEW : Teachers Job Satisfaction
SN YITEMS SA A D |SD
A Financial reward
1 Financial reward is the most important factor that
motivate me to achieve the greatest productivity
2 The minimum wage approved by the Federal
Government is not paid to me
3 I love my job irrespective of my poor salary
4 My salary is inadequate for me
5 Financial reward does not motivate me to be
productive
6 I am satisfied with the salary I earn
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Promotion

9 Irregular promotion decreases my motivation to work.
10 Promotion does not enhance my motivation to work
11. Promotion gives me hope for a successful teaching
career
D Recognition
12. In teaching profession, my position as a teacher
offers me recognition for my capabilities and
accomplishment.
13. Recognizing my accomplishment can be an
important factor for motivation ol
14. Recognizing me for good job can help motivate ‘\‘\0‘
me to strive for success . % r
15. Offering me a certificate of recognition is not an ,\'\?O
important factor of motivation A
E Personal Satisfaction ) M
18. I enjoy teaching and derive personal satisfaction ! \ﬁ'\
from the job ~
19. Personal satisfaction fosters job loyalty and '{5 i
keeps me happy and motivated . A\Q) i
20. I derive personal satisfaction in my method of '\\
teaching £ \Q
G Teacher-Students interaction . A
21. My students find it very easy to com(@ate
with me. N\
22. Students often come to me fomadvice/and
counseling =
23.. Aside from school work, I@M discuss life
issues with my studen& N\
24, Students are always attentive and ask question
freely in my clas *
H Job Security ~
25. Job securify affeet hy commitment to work
26. Job secuﬁty\rﬁ)tivate me to work
27. I feel secyre on my job as a teacher
28. [ f&&free on my job as a teacher
29. As,a feacher, I am promoted when due

Q\J
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g&DIX I

DEPARTMENT Ofs%% AND SOCIAL SCIENCES EDUCATION
LEAD CITY UNIVERSITY
‘%A AN OYO STATE NIGERIA

Dear Sir/Ma,

I am a Masters stu@ the Department of Arts and Social Science, Lead City University,
Ibadan. I am cu conducting research on personality types and Job Satisfaction as
Correlate o ers Effectiveness in Senior Secondary Schools in Oyo State. All
1nf0rmat10n cted will be used only for the purpose of this research and will be treated
with absghate ‘confidentiality. To this extent, you should feel free to supply the necessary
mfo‘ that will enable me carry out this research. Thank you.

Adebayo Adeola Adedoyin.
PERCEPTION OF TEACHER’S EFFECTIVENESS QUESTIONNAIRE (TEQ)
INSTRUCTION: Please tick [V] as applicable
SECTION A:Socio-demography characteristics of respondents.
1. Name of School
2. Class
3. Age:
4. Sex: Male () Female ()
5. Religion Christianity () Islam ( ) others ( )
SECTION B: Perception of Teacher Effectiveness Questionnaire (TEQ)
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Kindly tick the one that is appropriate to you VT- Very True T- True AT- Almost
true NT- Not True.

S/N | Item “My English teacher” VT | T |AT
Classroom Management
1 is competent in the content area in which he or she teaches
is competent in the procedures, techniques, and methods of
his or her content area.
3 treats all students fairly and establishes an environment
that is respectful, supportive, and caring.
4 always find my English teacher class interesting -
5 always command decorum and respect from the whole class QN
6 is very good in essay writing O&‘
7 can speak oral English fluently S QY
8 is an expert in letter writing "s\.\ ]
9 always find means to improve teaching and increase student
learning. A\ «
10 | always encourage us to look for more information online or %gx '
the topic he is currently teaching (&Q
11 | hardly hear what my teacher is saying when he/she is {@ng
Evaluation i @
12 | always do the correction of our test before p@é@% to the
next topic.
13 | always make sure we do the correction o&ssignment
before starting a new one AN
14 | always takes us out on excursion, \ ) i
15 | always organized quiz competiti r us with other schools

16 | always do letter writing comp;;ﬁhpn in my school
V7
%w

N
QQ%Q
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BIO-DA’]@
A. Personal Information %
Full Name: &ol Adedoyin ADEBAYO

Email: ealadebayoadeola@gmail.com
Telephone: Q)cb‘ +234 810 066 2351 | +234 705 124 2304
Date and Place of Birth: \) February 26, 1997, Ibadan
Nationality: ) Nigeria

Name and Add@ ext of Kin: ADEBAYO Adeniyi, Akobo Area, Ibadan,
Nigeria. \

B. Egc(a ional Background

o ekunle Ajasin University, Ondo State, Nigeria

Bachelor of Education in Guidance and Counseling [2014 - 2018]

e LeadCity University, Ibadan, Nigeria.

Masters of Education in Guidance and Counseling In view 2023

C. Work Experiences with Dates
e Intern Protocol Officer (National Youth Service Corps NYSC) Aug 2019 — Jul 2020
e Office of Hon. Speaker, Edo State House of Assembly, Nigeria

180



Event Planning, Moderating and Implementation.

General Secretariat Duties.

Public Complain Administration.

Co-arranging and Scheduling Appointments.

Maintained Effective Records and Administrations.

Handled Communication and Correspondences.

Public Speaking

Practicum Aug 2016 — Sept 2016 ) »{b‘
ljapo Comprehensive High School, Akure, Ondo State, Nigeria. Q’)&
Teaching, Planned, Prepared, and Execute Lesson Notes fi \ger, Problem
solving and behavioral skills to their need through activit'&, ucational stream

services games to promote their intellectuals and logo the%a,éd
Weekly Educational Seminars (Career Talk, Sex Edu% ,

Group Discussions, One-
on-one
Discussions, Academic Games. Etc.) Monitgred and Assessed Students.

Served as an Instructor for Inter—Houga&ts Parade.

School Counselor.

Practicum 'é, Aug 2017 — Sept 2017
Ori Oke Grammar School, State, Nigeria.

Teaching &)

Implementation o %woral rules in maintaining orderliness in the school premises

oMonitored@ te"and Assessed Students

School c&elor.
Proj Design and Construction, Ibadan, Nigeria | Mar 2020 — Mar 2022

@an Resources Management

D. Awards and Fellowships

Nil

E. Membership of Professional/Academic Bodies:

Nil

F. Publications
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e Published Research on “The Effect of Cigarette Smoking and Alcohol Drinking
Among Female in Adekunle Ajasin University, Akungba, Ondo State, Nigeria.

e Research on “The Influence of Child Abuse on Children Mental Health: Implication
for Guidance and Counselling”

e Research on “Personality Types and Job Satisfaction as Correlate of Teachers’

Effectiveness in Senior Secondary Schools in Oyo State”

G. Major Conferences Attended with Dates N (b,
Nigeria Association of Pastoral Counselling é;}Z
H. REFERENCES E
Mr. Adebayo Adekola Adeniyi . \‘%'\

Email: adekolaadebayo3@yahoo.com %\

Phone No: 08085991799 . QQ)
Mr. Adegboyega Moses Adekunle 66\
Email: mosesadekunle87@gmail.com %

Phone No: 07067419937 Q;\\,

>
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