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Abstract

This study investigated classroom management styles, workload, and teachers’ job
performance in public and private secondary schools in Oyo State, Nigeria. There seem to be
a decline in the quality of teachers' job performance within numerous secondary schools in
Nigeria, Oyo state. Recent observations indicate that these teachers are not fulfilling their
roles as expected. Instances to support that claim further include delayed attendance to
lessons, inadequate syllabus coverage, insufficient grasp of subject matter, ineffective use of
teaching aids, and lateness to school. There are numerous studies on factors driving, teacher
job performance in the literature but with little or no attention paid to classroom management
styles and workload. Also, there are limited number of studies that have succeeded in
deciphering the reasons behind the extremely poor job performance exhibtted by public and
private secondary school teachers in the Oyo State, Nigeria. BeSides the scarcity of
comprehensive investigations into the determinants of secondafy school teachers' job
performance in Oyo State, Nigeria, there exists an evident gapN\ir<the examination of two
crucial factors: Teacher Classroom Management Styles and (Wogkload. Thus, this study was
carried out to bridge the gaps identified. Social cognitive) theory and apple’s theory of
intensification serves as theoretical framework for the study."Descriptive research design was
used to guide the study. The population of the study gonsisted of 14,508 teachers from 625
public secondary schools and 10,693 teachers framM95 private secondary schools. Multi-
stage sampling procedure was used to select\thiezsample size of 1,184 teachers from 83 public
secondary schools and 559 teachers from 32°public secondary schools. A self-developed
questionnaire titled (JPPSSQ) for teachets\was used to collect data from respondents. The
reliability of the instrument was détermined using cronbach’s alpha a = 0.850. Findings
revealed that level of teachers’ jobperformance in public secondary schools was very high (X
= 3.69); level of teachers’ job\pesformance in private secondary schools was high (X = 3.46);
status of teachers’ classrogm management styles in public secondary schools was high (X =
3.46); status of teachers ‘elassroom management styles in private secondary schools was very
high (x = 3.63); status~ef teachers’ workload in public secondary schools was very high (X =
3.58); status of| teashers’ workload in private secondary schools was high (x = 3.31); the
independentdariables has a combined influence on the dependent variable (Adj. R?= 0.051)
and (Fidspn= 479.665; p < 0.05); relatively, all independent variables has a significant
influence on the dependent variable (p < 0.05). Based on these findings, it was recommended
among “others that schools should introduce initiatives that support a healthy work-life
balance for teachers, such as flexible working conditions, mental health support, and
resources that assist teachers in managing personal responsibilities alongside professional
duties. This could include access to childcare facilities, wellness programs, and a supportive
school community that recognizes the dual roles many teachers play.
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Chapter One
Introduction

1.1 Background to the Study

The success or failure of any organization, be it public or private, relies on the
performance of employees in completing their assigned tasks. This is because pq&mance
measures how effectively employees fulfill their responsibilities. In the edu@l system,
this holds true for teachers within the institutions. The job perfo%&df teachers is
especially crucial in achieving the objectives of a school'. Given t @iﬁcant role teachers
play in influencing students, it becomes essential to evaluat@r job performance, as it has
the potential to impact students' academic accomplishme@u the long term?. In the context

\

of this study, a teacher's job performance can be ¢ zed into two aspects: instruction and
administration. Teachers' job performanw@study, therefore, pertains to the extent to
which teachers in public and privﬁecondary schools effectively carry out their
fundamental instructional and a%gi’iative duties. This effectiveness is gauged based on
their alignment with establ'.$decisions, rules, and directives either set forth by a higher

authority (likely the sghodkprincipal) or arising from the demands of the job itself?.

X
The 4 sg.u})nal job performance of teachers encompasses several key aspects. This
involve@rmg the high-caliber delivery of lessons, meticulous preparation of lesson notes
and p}{s, adept utilization of teaching resources for improvised teaching, diligent oversight
and evaluation of students' progress, and consistent provision of constructive feedback on
their performance’. Conversely, the administrative job performance of teachers encompasses
a different set of responsibilities. This entails tasks such as, enrolling students, analyzing

attendance data, actively participating in students' welfare initiatives, maintaining thorough



and accurate records, overseeing examination supervision, processing examination results,
compiling students' reports, and effectively enforcing discipline among students®*.

In the contemporary competitive environment, both public and private secondary
schools require proficient teachers who can effectively carry out their instructional and
administrative responsibilities. This is due to the fact that teachers hold a position of utmost
significance as essential contributors to the educational framework of Q%ntry?
Nevertheless, despite the significance of teachers' job performance in achigving“educational
objectives, 6\

establish clear expectations and provide consistent ro i&udents are more likely
to be engaged, focused, and open to learning. This engag%u 1s vital for academic success
and the development of critical thinking skills'®. be

The classroom is a microcosm of t ger school environment. A teacher's
management style influences the classro&katmosphere, which in turn contributes to the

.
overall school climate?*. When @rs use management styles that promote respect,
inclusivity, and collaboratio@ help shape a positive school culture where students,
teachers, and administﬁ@ ork together harmoniously?!. A well-implemented classroom
management st @signiﬁcantly reduce disruptive behavior and disciplinary issues??.
Teachers w, cStablish clear rules, consequences, and rewards create a structured
envi%@[hat minimizes disruptions and maximizes instructional time?*2.

A teacher's chosen management style can influence their job satisfaction and overall
well-being?’. When teachers feel confident in their ability to manage their classrooms
effectively, they are more likely to experience less stress and burnout. This, in turn, leads to

higher teacher retention rates, allowing schools to maintain experienced educators who



contribute to long-term student success. The way teachers manage their classrooms can
impact the relationships they have with students' parents or guardians. Effective
communication and a transparent management style can foster positive interactions with
parents, leading to better parental involvement in students' education and school activities®*.
Classroom management styles that prioritize structure, organization, and a focus on
learning directly contribute to improved academic achievement®>. When stud Q& in an
environment that minimizes distractions and supports active participation, t are more
likely to absorb and retain information effectively. Classroom @ ment styles that
promote critical thinking, problem-solving, and collaboratio %e students for success
beyond the classroom?®. These skills are essential in tod @ﬂy changing world, helping
students excel in their future careers and endeav rs@her classroom management styles
are a fundamental factor in achieving a school'%&s& They impact various aspects of the
educational experience, from student en eXent and learning to teacher satisfaction and the
.
overall school climate?’. By creatin@nducive learning environment that supports positive
behavior, collaboration, and’@gbaﬂicipation, effective classroom management styles lay
the foundation for a%% excellence and contribute to the holistic development of

students?®. The I& m management styles considered in this study are: authoritative,

permissive, assertive/directive Style, relationship-based, group-based classroom management

style.\/%’b

The authoritative style combines high expectations with warmth and support, creating
a structured yet nurturing environment. Teachers who follow an authoritative management
style establish clear expectations and rules while being nurturing and responsive to students'

needs?’. They are firm but fair, and they create a structured environment that fosters both



discipline and positive relationships. This style is often associated with high academic

expectations and consistent reinforcement of rules.

Teachers with a permissive management style are more lenient when it comes to rules
and regulations®. They prioritize creating a relaxed and open classroom atmosphere where
students have a higher degree of freedom. While this approach can encourage crea&ity and

independent thinking, it may also lead to challenges in maintaining order and ic focus.

The assertive or directive style focuses on clear communic '&nd control, where
teachers set firm rules and ensure compliance through direct in@ons and consequences.
This style strikes a balance between firmness and flexibili @hers who use this approach
set clear expectations and boundaries while allowing r@for students' input and autonomy?°.
They address misbehavior promptly and fair%&taining control over the classroom
without being overly controlling. ®

Q)

The relationship-based clas management style places the development of strong,
trusting relationships at the ‘c@o maintaining order and promoting positive behavior®. In
this approach, the teac@%vely seeks to understand the individual needs, emotions, and
motivations of 'a@@dent. Rather than relying on strict rules or external rewards and
punishment%he teacher leverages the bond they create with their students to encourage

resp ns%thaVior and academic engagement.

This style centers on building strong teacher-student relationships as the foundation
of effective classroom management®. Teachers prioritize getting to know their students,

understanding their individual needs, and creating a supportive and caring environment. A



positive teacher-student relationship can lead to better behavior and improved academic

performance.

In this group-based style, teachers emphasize collaborative learning and group
dynamics?’. They structure activities that require students to work together, fostering a sense
of responsibility and accountability among peers. This style promotes teamwork,

communication skills, and a shared classroom responsibility for maintaining 0@

The second independent variable in this study “Teachers’ %ad” implies how
heavy (overload), normal or light (under load) the instruction administrative duties
given to secondary school teachers to complete at a parti e are®’, It is the sum of all
the activities (instructional and administrative) that{dke the time of public and private
secondary school teachers. Teachers' instructi%b’g administrative workloads, whether
heavy, normal or light have been shown t(@ a link with their job performance. A study
showed that too much workload on %§ and administrative duties was not conducive for
teachers' performance?!. Wo&@er load may equally result to passivity, increased

frequency of nervous @\ns and complaint, low self-esteem, lack of interest in social

activity and work Wance output®?,

Theréme various ways of measuring teachers’ workload in public and private
seco% hools. They include - class size, working hours, subject areas, condition of
service, school policy, teaching staff strength and abilities®® **. This study seeks to examine
two important indices of teachers' workload - working time (hours) and class size. Teachers'
working time includes all working hours specified in conditions of service. This is expressed

in the number of hours in actual instructional, administrative and extracurricular activities®.



The correlation between the quantity of working hours and teacher job performance is
not a straightforward one, as working longer hours does not inherently guarantee improved
performance; critical factors such as the quality of work, the effectiveness of teaching
methods, and the level of engagement with students come into play. Consequently, extended
working hours without sufficient breaks and rest can result in burnout and fatigue, ultimately
exerting a negative influence on job performance. This, in turn, may le &duced

motivation, diminished enthusiasm, and a decline in overall classroomfefféctiveness for

overworked teachers. Q

Assessment of teacher performance often centers on @nt outcomes, encompassing

academic achievement and engagement. The signiﬁcance@:aching methods' effectiveness,
N\

classroom management, and the capacity to address idual student needs far outweigh the
role sheer working hour’s play in determiﬁ\&formance. A salient aspect emerges with
teachers who strike a balance bet h\heir professional and personal lives, as these
educators tend to exhibit greateQcht'i}ﬁlction and improved job performance. In contrast,
protracted working hours &%&ncroach upon personal and familial time, resulting in

heightened stress leve Qdecreased overall job satisfaction.

X
Moti atg,}ld passionate teachers frequently invest additional time beyond the
convent&ﬁbworking hours to enhance their skills, formulate innovative lesson plans, and
acti\%/engage with their students. For these devoted teachers, the focal point lies in the
impact they can make rather than rigidly adhering to set clocked hours. Acknowledging the
diversity in individual energy levels, productivity patterns, and work preferences is pivotal,
as some teachers might excel in fewer hours, while others may thrive when working longer.

Engaging in professional development activities like workshops, conferences, and further



education can substantially augment teaching skills and overall job performance. While such
endeavors might extend working hours, they undoubtedly contribute positively to long-term
effectiveness. Proficient time management skills emerge as crucial in aiding teachers to
efficiently fulfill their tasks within reasonable working hours; adeptly planning, prioritizing,

and streamlining administrative duties can mitigate unnecessary time commitments.

Q

Furthermore, the influence of a supportive environment offe@ school
administration, colleagues, and the broader educational system cannot &gd!restimated, as
it markedly impacts a teacher's job performance. A work settin sters positivity and
collaboration serves to alleviate the detrimental effects of s@c working hours, thereby

enhancing the overall teaching experience. Q

QO

A study has shown that on average, Ni achers spend about twenty hours (4
hours per day) of their time each week&gassroom teaching and activities'’. A study
revealed that workload increased as é;’(%ul of longer working hours®®. Spending too long at
work is negatively associat.edqx@& job satisfaction, well-being and mental and physical
health which might cons \%{\y affect teachers' performance’®. With extended hours and a
heavy workload,.is&sy to fall prey to teacher burnout®’. Studies carried out in England,
Japan and P igm&revealed that long working time (hours) had negative impact of teachers’
job sati@:n, stress responses and time management skills (in areas of departmental task,
planhg scheduling and priority list) 3743, However, search of literature reveals that studies
on the influence of working time on teachers’ job performance in secondary schools,
Southwest, Nigeria is scanty.

Class size is the number of students per teacher in a class®®. Class size could be small,

medium or large. When a public and private secondary teacher teaches a class of over 70



students, the teacher is faced with the challenges of class control, assessment and evaluation
of students. Too many students in a same class affect the teacher’s ability to follow-up each
of the student individually. The teacher ends up becoming de-motivated and exhausted which
could affect his or her job performance?®”. The impact of class size on teacher job
performance is substantial, as it interacts with various factors that influence teaching
effectiveness, student engagement, and overall job satisfaction. This relationshi intricate
and varies based on a range of considerations. Smaller class sizes afford tea@eJ e capacity
to provide individualized attention to each student. With fewer stud@ oversee, teachers
gain a deeper understanding of individual needs, strengths, and challenges. This personalized
approach elevates instructional quality and supports stud ing, thereby contributing to
a positive trajectory of teacher performance. iw&naller classes, teachers have the
latitude to foster more interactive and partici learning experiences. This atmosphere
emboldens students to express their id band queries with ease, fostering heightened
.
engagement and a more profoun{@sp of the subject matter. This heightened student

involvement invariably reﬂec@%rably on teacher performance evaluations.

\

Effectively m &g a larger class can pose challenges, as it necessitates increased
time and effondo/%{a' tain discipline and establish an organized learning environment.
Converselybgaller class sizes empower teachers to forge better classroom management
stratég{e%resulting in fewer disruptions and a more conducive learning milieu. This
improved classroom ambiance can positively impact overall job performance. Timely and
meaningful feedback is pivotal to student growth. Smaller class sizes provide teachers with
the opportunity to allocate more time to assess assignments, offer constructive feedback, and

address individual learning needs. This allocation of time enhances instructional efficacy and



underscores a heightened level of job performance. Smaller classes grant teachers the
flexibility to employ a broader spectrum of instructional strategies catering to diverse
learning styles. This adaptability enriches the overall learning experience, as teachers tailor
their methodologies to align with individual student preferences and requirements.
Constructing robust teacher-student relationships is integral to effective teaching., Smaller
class sizes cultivate more intimate connections between educators and stud %tering
trust, rapport, and open dialogue. These relationships fundamentally contributé*to enhanced

student outcomes and serve as a positive reflection on teacher job pe@ ce.

Conversely, larger classes can translate into an au@ﬂed workload for teachers
spanning from grading assignments to crafting lessogans and managing classroom
activities. The amplified stress and workload a@ ed with larger classes can lead to
burnout, casting a negative shadow on t%@erformance. Accommodating the diverse
learning needs and abilities of studea&cessitates adeptness. Smaller classes inherently
offer an enhanced platform foréliqcr?s\sing individual differences and providing requisite
support, culminating in m .\$ective teaching and heightened levels of job performance.
Smaller class sizes &mlock opportunities for teachers to embrace innovation and

o)

creativity in tk@r}}d

novel teac@nethods, projects, and activities that might prove more challenging to execute

ogical approaches. This latitude allows them to experiment with

with\lgger classes. This innovative spirit contributes to an enriched teaching experience
and elevates job performance. In essence, class size serves as a pivotal factor in the
multifaceted landscape of teacher job performance. While smaller classes tend to offer

advantages such as tailored attention, improved student engagement, and enhanced classroom



management, other variables such as instructional strategies, educator expertise, and school

support also interplay in shaping the overall narrative of effective teaching.

Public and private secondary teachers are important agents that help learners gain
knowledge reach their highest potential, become responsible citizens and man-power for the
nation's economic and industrial sector. Public and private secondary teachers the%e play
a critical assignment in the lives of students, but over the years teaching se@Q) become
increasingly stressful as many teachers' workload seem to be rising w, chgs-ﬂso telling on
the choice of classroom management style. The government and o ool owners seem to
be recruiting fewer teachers into the educational system whic@rarlably impacts more stress
on the teachers which consequently makes them handicapgin meeting with all their duties.
Even amongst the few teachers employed, some@%em seem not to be given attractive
remuneration and promotion opportunities.\\@fbmore work is heaped on them as they are
made to even teach more classes M@)uld be beyond their capabilities. This may be
affecting the performance among%qcay teachers at their job in Oyo State, Nigeria. There is
therefore need to address @blem. Apart from the fact that literatures show paucity of
studies on the combi &uence of teacher classroom management style and workload on
teachers' job p@

school typ he relationship is also scarce. This study therefore, investigates the influence

e which is a justification for this study; the moderating influence of

of cb@%m management styles and workload on teachers job performance in secondary

schools in Oyo State, Nigeria.

1.2 Statement of the Problem

10



The job performance of secondary school teachers, both in public and private
secondary schools is significant in achieving educational objectives, in recent time,
researchers have noticed a troubling trend. Specifically, there has been a decline in the
quality of teachers' job performance within numerous secondary schools in Nigeria, Oyo
state in particular, which is the focus of this study*!. Recent observations indicate that these
teachers are not fulfilling their roles as expected*?. Instances to support that Q&Uﬂher
include delayed attendance to lessons, inadequate syllabus coverage, insuffici€nt grasp of
subject matter, ineffective use of teaching aids, and lateness to sc3’ 4 Furthermore, a
number of teachers are neglecting their administrative an i@tional responsibilities,
including the essential task of maintaining student dis § The poor performance of
secondary school teachers, both in public and pri aty&%ational institutions located in Oyo

‘§dire consequences for both the state's

State, Nigeria, holds the potential to brin% a%

educational system and the broader natio aXontext. A significant outcome stemming from
[ ]

this issue is the notable occurre@ students' poor performance in both internal and

external examinations*. ZJ

S
The dismal pe fogwlnce of the teachers in public and private secondary in Oyo state
could not be d@d from their classroom management styles and workload. Many at
times, cla management styles adopted by most of the teachers are not compatible with
their\&performances. For instance, some of these teachers adopt firm rules and
enforcement while some adopt permissive, assertive, relationship- based and group-based
classroom management styles. Besides, the workload of every teacher in both private and

public schools, most especially in private schools is high. Most of these teachers spend most

of their working hours on administrative activities.

11



Moreover, the number of students handled by each teacher is on a high side.
Consequently, the educational impart of teachers on students are not felt. There are numerous
studies on factors driving teacher job performance in the literature but with little or no
attention paid to classroom management styles and workload. Also, there are limited number
of studies that have succeeded in deciphering the reasons behind the extremel;&or job
performance exhibited by public and private secondary school teachers in t Qyo State,
Nigeria. Besides the scarcity of comprehensive investigations into the, de inants of
secondary school teachers' job performance in Oyo State, Nigeria, t‘r@sts an evident gap
in the examination of two crucial factors: Teacher Classtoo anagement Styles and
Workload. This gap in understanding necessitates attenti@jgresolution. Furthermore, the
limited existing literature offers minimal insight i to,% tential influence of school type as
a moderating factor on the relationship betweeI{Bl§her Classroom Management Styles and
Workload on job performance in secon %schools in Oyo State. In lieu of the above

. \'
discussions, there is the need to i@gate the influence of classroom management styles

and workload on teachers’ j\)k&)rmance in public and private secondary schools in Oyo

\Y

State. QQ
1.3  Aim an@ves of the Study

The @y aims to investigate the influence of classroom management styles, and
Worm on teachers’ job performance in secondary schools in Oyo State, Nigeria. The
study specifically intends to:

i. examine the level of job performance (instructional and administrative) in public and

private secondary schools in Oyo State, Nigeria.

12



ii.

iii.

1v.

1.4

ii.

1il.

identify the status of teachers’ classroom management styles (Authoritative Style,
Permissive Style, Assertive Style, Relationship-based Style, Group-based Style) in
public and private secondary schools in Oyo State, Nigeria.

identify the status of teachers workload (working time and class size) in public and
private secondary schools in Oyo State, Nigeria.

examine the combined influence of teachers’ classroom manageme Q%s and
workload on job performance (instructional and administrative) in }@Q

and private
secondary schools in Oyo State, Nigeria. 6\

examine the relative combined influence of teachers’ classro anagement styles and
workload on job performance (instructional and a Qtive) in public and private

secondary schools in Oyo State, Nigeria. be

Research Questions ®%

What is the level of teachers’ é@formance (instructional and administrative) in
public and private secon.dz@u ols in Oyo State, Nigeria?

What is the statu%@chers’ classroom management styles (Authoritative Style,
Permissive §L@Assertive Style, Relationship-based Style, Group-based Style) in

public gdg)';}[e secondary schools in Oyo State, Nigeria?

\W e status of teachers’ workload (working time and class size) in public and

p}éte secondary schools in Oyo State, Nigeria?

1.5 Hypotheses

The following null hypotheses were formulated to be tested at 0.05 level of

significance. They include:
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Hol: There will be no significant combined influence of teachers’ classroom management
styles and workload on job performance (instructional and administrative) in public
and private secondary schools in Oyo State, Nigeria;

Ho2: There will be no significant relative influence of teachers’ classroom management
styles and workload on job performance (instructional and administrative&public

R
O

1.6. Significance of the Study /\

and private secondary schools in Oyo State, Nigeria.

This study is highly relevant and addresses important aspec ducation. The study
aims to provide valuable insights into the influence of cla@)m management styles and
workload on job performance of secondary school teachers i Oyo State. The significance of

this study can be outlined for various stakeholders@ education sector as follows:

For teachers, this research offx@ial insights into how different classroom

management styles impact their ab'(l_ﬁ;x\fo perform effectively. It will help them identify

N

which approaches foster beue@nt outcomes and a more efficient teaching environment.
By understanding ho@ad influences their job performance, teachers can also find
ways to manage ﬂm&ks more effectively and avoid burnout. The study empowers teachers

to adjust theE' metlods to maximize their performance and well-being.

\%ool administrators will find the study valuable as it provides a clearer
understanding of how classroom management and teacher workload contribute to overall
school effectiveness. It helps administrators make informed decisions on how to distribute

tasks among teachers, ensure a balanced workload, and implement professional development
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programs that enhance classroom management skills. Ultimately, this will improve teacher

retention and performance, leading to a better learning environment for students.

Parents benefit from this study by gaining insights into how different classroom
management strategies impact their children's learning experience. A well-managed
classroom is essential for maintaining discipline, engagement, and academic su&ess. By
understanding how these factors influence teaching effectiveness, parents c@%age more

meaningfully with teachers and school leadership to ensure their chilj@g’/receiving the

best possible education. EO

For students, the study indirectly creates a mor e learning atmosphere. As
teachers adopt more effective management styles manage their workloads better,
students experience a more structured, suppox;'bbﬁnd engaging classroom environment.

This contributes to improved discipline, be@ademic performance, and a more enjoyable

school experience. ; ,\\o
&

Researchers will apb@a ¢ the study as it adds to the body of knowledge on
educational manageme\ba icularly in a Nigerian context. It provides a foundation for
future studies '@assmom dynamics and teacher workload affect education systems,

allowing for@nparative studies or deeper exploration into specific educational challenges in
diff@ns.

Finally, for society at large, the study's findings help improve the overall quality of
education. Well-managed classrooms and teachers performing at their best ultimately shape

students who are better prepared for future roles in the workforce and as responsible citizens.
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As education is a key factor in social and economic development, the study’s implications

are far-reaching, contributing to the betterment of the entire community.
1.7 Scope of the Study

This study is delimited both contextually and geographically. Contextually, it focuses on
examining the influence of two key independent variables such as classroom ement
styles and workload on job performance of public and private secondary sﬁ@chers. Job
performance will be measured using instructional and admi "&;{ive performance.
Classroom management styles will be assessed using Qoritative, permissive,
assertive/directive, relationship-based, and group-based s%@uile working time and class

size will be used as measures of workload. be

Geographically, the study is confined to ate, one of the six states in Nigeria's

Southwest region. The target populati@ﬂl consist of teachers in public and private

secondary schools . C)\
S

1.8  Limitations of %@

During the course %ﬁ study, several limitations were encountered. A major challenge was
that many g@zestﬁcted the researcher’s access to teachers due to their demanding
schedulQ’bl some cases, teachers were absent, while in others, some requested
com%ﬁtion before agreeing to complete the questionnaire. Despite these obstacles, the
findings of the study remain valid and reliable within the context and scope of the research

conducted.

1.9 Operational Definition of Terms
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Job Performance: This refers to how well public and private secondary school teachers in
Oyo State, Nigeria is able to carry out their basic instructional and administrative job duties
in compliance or conformity with the stated decisions, rules and directives issued by a super
ordinate (probably the school head) or by the demand of the job. Instructional and

administrative job performance serves as indicators of job performance in this study.

A

Instructional Job Performance: This includes quality delivery of le adequate
planning of lesson notes/plans, improvisation and effective use of i&uqunal materials,
proper monitoring and evaluation of students’ performance and g regular feed-back

on students’ performance in public and private secondary scP@in Oyo State.

Administrative Job Performance: This includes a@u’ttmg, classifying and registering
students, analyzing attendance data, participa@n students’ welfare services, keeping
records adequately, invigilating examina@ processing examination results, collating

students’ reports and quality discipli@dems in public and private secondary schools in
Oyo State. . @

Classroom Managem@le: This refers to the approach that teachers in public and
private second '@ls in Oyo State employs to establish and maintain a conducive and
productive rning environment within their classroom. It will be assessed using

auth@g, permissive, assertive/directive, relationship-based, and group-based style.

Authoritative Classroom Management Style: This refers to an approach where teachers in
public and private secondary schools in Oyo State establishes clear and consistent
expectations for behavior and learning. The teacher maintains a structured environment by

setting firm boundaries and rules, and enforces them with a fair and respectful demeanor.
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Permissive Classroom Management Style: It entails a lenient and flexible approach
teachers in public and private secondary schools in Oyo State use in managing the classroom.
This teacher tends to avoid strict rules and discipline, allowing students a considerable degree

of freedom in their behaviors and choices.

Assertive Classroom Management Style: This involves a balanced approac%ereby
teachers in public and private secondary schools in Oyo State combines e of both

authority and empathy. The teacher establishes clear expectations for b%gb(and learning,

and enforces them firmly while also demonstrating understandin pport for individual

student needs. 0

Relationship-Based Classroom Management St)Q\ It centers on building strong
connections with students by teachers in public@rivate secondary schools in Oyo State.
The teacher focuses on cultivating positix@dtionships, trust, and open communication,
invests time in understanding stud?%\ kgrounds, interests, and challenges, using this

knowledge to tailor instruction @havioral interventions.

Group-Based Classro\b%magement Style: This involves organizing the class as a
collective entit '@ared responsibilities and goals by teachers in public and private
secondary sghgols in Oyo State. The teacher encourages teamwork, collaboration, and peer

support g students.

Workload: This refers to how heavy (overload), Normal or light (under load) the
instructional and administrative duties given to public and private secondary school teachers
in Oyo State to complete at a particular time is. It is the sum of all the activities that take their

time. Measures of workload include: working time and class size.
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Working Time: This includes all working hours specified in conditions of service for
teachers in public and private secondary schools in Oyo State. It is expressed as the number

of hours in actual instructional, administrative and extracurricular activities.

Class Size: This is the number of students per teacher in a class in public and private
secondary schools in Oyo State. Large class size indicates more students to te% ratio

while small class size indicates less students to teacher ratio. Ql

Private Secondary School: In this study, a private secondary s 6\13 an educational
institution that operates independently and is not funded by th rnment. It is typically

funded by tuition fees, donations, and other private sourceQQ

Public Secondary School: A public secondary ho@ a government-funded educational
institution that provides education to s@ within the framework of government
regulations. . ,&\

Teachers: These are male or éﬁcg\e individuals who facilitates learning by guiding,
instructing, and supporti g@lts in acquiring knowledge, skills, and values in public and
private secondary s,c{' 01§

C
O
O
\*

Oyo State.
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This chapter contains a re&&f related literature; it was discussed under the following

subheadings: Concep ﬁ eview, Theoretical Framework, Review of Empirical Studies,

Conceptual Fr. %
following ’sb@plcs.

2.1 \%weptual Review

2.1.1 Job Performance

and Summary of Gap in Literature Review . It contains the

2.1.2 Teachers' Job Performance

2.1.3 Teachers' Job Performance Indices
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2.1.4 Workload

2.1.5. Workload Indices

2.1.6 Classroom Management

2.1.7 Classroom Management Styles
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2.1.7.2 Permissive Classroom Management Style &
O

2.1.7.3 Assertive Classroom Management Style %
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>

2.1.7.5 Group-Based Classroom Management Styl
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24 Conceptual Model
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2.5 Summary of Gap in Literature Reviewed

™
2.1 Conceptual Review \9%6
2.1.1 Performance . ﬁ\
N

The term “performar.lce” @}ribes how an employee carries out the task that makes
up the job. It could als b@wed as the capability of a worker to combine appropriate
behavior towards. q&ahzaﬁon of organizational goals and objectives. Performance could
thus be expg%x\‘t terms of quantity and quality of output, levels of absenteeism and

tumove@@

proc&rocedure, way of working or an attainment. Performance refers to both behaviors

ability and the quality of industrial relations!. Performance is a behavior,

and results which imply that it needs to be measured with both behaviors and outcomes. In

addition, it is a process of accomplishing an action that can be measured using certain

indicators?2.
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Performance is a concept of achievement results achieved by employees through
applicable procedures under the supervision of their managers®. It is also defined as the
quantitative and qualitative expression of the level of the achievement of the intended goal of
a person, a group, a unit, or an organization assigned to do a job and the effort made to
achieve the specified objective®. It is the overall value that a company expects from the
different set of behaviors that individuals bring to the end of the standard p Qé‘time?

Similarly, it is the completion of assigned duties and the results produccd” on certain

functions or work activities during a certain time®. O

Performance indicates anything performed by emplch may be in the form
of their task completion effectiveness, cooperation relatio& with other parties, quality and
quantity of their job output, and their attendance %%t . It is an important tool to measure
the effectiveness of the individual and @ions? Performance is important for the
organisation as well as the individud\\‘% instance, organizations need high performing
individuals in order to meet their%ll ; deliver the products and services they are specialized
in, and also to achieve cc@&ive advantage over others. However, for the individuals,
accomplishing tasks &rforming at a high level can be a source of satisfaction, with
feelings of m@
experienc%@issatisfying or even as a personal failure®.

Q

pride. Low performance and not achieving the goals might be

2.1.2\K)b Performance

A job is something a person or group of persons engages in to earn a living. Job
performance is the attainment of duties and obligations of an employee, including additional

duties outside of his obligations®. Job performance is the work quality and quantity achieved
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by an employee in carrying out their duties in accordance with the responsibilities given to
him at his or her job. Optimal job performance can be seen both from the quality and quantity

that is indispensable to support the achievement of the goals of the agency or organization'’.

Job performance can also be seen as execution, conduct, compliance or conformity
with stated decisions or directives issued by a super-ordinate or demanded by b. This
shows that performance of any job must be according to the pattern set for ming the
tasks. In addition, it is the attainment of a person's work in a particulajﬁrgd'that has gone
through a standard work process!!. Job performance refers t @execution conduct,
compliance or conformity with stated decisions of directiv@ued by a super ordinate or
demand by a job'?. It is viewed as measurable actions,/behaviour and outcomes that

employees engage in or bring about that are lingblth and contribute to organizational

goals'3, @%

Job performance is the suni’g@)f workers’ execution of assigned tasks'4. Job
performance is seen as the.oQ@x)ehaviour in relation to a job. In addition, it assesses
whether an individual @k a job well or not. It is the implementation of an action or
one’s ability. Gop@&performance is related to achieving quality, quantity, dependability
and creativi .Qbynotion of job performance could be viewed from different perspective.
First, thQﬁérmination of what employees are expected to do as indicated by the employers
viz-a-viZ what the employees are actually doing. Secondly, the determination of employees’
actual workload whether it is too heavy or light. Thirdly, assuming that an employee has a
clear outline of what the job description is, there are certain variables which might enhance
or hinder employees’ efforts as well as willingness or desire to perform effectively and

efficiently'®. It was summarized that:
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1. Job performance is behavioural: which means that circumstances not controlled by
the employee can be influential on it. In this sense, an approach based on only
outcomes will not reflect the contribution to organizational objectives truly;

2. Job performance is episodic: which means that an employee can sometimes be
engaged in activities that do not contribute to organizational objectives and

3. Job performance is evaluative: which means that behavioural episod Qﬂ%isplay

Qanization’s

variance in terms of the extent of the contribution they provide <or

objectives'’. 6\

Job performance is explained as the level of success achiev@ an individual as a result of
his efforts. It is also the end result of the application of e@s by an individual employee. It
further refers to whether an individual performs w@his job or not. It was also added that
performance is a very crucial issue for an@%al, organization and nation at large. Low
level of performance results to non-acb&nent of organizational goals which could also be
regarded as a personal failure. %%c?\contrary, carrying out jobs by performing at a high
level is a source of satisfagé@ an individual, achievement of targets for the organisation

and production for g¢héwnation which ultimately gives feelings of mastery and self

importance'S. Qj\\'

Job per@nce is the level of efficiency and effectiveness displayed at the point of realizing
the M and objectives for the individuals'’. Job performance is viewed as workers’
complete ability and productiveness in the attainment of the projected value and realisation
of everyday jobs in line with the prescribed procedure and timeline of the organisation. It is
an index for improvements, idleness, recompenses, retributions, reviews and remuneration

changes. It also gratifies the desires for employees to realize themselves!'®,
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Job performance of an individual plays an important role in the development of an
organisation since it highly influences the overall firm’s performance and also functions as
the strategic variable in work and organisational psychology. It has been defined as the worth
of organisation can anticipate from distinct behaviours performed by an employee over
time!®. Job or employee performance is an indicator of financial or other outcome of the
employee that has a direct connection with the performance of the organisati Re as its
attainment?’. Employee job performance is defined as the perspective of t osethors either

human resource practices which have direct impact on such rel@s ip?!. It has been

defined as the task specific behaviours that individuals exhibiifs$f their job?2.

2.1.3 Teachers' Job Performance Q

QO

Teachers’ job performance refers to a p%g whereby teachers accomplish or carry
out the given work within or outside the %@ system satisfactorily to the extent that the
output, when measured or seen, Wllts;{&w he expected behaviours from the teachers. The
author further noted that teac &Q/_]ob performance could be seen as leadership function;
executive function ar%@actlve function. A teacher’s job performance entails the

achievement of egu’&nal goals through the process of teaching-learning?’.

N

In the secon@ school setting, the job performance of teachers is very vital to the attainment
of s%&ls and objectives. In fact, as a result of the roles which teachers play in the
employ of instructional materials, regular assessment of students, class control, making and
updating lesson plans, administrative duties among others, there is therefore need to examine
their job performance as it could have a positive or negative effect on students' academic

performance in the long run. Teachers' job performance refers to the measure of how well
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teachers conduct and execute their duties in compliance or conformity with the stated
decisions, rules and directives issued by a super ordinate (probably the school head) or by the

demand of the job?*.

Teacher's job performance is dynamic, varied and all-encompassing in the sense that
a teacher is required to take up expanded roles and responsibilities including; %culum
developer, a mentor, facilitator, motivator, team leader, researcher, decision r@%nnovator
and a mobilize. Duties of teachers are to be discharged more within tth&éystem and be
extended to the society at large®. Teachers’ job performance is ility of teachers to
impact the relevant skills and knowledge using appropriate ds consistently over time to
enhance students’ learning and achievements. FurthermoreNit is viewed as their contribution

O

to the achievement of educational goals and obje% hile in some studies it is limited to

teaching behaviour?. @%

Job performance of teachers E@dary school can also be measured in terms of the
quality of their students. The &Qg&nance may be high or low depending on the level of
input and output. In @y, it can also be measured through evaluation of teachers’

techniques and

r@s, effective skills. Another method of measuring teacher’s job
performanc is(byugh the teacher’s lesson presentation which ranges from introduction of
lesson tQ@ er’s mastery of subject content, class participation, class control, supervision,
effective” leadership, motivation, morale among others. Teachers are expected to render a
very high performance and the state Ministry of Education is always curious regarding the

job performance of her teachers?’.
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Teachers’ job performance is the ability of teachers to execute their primary
assignment which includes grooming students into useful living by teaching, training and
behaviour modification. In other words, no school can achieve its goal without the teachers.
Job performance of teachers is more than just teaching in the class, it also consists of being
punctual to school and class, finishing the scheme of work for each term, making up to date
lesson plan and notes, and helping students to solve their academic and learni éﬂlties.
Teachers are the engine house that powers knowledge, ideas, information ‘and $Kills transfer

to learners?®. Teachers are those that make strident efforts to imprc@ uman capital in a

school. This is to say that teachers are those that help in @ 1C, social and emotional

development of students®. Q

Teachers' attainment of their primary dut@’épends to a great extent on their job
performance. It therefore indicates the le@ manner, processes, and commitment of
secondary school teachers to their.a&des of teaching and administration in schools.
Teachers’ job performance could%(cr’\zasured through teachers’ job satisfaction and attitudes
such as job commitment t@, job challenges, job objectives and job responsibilities. It
can also be describe&@e extent to which the activities of teachers in terms of teaching
have yielded Q.egﬂxe

characteri@ith: punctuality, regularity, excellent lesson preparation, efficient classroom

and efficient output. Effective teachers’ job performance can be

man?&%nt skill, good knowledge of teaching subject, good relationship skill, facilitating
method of teaching, constant employ of teaching aids among others®. It was explained that
teacher job performance is concerned with the overall effectiveness and efficiency of
carrying their teaching responsibilities to ensure that the students are well-taught and

prepared towards achieving good academic results’®. Teachers’ job performance is also
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viewed as their capability to combine pertinent efforts in improving the teaching-learning
process. It was further viewed as what teachers do both inside and outside the classroom and
how it affects students” knowledge?. It is also viewed it as the overall expected value from a
teacher’s behaviour carried out over the course of a set period of time*°. Traditionally, job
performance was evaluated in terms of the proficiency with which a teacher carr&ut the

S

Job performance is how effective and efficient teachers execute&i ask within an

tasks that were specified in his or her job description?!.

allocated timeframe against benchmarks set by the school. Thos meet or exceed the
targets set will be performing according to expectati@%w that they will be
underperforming??. Teachers’ job performance applies n@ly to the classroom or school,
but also to any other setting where students a@sent. Teachers' job performance is
regarded as multidimensional because it ch\ésQf several dimensions such as preparation
for the lesson, instruction, student uation, commitment, extracurricular activities,
effective monitoring and inspé{}g% effective leadership, motivation and discipline,
instructional, professional @sonal qualities, contextual and task performance, classroom
management, considerin@=individual differences among students, using motivational tools

continuously, @g style and methods, finding solutions to students’ problems and
guidancel}&bé

\?Qe;cher's job performance could also be described as how well they perform their
duties at any given time in a school geared towards achieving both the daily school and
classroom objectives and the entire set goals and objectives of education. The duties
performed by a teacher include but not limited to - giving and marking of continuous

assessment, covering of scheme of work adequately, managing stubborn students in the class
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without distorting teaching and learning, preparing plan of any lesson to be taught and so on
and forth*. Teacher's job performance is seen in their teaching quality which is the ability of
the teacher to demonstrate sound professional attributes like scholarship through adequate
training which is pivotal to successful teaching, students’ learning outcomes and attainment
of quality education in secondary schools. Teachers’ quality is also manifested, in their
mastery of the subject matter, skills and competences in the teaching and lea 'Q%esses,
which would definitely result in the attainment of the stated educational goal§™This means
that a high performing teacher would possess the qualities for effect@hing and pleasant

learning within the school setting. He/she would know whﬁ toNteach, how to teach, and

whom to teach®, Q

Teachers’ performance can be manifestedb"hprovement in production, ease in the
employ of new technology and high level @rgation. It should be noted that teachers are
vital assets in any learning institutions @ob performance is very important in determining
the extent to which instructional %g(eg is enhanced’®. Teachers’ performance is also defined
as “how effective they i@e others in ways that generate the desired institutional
outcomes®’. Teachers’jQperformance includes prompt attendance to lesson delivery and
coverage of th@u among other issues. Teachers’ job performance, therefore, refers to
the abilitybbeachers to combine relevant inputs for the enhancement of teaching and
learn ocesses, and the level of the teachers’ participation in the day-to-day running of

the school’®.

Job performance consists of components such as declarative knowledge, procedural
knowledge and skills, and motivation. The first component of job performance which is

declarative knowledge may refer to professional knowledge that is an essential element for
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effective teaching®. The second component considered to be necessary for job performance
is "procedural knowledge and skills". This component is important because it is not enough
to know a subject, teachers need to be knowledgeable about what to teach and how to teach it
in order to be effective. Along with mastering the methods and techniques in the teaching
profession, the ability to apply them successfully improves performance*. As& third

component, teacher motivation is also important for achieving high performaanQ

When declarative and procedural knowledge and skills of teachgfs are=<€ombined with
their desire to teach, teachers would be more likely to perfor . However, having
declarative and procedural knowledge and skills may not b ficient to teach effectively,
which leads to the role of motivation in teachers' perforn@e. Positive attitude towards the
profession, the ability to see things positively, and@%ng the work have positive effects on
teacher motivation, leading to the improve@%eacher job performance over time and the
teaching process®. It was emphasize\\"d\t the key aspects of teachers' job performance
involve the employ of instmctio@%\z‘[erials, class control, mastery of their subject matter,
regular assessment of stude&%&zching methods, making lesson plans, conduct of fieldwork,
assessment of pupils, e}brs’ participation in sports, keeping of records, students' discipline,
attending scho@

in promotcation, learning and professional growth of learners*.
0

Q

2.14 eachers' Job Performance Indices

ly among others*!. Teachers’ job performance plays a vital position

In this study, measures of teachers' job performance include — instructional and

administrative job performance.

2.1.4.1 Teachers’ Instructional Job Performance
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Teachers’ instructional job performance include - quality delivery of lessons, adequate
planning of lesson notes/plans, improvisation and effective employment of instructional
materials, proper monitoring and evaluation of students’ performance and providing regular
feed-back on students’ performance®. Teachers’ instructional job performance is the ability
of teachers to impart the relevant skills, knowledge using appropriate methods consistently
over time to enhance students’ learning and achievements. It denotes teac &b‘hty to
function effectively in performing their teaching duties with high skill @effort with
regards to their subject matter using a sound pedagogical conten ’\leads to student’s
understanding and effective learning. Thus, to achieve t eachmg performance,
teachers should master their subject contents, know the cI‘ 1stics of good teaching, have

perceive their own strengths and weaknesses i

the knowledge of different and appropriate peda , learning styles of learners and
ing in order to perform their teaching

responsibilities effectively*. Teachers % t10na1 tasks are statutory curricula functions
n

that are performed by the teacher &3 able learners achieve the set educational goals in

2.1.4.2 Tea egAdmmlstratlve Job Performance

\ﬁég ers’ administrative job performance include — admitting, classifying and

schools®.

registering students, collecting money, chasing absences, analyzing attendance data,
participating in students’ welfare services, keeping records adequately, bulk photocopying,
copy typing, producing standard letters, producing class lists, filing, analyzing attendance

data, invigilating examinations, processing examination results, collating students’ reports,
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quality discipline of students, administering work experience, ICT trouble shooting,
commissioning ICT equipment, ordering supplies, maintaining equipment, coordinating and
submitting bids and giving personnel advice*®. A teacher's administrative duties involves
being the head of school (principal), head of departments, upholding discipline, and also

being a member of the school management team.
2.1.5 Workload

Total teachers’ workload is a product of the number or range ks that need to be
completed and the amount of time needed to complete by so@. It is the sum of all
workloads for individual tasks. It is the amount of wo umber of classes, also the
number of students that the teachers teach and the diffetent activities that teachers perform.
The many responsibilities of a teacher usually c%&g working hours for the teachers thus
contributing to a high workload*’. Worklc&g the official teacher/learner ratio versus the
real one on the ground is also of sigTé?;&SQc 48 Workload is basically categorised into mental
and physical workload, in W%@ental workload majorly exist among school managers
such as principals where \1cal workload exist majorly among teachers*’. There are three
categories of teagl@workload:— overload, regular and underload. Overload refers to the
condition ofs ezghﬁts’ load over or above the prescribed number of workloads. Then, regular
load re@o the normal load of the teachers. Meanwhile, underload is referring to the
conditioh of teachers’ load below the prescribed number of workloads. Total teachers’

workload is determined by summing up all of the workload given™.

It was stated that workload is determined by the relationship between task demands,

the circumstances under which that task takes place and the perceptions, actions, skills and
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knowledge of the individual performing the task. The task demands may include physical
actions, cognitive tasks and/or a variety of other factors. In addition, workload is the
expenditure incurred by a person, given their capacities (resources), while achieving a
particular level of performance on a particular task with certain demands. It is defined as
tasks performed in the working environment more than the personal capabilities which cause
threats and the reactions of nervousness, anxiety, frustration, pressing, or anno %well“.
Teachers' workload is the sum of all the activities (instructional, administ%@and SO on)
that take the time of a teacher. Teachers' instructional workload @%essed in terms of
preparation of lesson notes, curriculum organization, learngrs’ ®ngagement in curriculum
instructions, classroom management, continuous asses@CA) and so on. It is also
directly measured by the total number of teacher w@le in the school system as against
the number of students that are taught, the n of scripts that are marked, and other
responsibilities that are regularly or often }%ned to teachers™2.
5

Workload is the cost s@g(?\y an employee in practicing a task to fulfill the
requirement of a particular ’ wJFor example, teachers' workload goes beyond the duty of just
teaching, it involves%goader scope of involving a wider institution role to make the

teaching and I@

workload @rease in the pursuit of knowledge, because the need to advance knowledge

successful one. One of the key factors that result in teachers'

has ﬁﬂrgﬁed pressures and performance expectation. Most teachers pay more attention to
interacting with others, meeting deadline, pressures and schedules just to make sure that they
meet up on the different tasks allocated to them in the institution’. Workload refers to all
activities involving employees’ time spent in performing professional duties, responsibilities

and interests at work, either directly or indirectly*’.
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Teachers' workload is the task or responsibility given to a professional teacher; aimed
at educating the students on the present trend on their area of specialty and making sure that
the organizational objective is achieved®*. It is also seen as the amount of time taken by
teachers to set up their official duties inside or outside school hours. Hence, teachers’
workload not only requires their time in schools but teachers also have to spend ex&hours
after work in order to be more effective and productive in their teaching pro on*. The
workload of teachers includes the actual teaching carried out in the classtoont; marking of
students' work and assignment, supervision of students during th@h | time and after

school like preparatory time, games, time-tabling, examinatio: s%ision of other teachers

at work and other duties that may be assigned to them b ool authority”®. Workload is
professional and non-professional job carried out ﬁa%&chers as they carry out their duties
in the instruction of students. Often, the cumbe work load of these teachers tend to be

accompanied with stress as their job de%p ion entails working long hours and this could

lead to stress if not properly handle{ﬂ.)\

Q

Teachers' workload &h%w heavy (overload) or light (underload) the academic and
administrative duties &to them to complete at a particular time are®®. Teachers’ heavy
workload can @ed to various reasons, for instance, teaching many periods, lack of
teaching f%ﬁes, doing administrative and non-administrative activities. Light workload is a
concﬁ@g(vhereby teachers work under their normal working load. In this condition, the
teachers do not have too many things to do. They do not have many periods to teach and they
do not need to do such administrative stuff*®. Teachers with greater administrative workloads

are less likely to spend time on instructional preparation and giving feedback on learners’

assignments®’,
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Teachers’ administrative workload is expressed in terms of how much or less they are
made to admit, classify and register students alongside participate in their welfare services,
give feedback reports to students' parents/guardians, take part in co-curricular activities, keep
records and discipline students®!. Teachers' workload requires them to spend time both at
school and at home in order to prepare for the next day's work. Teachers, in addition to
keeping student records, need more hours in order to compete in such a dema@eer as
teaching®>. With a focus on administrative duties, teachers’ workloads, haVe also been
affected by the shifting of some work assignments from school ’%ﬁstrators to actual
classroom teaching. The workload of the teachers ha be%observed to increase
tremendously as a result of more administrative duties, @a d expectations from parents
and learners, and the constant new non-educat'o%%sis in schools. It is argued that
excessive workload especially due to hand% nistrative work is found to be a major

cause of teacher dissatisfaction®®. The inereased workload is also evidenced by the teacher

being assigned a lot of paperwork @nagement of indiscipline cases®.

Q

However, workload@e said to be normal if there is a regular balance in the time
employed to carry o tgwrous organizational goals and duties in such a way that the
mental and ph<sic;L&t e of the person doing the work is not affected. When calculating

normal workload, three important variables should be considered. These are task, time and

freqm&b labour. Task refers to the job to be done. Tasks can be broken down into daily,
detail and project. Daily tasks are those routine jobs that need to be carried out on a daily
basis, an example of such tasks for a teacher is teaching. Detail tasks can be performed on a
set-schedule basis and is more involved than daily work. Examples of detail tasks are

supervision of student projects, marking and grading of scripts and research and publications.
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Project tasks are performed less frequently: anywhere from weekly to annually. Examples of

these are community service and attending meetings that are school related.

Time is the number of hours allocated for each task. Time here can be divided into
teaching contact hours, attributed hours for teaching preparation, attributed hours for
evaluation and attributed hours for functions. Teaching contact hours represents W spent
in the classroom instructing students. This is a scheduled teaching hour @?&d to the
teacher by the university. Attributed hours of preparation represent the Q f hours spent
preparing for classroom activities. This is based on how a teacher es his lecture notes,
how many levels the teacher is teaching at once and how m@imes the teacher has taught
the course in the past because the more experienced a her is at delivering a specific
course, the fewer hours he will spend on preparat@ ttributed hours of evaluation have to
do with the number of hours spent evaluﬁz@% grading student’s assignments, projects,
teaching practice, examinations ands @ Attributed hours for complimentary functions
represent the number of hours écaed for routine out of class assistance to students,
community service, researc . %publication and normal administrative duties. Frequency of
labour is how often di &t work or jobs associated with the lecturing profession is carried
out. Most of thé/%ﬁ at teachers perform are carried out daily, some weekly, while others

are done o twice in a semester or at the end of the first or second semester®>.

Q

was reported by a researcher that the formula for normal workload = task x time (to
perform task) x frequency = 44 hours per week. The researcher went further to note that
considering an 8:00am to 4:00pm daily 5 days working schedule of a teacher, and additional
four hours should be stretched within the week to balance lecturing duties. Anything within

the 44 hours working weekly schedule can be termed normal workload duties. Excess

42



Workload is workload over and above the normal workload (credit hours)®®. Work overload
also consist of school duties performed outside the classroom or work beyond 40 hours per
week. Many teachers work during the summer vacation. These teachers teach in summer
classes and perform other school duties®’. Teaching work is a rewarding yet demanding
career. With extended hours and a heavy workload, it is easy to fall prey to teacher burnout.

Without proper assistance, teachers are in danger of being overworked and not ng are of

their own mental and physical health needs®. ’\<
According to the Educator Quality of Work Life Survey, si percent of teachers
indicated that their jobs were always or often stressful. Just rming, if not more so, fifty

eight percent of respondents cited poor mental health as gult of that stress. The teaching
profession involves being subjected to various jo%géands that often underpin a perception
of a heavy workload. Other examples of jb\@ands are multiple meetings that interfere
with preparation time, administrative }@Swork generated by the management, and being
subjected to constant reforms a@c}l\ges that demand re-organization of work and work
tasks. Almost half of the @) of the interviewed teachers stated that an increase in
administrative work ﬁ@added to the high workload. Thus, the high workload was not

associated wit@

were add&@hout removing other work tasks. Teachers stated that they had to deal with

ching itself but instead to the continuous growth of new demands that

new\@dlogical systems, new requirements for long term educational planning to align the
teaching with the goals, new needs for grading and assessment of students’ results, and
extensive individual development plans for each student with increasing time pressure. It was

perceived to cause unplanned changes in the schedule and a higher workload®.
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It was posited that Zimbabwean classes at early childhood development level (0—4
years) had an average size of 1:48 instead of 1:20 and grades 1-2 (5-6 years) had 1:56
instead of 1:407°. It is the UPE policy that led to large classes that had dire consequences on
resources’!. It also led to overcrowded classrooms, more teaching periods and more non-
teaching activities such as extra-curricular activities. In addition to that, teachers are made to
spend more hours at work, prepare lessons after school, carry work to ma@e and

conduct remedial lessons, which they find straining’?. In some extreme ca<es, chers must

contend with teaching multi-grades (that is, composite classes) or @hifting (which is,
hot-sitting)’3.

2.1.5.1 Workload Indices Q :

It was posited that the various ways of m@’ﬁlg teachers’ workload among others
include class size, working hours, subject @ndition of service, school policy, teaching
staff strength and abilities’”*. This stud s to examine two indices of teachers' workload -

working time (hours) and cle:ss&ié’./&c)
O
¢

2.1.5.2 W;@g Time (Hours)

\feachers' working time includes all working hours specified in conditions of service.
This is expressed in the number of hours in actual instructional, administrative and
extracurricular activities”. Study has shown that on average, Nigerian teachers spend about
twenty hours (four hours per day) of their time each week in classroom teaching and
activities’®. Spending more than usual or normal hours of work at job place is seen as long
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hours of work. The number of hours considered to be long hours varies from work to work
and place to place’’. Researchers revealed that workload increased as a result of longer
working hours’®. With extended hours and a heavy workload, it is easy to fall prey to teacher
burnout”. Spending too long at work is negatively associated with job satisfaction, well-
being and mental and physical health which might consequently affect teachers'
performance®. In a study, it was maintained that teachers were being made t Qrk onger

Qt at certain

hours after normal working hours and that made some of them to be in@

periods of the day. A large percentage (43%) of the teachers noted@vrking long hours

2.1.5.3 Class Size Q
’Z}Q

Class size is the number of students per r in a class®?. Class size composition is

was contributing to low productivity among them?®!.

one of the sub-variables of school qualia\\gt exerts significant influence on teachers’
instructional and administrative Woré%doi terms of lesson planning, teaching, assessment
of students’ academic perfOI;mQQ}isciplining, registering and keeping of students' records
and general claserOu@w}ement. Class size whether large or small could determine
teachers’ job perfo@:e in a school. Large class size could lead to teachers' burnout if not
properly m a&d)v\hich may invariably lead to their failure in the completion of academic
curricul urthermore, large class size especially one that is not supported with technology
pose&erious challenge to the teaching-learning process as teachers may sometimes have
difficulty in dealing with students on individual basis. When a teacher teaches a class of over
seventy (70) students, the teacher is faced with the challenges of class control, assessment

and evaluation of students. Too many students in a same class affect the teacher’s ability to
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follow-up each of them students individually. The teacher ends up becoming de-motivated

and exhausted which could affect their job performance®’.
2.1.6 Classroom Management

Classroom management is the process of creating and maintaining a structured and
organized learning environment within a classroom setting to optimize student ement
and achievement. It refers to the techniques and strategies teachers us()@ablish and
maintain order, discipline, and a positive atmosphere in the om®, Classroom
management involves the establishment of clear expectations an@ or behavior to ensure
a productive and respectful learning environment. It sses the skill of handling
disruptions, conflicts, and behavioral issues that m@rlse among students. Classroom
management includes the use of effective co%&ion and interpersonal skills to build
rapport and trust with students. It involx%\&e arrangement of classroom furniture and
resources to facilitate learning aé%\ ihimize distractions®>. Classroom management
encompasses the allocation_ ofq@e for different activities and lessons to ensure a well-
organized daily sched%@ involves the development of routines and procedures to
streamline transi.ti&md minimize disruptions during class. Classroom management
encompasse th(.use of positive reinforcement and incentives to encourage desired behaviors
and aca@@@c progress®’. It includes strategies for addressing and preventing bullying,
hara&!ént, and other forms of negative social interactions among students. Classroom
management involves the use of technology and digital tools to enhance instruction and
classroom organization. It encompasses the assessment and modification of instructional
methods to meet the diverse needs of students. Classroom management involves fostering a

sense of community and belonging among students to create a supportive learning
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environment. It includes strategies for engaging and involving all students, including those
with special needs or learning differences. It encompasses the use of data and assessment to
inform instructional decisions and adjust teaching methods accordingly®®.Classroom
management involves crisis intervention techniques for handling extreme behavioral
situations. It includes strategies for involving parents and guardians in the clasmm and

fostering a strong home-school connection.

S
Classroom management encompasses the promotion of stude&gﬁégulation and
responsibility for their own behavior and learning. It invol Qe establishment of
consequences for rule violations and a fair and consistent apy %discipline”. Classroom
management includes conflict resolution techniques to @ss disagreements and disputes
among students. It encompasses the creation 6’6\/isually stimulating and organized
classroom environment that supports learn%’gvolves the use of differentiation strategies
to meet the individual needs and abﬂ&of students®. Classroom management includes
strategies for managing large a®§cﬁ\an group activities effectively. It encompasses the
ability to adapt to unexpe ’ Atuations and handle emergencies while maintaining a safe
and orderly classroo eroom management involves ongoing reflection and professional
development to(r.n}%%

Cl% m management is the art of creating a classroom atmosphere where students

teaching practices and student outcomes’'.

feel \Qg(ted, safe, and motivated to actively participate in their learning journey®?. It
involves the strategic use of instructional strategies, behavioral interventions, and classroom
routines to maximize instructional time and minimize disruptions. Classroom management
encompasses the establishment of clear boundaries and expectations to help students

understand the consequences of their actions®. It includes the skill of fostering a sense of
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ownership and responsibility for one's behavior among students. Classroom management
involves proactive measures to prevent behavioral issues before they occur, such as through
effective lesson planning and classroom design. It encompasses the ability to adapt teaching
approaches to cater to the cultural, social, and emotional needs of a diverse group of
students®®. Classroom management involves building a supportive classroom community
where students collaborate, communicate, and learn from each other. It inclu Q&aiques
for managing teacher stress and burnout, as effective classroom management iS*closely tied
to teacher well-being. Classroom management encompasses the :%\ of a positive and
inclusive learning environment where every student has the op (%y to thrive. It involves

ongoing reflection, self-assessment, and professional de fent to refine one's classroom

management skills and adapt to evolving educatim:a];a%xts%.
2.1.7 Classroom Management Styles @

Classroom management styés;\gaf to the various approaches and methods that
teachers use to establish or.dQ cture, and a conducive learning environment in their
classrooms. It encomp@@ diverse approaches and strategies that teachers employ to
create and main‘ga@oositive and effective learning environment in their classrooms®.
These style 'ngu,dt the way teachers interact with students, establish rules and expectations,
handle @
styleM

vary significantly among teachers and may be influenced by teaching philosophy,

ine, and facilitate the overall learning experience’®. Classroom management

personality, educational background, and the specific needs of the students and classroom

context. In this study, the following classroom management styles are considered:

2.1.7.1 Authoritative Classroom Management Style
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In this study, an authoritative classroom management style refers to an approach
where the teacher establishes clear and consistent expectations for behavior and learning. The
teacher maintains a structured environment by setting firm boundaries and rules, and
enforces them with a fair and respectful demeanor®’. This style fosters a sense of discipline
and responsibility among students, while also allowing for open communication and
guidance. The teacher maintains control of the classroom while valuing stu Qo inions

éd personal

and providing reasons for rules. They prioritize both academic achiever@

growth, aiming to create a balanced and respectful learning atrnosph
2.1.7.2 Permissive Classroom Management Style O

The permissive classroom management style, @sed in this study entails a lenient
and flexible approach to managing the classroo 65 teacher tends to avoid strict rules and
discipline, allowing students a considerable@e of freedom in their behaviors and choices.

. : . 5%“ :
The emphasis is on fostering a cet; ble and informal atmosphere where students'
autonomy is prioritized®. Ih@er may engage in open discussions and collaborative
decision-making, but t%@t be challenges in maintaining order and achieving consistent

academic progres.s@ the limited structure and boundaries®.

2.1.?\&!&&% Classroom Management Style

An assertive classroom management style involves a balanced approach that

100

combines elements of both authority and empathy The teacher establishes clear

expectations for behavior and learning, and enforces them firmly while also demonstrating

101

understanding and support for individual student needs'®'. This teacher communicates
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expectations confidently, maintains a structured environment, and addresses disruptions
promptly. The assertive style seeks to create a positive learning environment by valuing

students' perspectives and fostering mutual respect.
2.1.7.4 Relationship-Based Classroom Management Style

A relationship-based classroom management style centers on bui@strong
connections with students. This teacher focuses on cultivating positive r@hips, trust,

102

and open communication'’*. The teacher invests time in understandié&qents' backgrounds,
1

interests, and challenges, using this knowledge to tailor on and behavioral
interventions. By creating a supportive and personagh earning environment, the

relationship-based style aims to motivate students Q(ough a sense of belonging and

3

emotional connection!%3, ’66

2.1.7.5 Group-Based Classroom Mana \eht Style
[ ]

A group-based classroom@gement style involves organizing the class as a
collective entity with shared onsibilities and goals. The teacher encourages teamwork,
collaboration, and peé@&oﬂ among students. This teacher structures activities that
promote group j 't@ns and problem-solving, fostering a sense of community within the
classroom!%The teacher's role includes facilitating group dynamics, promoting inclusivity,

and @g that every student contributes to the collective learning experience.
2.2 Theoretical Framework

2.2.1 Social Cognitive Theory
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Social Cognitive Theory, developed by psychologist, is a comprehensive framework
for understanding human behavior that emphasizes the interaction between cognitive, social,
and environmental factors!®. It has had a significant impact on various fields, including

psychology, education, and communication. Key concepts and principles of Social Cognitive

3

Observational Learning: One of the central tenets of Social Cogn@%heory is

Theory include:

observational learning. Bandura proposed that individuals can acquineg-ﬂﬁehaviors and
information by observing others. This process involves payin ion to the model's
actions, retaining the observed information in memory, repr@ing the behavior, and being

motivated to do so0'%. Observational learning is crucialgxplaining how people acquire

behaviors and skills, especially in social contexts. @ ficacy:

Self-efficacy is the belief in one's®iy to perform a specific task or achieve a

particular goal'%’. Bandura argued th@duals’ self-efficacy beliefs play a significant role

in shaping their behavior. People\dremore likely to engage in tasks or activities they believe

they can successfully %@}sh. Self-efficacy is influenced by past experiences, vicarious

experiences (obsqrg'(%)thers), verbal persuasion, and emotional states.

Reciptgcal Determinism: Social Cognitive Theory introduces the concept of
recip@%terminism, which posits that behavior, cognition, and the environment
continually influence and shape one another. This bidirectional relationship emphasizes that
individuals can not only be influenced by their environment but also exert influence on their
surroundings through their actions and thoughts'®. Cognitive Processes: Social Cognitive

Theory incorporates cognitive processes such as attention, memory, and decision-making. It
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suggests that individuals actively process information from their environment and use
cognitive strategies to guide their behavior. This cognitive aspect distinguishes it from more
behaviorist theories that focus solely on observable actions. Modeling and Imitation:
Modeling, or the process of imitating behaviors observed in others, is a core mechanism in
this theory. Individuals are more likely to emulate behaviors they see in role, models,
especially if these models are perceived as competent and successful'®. Thi Qﬁyt has
important implications for understanding how people learn and adopt behavidtS from their
social environment. Socialization and Social Influence: Social Cog@e heory recognizes
the impact of socialization on the development of behavior It highlights the role of social
interactions, family, peers, and media in transmitting no QGS, and behaviors from one
generation to the next. Individuals are seen as aq@articipants in shaping their own
socialization experiences. Self-Regulation: Ba s theory emphasizes the importance of
self-regulation, where individuals can h'\?and modify their behaviors through self-

°
monitoring, self-evaluation, and se@)rcement“o. This concept underscores the idea that

individuals are not passive rci\pkgﬁ of external influences but have agency in their actions.

Social Cogn@eory has been influential in various fields, including education,
c

psychology, co@\\ﬂ'

for unders@g human behavior by considering the complex interplay of cognitive, social,

ion, and health promotion. It provides a comprehensive framework

and &\Vgﬁmental factors'!!. Researchers and practitioners have applied this theory to design
interventions, educational strategies, and behavior change programs that take into account the

cognitive and social processes involved in learning and behavior development.

Implications of Social Cognitive Theory to the Study
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According to Social Cognitive Theory, individuals learn through observation. In the
context of classroom management, teachers may adopt specific management styles by
observing and learning from other teachers. For instance, a novice teacher may observe an

experienced colleague effectively managing their classroom and decide to adopt similar

S\

Teachers may imitate classroom management styles they have ol@?d if they

strategies.

perceive those styles as effective. If they see that a particular managety% oach leads to
a positive and well-behaved classroom environment, they are mc@ to model their own
behavior after that approach!!'2, Conversely, if they obsew@ga ive outcomes associated

with a particular style, they may avoid using it. Q

Q

Social Cognitive Theory emphasizes t &)f self-efficacy in shaping behavior.
Teachers' beliefs in their ability to impleh&\@speciﬁc classroom management styles can
significantly impact their job perf&c . Teachers with high self-efficacy in using a

particular management style @re likely to use it effectively, leading to better job

performance''3. QQ\

The the '@;ept of reciprocal determinism suggests that teacher job performance
and classrogrh, management styles are interrelated and can influence each other. Effective
classq/%anagement can lead to improved teacher job performance by creating a
conducive environment for teaching and learning. Conversely, teacher job performance can
affect the choice and adaptation of classroom management styles. For example, if a teacher
perceives that a particular style is not yielding positive outcomes, they may adapt and try a

different approach.
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Social Cognitive Theory acknowledges the impact of socialization and social
influence. Teachers may be influenced by the norms and expectations of their educational
institution, their peers, and the broader educational community when it comes to selecting

114

and implementing classroom management styles''*. The social context of a school can shape

how teachers approach their job performance and classroom management.

Teachers play a critical role in self-regulating their classroom manage@tyles and

job performance. They can monitor the effectiveness of their managewg@étegies, assess

theory's emphasis on individuals actively controlling and m@ing their behavior based on

self-monitoring and self-evaluation'', QQ

In all, Social Cognitive Theory can ¢ .u% the relationship between classroom
management styles and teacher job perfoﬁ&e by highlighting the role of observation,
modeling, self-efficacy, reciprocal dé)ém ism, socialization, and self-regulation. Teachers'
choices and effectiveness in i@enting classroom management styles are influenced by
their beliefs, experienc@}fnteractions with their social and educational environment!'',
Effective classrop@nagement can enhance teacher job performance by creating an
environmen C(gd;hve to student learning and teacher satisfaction. Conversely, teacher job

perforn@can influence the selection and adaptation of classroom management styles

base%(observed outcomes and self-efficacy beliefs.
2.2.2 Apple's Theory of Intensification

A theorist proposed the theory of intensification which he explained was the result of

increased pressure put on teachers to do more work than ever before in less time. According
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to him, teachers increasingly find themselves facing new demands and changes, which they

have to realize in rather unfavorable working conditions, for example a lack of time and

117 117

resources''’. As a result, teachers experience a chronic work pressure''’. The theorist also
explained that teachers have become the executors of other people’s decisions. He described
the growing separation between conception and execution in teachers’ work. Externally pre-
specified lists of behaviourally defined competencies and objectives tend to n %chers’
meaningful involvement in curriculum planning. The growing economic QdJ anagement-

oriented perspective on education, linked to increased external contr@&aﬂs to a chronic and

a persistent sense of work overload (during school days as we!i as beyond it)!'8,

The intensification of teacher workload is the re@of teacher accountability, high
stakes testing and changes in policies mandated byé%al, state and local governments. With
limited time to carry out decisions made by@nakers, teachers are feeling more pressure
and de-professionalization from the&% of opportunities and time devoted to the
enhancement of pedagogical kno@é@ and learning'!°. What once was the teacher’s playing
field in how instruction w .\i%ivered to students is now being replaced by prepackaged
curriculum, making t Qative side of teaching extinct. With all the curriculum changes
comes increasé)%é ressure to implement the changes with lack of resources and
insufﬁcie%@ing. The theorist found that the increase in tasks with limited time puts many
restrk&ig{ on teachers’ creative abilities in the classroom. He explained, “decisions are
being made in institutions other than the schools, which results in a gradual decrease of the
teachers’ involvement in curriculum development, which this executive task implies a

process of de professionalization. In addition to the de professionalization of teachers work,
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teachers’ roles are changing'?’. However, the theorist also noted that work intensification

may yield both negative and positive results.
Implications of Apple's theory of workload intensification in this study

In most primary schools in Nigeria, majority of the teachers are overwhelmed with
excessive duties which places pressure on them to the extent that they even takQ*g home
and hardly have time for themselves, families and friends. According QJ@e's theory,
intensification implies a growing external pressure on teachers as th ’I&(e to execute more
and diverse tasks, with little or no time and resources'?!. This m%arlably detract teachers
from the possibility to work creatively and/or to direct thet @ professional learning, thus
further impacting the very nature of teaching and admifiistration itself and their performance
in the long run. The theory therefore supports t%&le influence of workload (especially
when intensified as is the case of most pri@chools) on teachers' job performance in the
long run. The theory can therefore bé%@l ed to explain how teachers are being faced with

the growing demands of not @olicy makers but also of society'??. Utilizing Apple’s

theory as a foundation,@y investigates how workload is perceived to impact teachers'

job performance irsQ%State, Nigeria.
C

23 Review of Empirical Studies

2.3.1 Classroom Management Styles and Teachers’ Job Performance
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The relationship between classroom management styles and teachers' job
performance is a critical aspect of education that has been extensively studied and analyzed.
Classroom management refers to the strategies and techniques that teachers use to establish
and maintain a productive and orderly learning environment'?*. Teachers' job performance,
on the other hand, encompasses their effectiveness in facilitating learning, majntaining
discipline, and achieving educational objectives'?*. An author discovered that Qﬁe: who
consistently put proactive classroom management strategies into practice t€fid to report
higher levels of job satisfaction!?. Effective classroom managemen@ust about order in
the classroom; it also positively correlates with teacher r @rates within a school,
suggesting that well-managed classrooms contribute to eaching staff. Our findings
revealed that teachers who utilize positive reinfi r@ techniques not only have better
classroom management but also witness impro udent behavior and job performance!%S.

Clear and consistent rules in the classr }were linked to decreased teacher stress and

burnout levels, emphasizing the im@nce of a structured approach.

Q

Teachers who rece&\%ngoing professional development focused on classroom
management tend to Q higher job performance, indicating that continuous training can
be a valuable @l t'27. The author observed a strong correlation between classroom
managem: ectiveness and student academic achievement, highlighting the pivotal role
of a\@/gﬁanaged classroom in student success. A related author suggests that teachers who
engage in self-reflection and make adjustments to their classroom management strategies
over time tend to experience improvements in their overall job performance!?. Well-
structured management plans, as our research shows, foster higher levels of student

engagement, which, in turn, positively influences teacher job performance. The integration of
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technology as a classroom management tool was found to be linked to improved teacher job
performance in our study'?’. Effective classroom management practices were associated with
higher teacher evaluations and performance ratings, underlining the significance of this
aspect in assessing teacher competence'3?. Establishing positive teacher-student relationships
emerged as a crucial factor in successful classroom management, and it was linked to better

S

Research indicates that participating in classroom management }Qin programs can

teacher job performance in our findings!3!.

lead to tangible improvements in teacher job performance!'. menting restorative
justice practices in the classroom showed a positive con@on with better teacher job
performance, emphasizing the importance of a restorati\@proach to discipline!*.The use
of behavior contracts in classroom management&’bﬁssociated with reduced disciplinary
incidents and better teacher job performan@ study. Classroom management strategies
that promote inclusivity and diversity\q'kge found to have a positive impact on teacher
performance'**. Teachers who %{(@ communicated their expectations for behavior
experienced fewer disrupti@the classroom, leading to better teacher job performance'.
An organized classr§ out was associated with effective classroom management and

improved teac@

stress-red Qtechniques into classroom management was shown to contribute to enhanced

formance, according to our findings. Incorporating mindfulness and

teacﬂﬁ&ﬂ performance in our study!'*>.The level of administrative support for classroom
management initiatives was found to influence teacher job performance, with greater support

leading to better outcomes.

Collaborative classroom management strategies, such as peer mediation, were linked

to improved teacher job performance in our research!¢. Teachers who used behavior tracking
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and data analysis tools as part of their classroom management approach experienced
improved job performance. Classroom management strategies that prioritized individualized
support for students with special needs positively impacted teacher job performance.
Providing timely and constructive feedback to students was associated with better classroom
management outcomes and job performance in our study'?’.Classroom management training
programs that emphasized cultural sensitivity and awareness were linked to im %eacher
job performance. Implementing a comprehensive school-wide positive {behdVior support

system was associated with enhanced teacher job performance acros@ard, according to

O

2.3.2 Workload and Teachers' Job Performance Q

our research.

The purpose of a study was to know achers’ perception on workload and
performance, the factors that influenced &Qrs’ performance, and how to improve the
performance as well. It was carried é?;\%t e homeroom teachers at Primary Global Islamic
School 2 Serpong!’. Further, &@dy employed a qualitative method with a case study as
the design. The dat@\ierived from observation, questionnaire, interview, and
documentation. Erﬂle observation, it was found that the teachers had two kinds of
workload; a adgmi} and non-academic workload. Moreover, from the interview result with
several @ers in the school, it was observed that the teachers had both academic and non-
acad%l workloads'*’. Academic workload is teachers’ workload that related to teaching or
academic stuff. Meanwhile, non-academic workload is a kind of teacher workload that
related to non-teaching stuff. Based on observation, in academic workload, the teachers had
to do several duties, for instance planned the lesson before teaching, and provided well-

designed materials and presenting it well'*!. They also monitored the students’ performance
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and responded to individual learning needs in order to engage students in learning as well. In
maximizing students' learning process, they integrated technology and ensured students'

success through the selection and utilization of appropriate methods.

Additionally, the teachers provided enrichment and remediation for those who need
improvement. Moreover, the teachers did the daily duties such as recorde%den‘ts'
attendance, marked or corrected students' work, kept records on student@%rmance,
reported students' progress, set up the classroom or teaching area, Qnghﬁered tests or
exams!*?. Furthermore, some of the teachers also did the addi '@duties, for instance
educational visits, substituted absent teacher's lessons, dri@@tudents before joining the
competition and invigilated tests or exams. The teacher@ those duties in their working
hours. Additionally, in non-academic workload, @’bad to do several duties, such as did
morning greeting, did administrative work\\@ ed in extracurricular activities, did daily
communication with parents, attended @ng with parents, organized events, participated in
committee meetings, supervisedé@cats during snack time or free time and accompanied

.
students during the compet@. The teachers said that they sometimes did those duties out
of their working hou&&ditional duties. The teachers did the communication with parents

even at night. @é

teachers p d workload as the duties that had to be done by them.

from the interview result with several teachers, it was found that the

\gﬂitionally, the teachers were difficult to have work-life balance. They said that
work-life balance was important but it was not easy to achieve. Bad work-life balance caused

stress on teachers'#*

. Next, they perceived performance as their ability that they give to
institution or organization to finish their work or duty. Moreover, based on the questionnaire

result, it was found that some factors influence the teachers’ performance; environment,
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motivation, workload, school facilities, salary, and so on. There were thirty six percent of
teachers who said the environment was an important factor for them. Then, fifteen percent of
the teachers said that their motivation had an impact on their performance. Meanwhile,
seventeen percent of the teachers mentioned workload, fifteen percent of the teachers
mentioned school facilities, twelve percent of the teachers’ mentioned salary, and five
percent mentioned other factors such as had time for enough sleep or rest as t Q&s that
influenced their performance!*. Moreover, this study found several wa)@ prove the
teachers’ performance as well. Forty one percent of the teachers cho@scuss with friends,
thirty three percent of the teachers admitted their performat@c e improved by joining

training, seminar, workshop, fourteen percent of the tea entioned supervision, seven

percent chose reading book and the rest had ano:?@@ion to improve their performance

such as by observing other classes and joining oﬁb seminar or webinar!4®,

N

From this study, it can be con that a better level of teachers’ job satisfaction,

workload management, work-life@“feace, reward, environment, and lower level of teachers’

job stress, the teachers’ eﬁ@ice will improve. The study concluded that a better level of
teachers’ job satisfac onrkload management, work-life balance, reward, environment,
and lower leve@ rs’ job stress, the teachers’ performance will improve!4’. Workload
becomes %éf the main pressures which is found to correlate with emotional exhaustion
amo?&ny jobs, including the teacher. Teacher stress can be described as the teachers’
experience of negative or unpleasant emotions such as anger, frustration, anxiety and

nervousness caused by some aspects of their work. Workload can be excessive and cause

stress. Stress caused by workload among teachers has become a matter of increasing concern,

61



since the teachers are always faced with several tasks, roles and responsibilities that must be

performed every day!'43.

Workload which is the amount of work assigned to or expected from a worker in a
specified time period remains one of the principal factors deciding both productivity and
turnover of the employees. Light workload will evoke laziness and cause eWees to
involve in group politics and thereby affect their performance and career in tld, at the
same time, heavy workload produces health related issues, and dissati;%u pushing them
quit the job'*. Teachers with moderate instructional workloads d to perform better

than teachers with heavy workload in the secondary school 5@11 .

Research determined the relationship betwee chers' workload and instructional
delivery of Business Education courses. Surve@’gh design was adopted for the study.
The population of the study consisted of eﬁ@—seven (87) Business Teachers from Rivers
States Universities. There was no S&S‘h}n as the entire population was employed for the
study. The researchers devel.o@urteen - item instrument titled "Teachers Workload and
Effective Instructional of Business Education Courses (TWEIDBEC) which was
employed to coll.e@a for the study. The study adopted a 4-point rating scale of High

Extent (4), o&m} Extent (3), Low Extent (2) and Very Low Extent (1) '3

\@esearch purposes, questions and hypotheses guided the study. The research

questions were answered using the weighted mean and standard deviation while the
hypotheses were tested using Pearson Product Moment Correlation coefficient to determine
the relationship between teachers' workload and effective Instructional delivery of Business

Education courses. Item by item analysis was employed to conclude that Business teachers
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will not perform better if they are given many courses to handle'>?

. The null hypothesis tested
revealed a significant relationship between teachers' workload and instructional delivery. It
was recommended on the basis of the findings that more teachers should be employed, higher
institutions should always review teachers’ workload policies to enable them work better and
achieve organizational goals, government should pay more attention to make in&:tional
S

Teachers' workload is very important, because a teacher tend tg@r better when

materials available for more effective and efficient course delivery'>.

given few roles and responsibilities. The increasing demand for ed @1 and the inadequate
number of teachers makes the few available teachers to can@ excess workload. Teachers'
workload is an indicator in measuring teachers' instmctio&elivering which in turn lead to
N\
students' academic performance. Many teachers @le both administrative functions and
the academic aspect which makes the wor: \@r on their part. Excess workload result to
poor planning, stress, boredom and p@vel of productivity'3. Similar research reported
that workload had no signiﬁcaw@@ct on job performance among teachers. A plausible
explanation to this is that @eachers in the study have more than sixteen (16) years of
experience in the tea @ﬁeld. They may have the expertise required in performing their
work because Q.e/%'é adequate experience in executing their tasks and responsibilities

related to,&é&ing. Hence, heavy workload has no bearing on job performance among

teac&(sg(this study'4.

A related study investigated teachers’ workload and productivity in Universities in
Delta State. Six research questions were answered and six corresponding null hypotheses
were tested at 0.05 level of significance. The study adopted the correlation research design.

The population of the study consisted of one hundred and sixty-four (164) Heads of
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Department (HODs) in six public and private universities in Delta State. A sample of one
hundred and fifteen (115) HODs were drawn through stratified random sampling technique
and employed for the study. Two instruments titled ‘Teachers Workload Scale’ (LWS) and
‘Teachers’ Productivity Scale’ (LPS) were employed for data collection. Face and content
validities of the instruments were ensured by experts. The reliability coefficients of the
instruments (LWS and LPS) were determined using Cronbach’s Alpha relia Qﬁlimate
and the reliability coefficient of the LWS was 0.872 while that for LPS s@4. Pearson

Product Moment Correlation was employed to answer research que@ ,2,3,4 and 5. The

corresponding hypotheses were subjected to 0.05 alpha level 6 significance.

Research question six was answered using Multiple Regression while ANOVA
associated with multiple regressions were emp%%to test hypothesis six. The results
revealed that there is significant high n@ relationship between teachers’ teaching
workload and their productivity. AQ\Q‘l\ scores of teachers’ teaching workload were
increasing, the scores of produc%fe? were decreasing!>®. This result is not surprising, the
implication is that, much i@b‘ﬁnent of teachers in instructional delivery affects their daily
performance negativ Qﬂ as such there is need for allocation of assistant teachers to
teachers in tea@ order to reduce their workload and enhance instructional delivery.
Furtherm: finding revealed that, there is significant high negative relationship between
teacﬁt(s/%cripts marking workload and their productivity. This means that, as the scores of
teachers” marking workload were increasing the scores of productivities were decreasing.
This result is not surprising, this is because, teachers’ involvement in much marking
workload yields low performance in their job'*>. In addition, the results showed that, there is

significant high negative relationship between teachers’ supervision of students’ project
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workload and their productivity. This implies that, as the scores of teachers’ supervision of

students’ project workload was increasing the scores of productivities were decreasing!'>>.

The result of the study is not surprising. It implies that, teachers’ supervision of
students’ project decreases their performance in their daily service. The finding showed that,
there is a significant high negative relationship between teachers’ research wo%d and
their productivity!®. This means that, as the scores of teachers’ research ad were
increasing the scores of productivities were decreasing. The finding a&gpﬂes that, when
teachers engage in much research, it affects their job performa atively. Lastly, the
results showed that there is significant high negative @ionship between teachers’
participation in community service workload and their&@ctivity in universities in Delta
State'>>. This implies that, as the scores of tea%’tb participation in community service
workload was increasing, scores of prod\ itt€s was decreasing. This also means that,
participation in community service ne\& ely affects job performance of teachers. It was
recommended on the basis of th@é@ngs that 1). Teachers should always ensure that their
teaching activities are wel@%tized so as to give adequate attention to learning need of
students; 2). Univers&ygyuncils should ensure that a comfortable student-teacher ratio

policy is wel@?

universitiﬁpbbeacher can act as adjunct/part time teacher so as to reduce teaching and

nted. Additionally, there should be a limit to the number of

resea\gh/%orkload; 3). Universities Management should device a method of obtaining
feedback from their workers regarding the work situation so as to be able to redesign job to
enhance productivity; 4). There should be a revamp of the motivational factors available in
the Universities especially in supervision of students’ project and research. This can be done

through ensuring progressive periodic salary increment, staff development programmes as
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well as teachers’ involvement in decision making; 5). Periodic mandatory medical check-up
should be initiated by the University Councils. Health talks and relevant on-the-spot check-
ups will also help in reducing stress and 6). Universities management should also provide
recreational facilities in their staff quarters and not just open fields that have no recreation
equipment. Corporate bodies can be approached to finance such projects and these, projects

S

The results of a study showed a major negative relationship l%egnﬁvorkload and

named after them*’.

teacher efficiency. More workload means that teachers' job perfo @ will suffer. A high
workload for teachers may have a detrimental impact on the@%,causing stress, stresses,
and psychological effects'>®. The results revealed that secgary school teachers in Nigeria
had a modest level of job success. Teachers wit%@’esponsibilities perform well in their
classrooms and other tasks (home)'¢. It @d in a paper that increased workloads is
being linked to the issue of teachers’.t@er from the profession due to resignation, exit or
attrition due to a host of health-r%ép\factor. The paper established how teachers’ workload
influences job satisfactioné%tudy’s focus was on public secondary schools in Nakuru
County. The study a pg a descriptive research design with a target population of three
hundred and tvét/%l’x 326) teachers drawn from nine (9) public secondary school teachers
in Nakum@ Sub County. A sample size of one hundred and fifty (150) respondents was
then\lgfned using stratified random sampling. Structured questionnaire guide was
employed for data collection and was analysed using descriptive and inferential statistical

methods!?’.

The findings of the study revealed that most teachers teach many lessons per week as

indicated by the majority (50%) of the respondents who strongly agreed and 44.5% who
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agreed. The majority (51.8%) of the respondents strongly agreed that they work for many
hours when they are on duty. This shows that when teachers have many lessons, they could
lack time during the day to prepare for the lessons and perform other duties'*®. This implies
that when teachers attend to class when unprepared it affects their overall level of satisfaction.
Most teachers (74.5%) agreed that they mark a lot of examination papers since they
administer many assignments in a month. The study found out that most teac le teach
many remedial classes as indicated by the majority (79.1%). Further, m. ttﬁ\ers (90%)
claimed that they teach during weekends and that they are also invol@n ore than one co-
curricular activities (82.7%). Consequently, the study co lw%that workload has a
significant effect on job satisfaction. The finding implie@ e current levels of workload
experienced by teachers in secondary schools in a}e@N est sub-county affected their job
satisfaction levels. In other words, a unit increfb§ workload could influence up to 0.108
units of teachers’ job satisfaction'?’. \

Teaching is becoming mo@lenging as a profession: more paperwork, more
bureaucracy, and more unruhq’&%’es. Teachers have many things in mind, their attention is
divided into many task%%hey also consider many things such as teaching students who
lack motivation h@‘ning discipline in the classroom, confronting general time pressures
and workload, defhands, being exposed to a large amount of change, being evaluated by
others, @g challenging relationships with colleagues, administration, and management,

158 The above activities tend to

and being exposed to generally poor working conditions
expose teachers to many sources of stress. It was noted in a study that teaching is a rewarding

but demanding profession. Teachers are prone to burnout due to long hours of teaching and a

heavy workload. The purpose of their study was to investigate the relationship between
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teachers' workload, burnout, and job performance. In their quantitative study, the descriptive
correlation design was employed. The respondents of the study were fifty-seven (57)
elementary teachers selected through convenient and purposive sampling. The Role Overload
Questionnaire, Burnout Questionnaire, and Individual Performance Commitment and Review
Form (IPCRF) were employed in the study. The statistical tools employed in the study were

*. The

t
the Mean, Standard Deviation, and Pearson Product Moment Correlation CfiQie

findings revealed that teachers have a high level of workload!*®. Their bu@ evel is also
high. Teachers' work performance, on the other hand, is very sati. Workload has a
significant impact on the level of burnout experienced by te er% orkload has an impact

§ it is recommended on the

on teachers' performance as well. To avoid stress and

basis of the findings that every school administratt:E a@ to proper workload assignment!®’,

Teachers’ workload is a critical ant of their productivity and turnover

because if their workload is belows d&andard workload, it would evoke laziness and
provide opportunity for them to %{c@\e and indulge in non-productive activities like group
politics, with its attendant @tions on performance. On the other hand, if the workload is
above the standard w @d, there is a tendency that the employee will be overwhelmed,
this will result @

like burnout and subsequent breakdowns as well as ill feelings and

dissatisfac 'bﬂd subsequently cause them to quit the job for less strenuous jobs where

i@

The extent of teachers’ effectiveness in their primary responsibility most often may
not be guaranteed in the face of excess workloads which are usually accompanied with stress.
Ordinarily, when there is a normal workload, there is a tendency that a teacher would achieve

more, but when the workload is much or excess in quantity and quality there is the tendency
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that the teacher may not perform well. In addition, if teachers' work is overloaded, it can also
lead to development of deviant behaviours such as lateness, absenteeism, poor decision
making, sleeping on duty and burnout among them. Teachers are a very busy group of
professionals because of the number and type of responsibilities they carry out on a daily
basis. They prepare their lesson notes, teach many students at the same time due, to large
class size, grade assignments, mark examination scripts, supervise students, car %earch,
attend statutory meetings, participate in administrative services and other §ocidt“obligations.
A visit to the office of a teacher reveals the enormous responsibili@they are called to
fulfill every day and are expected to perform these responsibili 'es%te best of their abilities.
It has been observed that teachers work under serious r@ nd physical pressure due to
excess workload. In some cases, the excess work a@had serious consequences on their
productivity. Some teachers have develope stf%&elated illness as a result of the pressure
they go through while some have recor %ow teaching and performance because of so
.

many responsibilities they underta@ultaneously. This worrisome state of affairs may not

lead to teachers' productivﬁ@le secondary schools. This excess workload seems to

contribute to quality is&@ are observed in schools today'2.

It was r@ teachers are motivated if workload is reduced on their shoulders as
they woul éain very healthy and fit for work. Also, their findings revealed that if given
off-&s(sgrbm duty apart from the normal holidays, it could also put them in the right frame
of mind towards their work'6*. With mounting load and pressure; teachers find out that their
satisfaction at work has dipped'®. Consequently, de-motivation and diminishing work

performance set in'%,
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At present, the teachers face constant challenges in meeting the diverse needs of
students and performance requirements. The pressure becomes overwhelming for them, and
when stress ensues, their capacity declines'®. Furthermore, when teachers are subjected to
greater job demand of tasks, the common manifestation is numerous errors and delayed
responses. Additionally, two causes of diminishing performance quality are&h-task

S

Workload is the crucial factor influencing teachers’ decisions ‘w&a e profession

workload and task complexity!®,

and the greatest threat to retention'®’

. An unimaginable workload i mon and consistent
given reason that makes teachers leave the profession'®. an changes to curriculum,
more time spent on assessment and greater accountabilignrough inspection cycles have
steadily increased workload pressures on teacher@hly over years. Addressing the issue
of workload is identified as a priority ba\ f its connection with job satisfaction. A
reduction in workload would reduce s&ers’ average working hours, increase their job

satisfaction and improve retenti@’ié@slw. Teachers increasingly respond to constant top-
°

down changes and have litt@rol over this situation which increases their stress levels!”.

A study 9@% the effect of job stress as a result of workload on employee
performanc in(ta}ary institutions, using Delta State University, Abraka Campus as the
study argd.(Bhe literature review was partitioned into four main sections namely; conceptual
revi Meoretical framework, extant literature and empirical review. The study adopted
descriptive survey research design. Statistical tools of analysis were summary statistics of
percentages and Chisquare (y2) test of independence. All tests were conducted at 0.05 level
of significance. Findings indicated that long hours of work as a source of job stress have

negative and significant effect on employee performance in tertiary institutions. The study
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concluded that putting too much pressure and stress on employees often results in negative
consequences which are capable of reducing their performance. The study recommended
among others that employers should endeavour to always assign tasks that their employees’

capabilities can adequately cope with to avoid situations that lead to work stress'”!.

A similar study examined perceived influence of work overload on academ%aff job
performance in universities in Rivers State. The study was guided bi gresearch
t

objectives from which three research questions were posed and three W s formulated.

The study adopted a descriptive survey design with a population o hundred and thirty-
seven (337) teachers — one hundred and eighty (189) males @)ne hundred and forty-eight
(148) females) from the Faculties of Education in the threegblic universities in Rivers State
(University of Port Harcourt, Rivers State Uni@% and Ignatius Ajuru University of
Education). The entire population was em;{@fbfor the study; hence the census sampling
technique was adopted. The instrume\@{ data collection was a structured questionnaire
titled “Influence of Work Over10® Academic Staff Job Performance Questionnaire”. The
instrument was validated @eﬂs in the Departments of Educational Management and
Measurement and Ewv. &)n. The internal consistency of the instrument was determined
using the Cron@p

obtained @e various sections of the instrument respectively, which showed that the

ha statistics. Reliability coefficients of 0.986, 0.981 and 0.984 were

instr&&’ was reliable. The research questions were answered using mean and standard
deviation while the hypotheses were tested using z-test statistics at 0.05 level of significance.
The result of the analysed data revealed among others that teaching of many courses in a
semester, supervision of large number of undergraduate projects and post-graduate theses

influence job performance of academic staff in universities in Rivers State to a high extent.
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Based on the findings, it was recommended among others that the Federal and State
Governments should employ more academic staff either as contract, adjunct, sabbatical or
permanent staff in the universities as this will reduce the number of courses assigned to each

teacher per semester and eventually improves their efficiency on the job!72.

It was stated in a study that the attainment of excellent achievement of stu@s ina
subject hinge on the training and workload of teachers in the schools. Excell@ievemen‘[
of students does not occur by chance unless some factors are looked iny\hgssll task in terms
of teaching units and assignment to teachers can make or mar the ment of students in
the schools. The interplay was a rallying point of the study attempted to ascertain the

effect of training and workload of teachers on achieveme® students in mathematics in Jos

metropolis Plateau State, Nigeria. b’b

Theoretically, the study was based @ner’s theory of Operant Conditioning'. As

a descriptive study which made em f descriptive research survey type of research
design, it consisted of two resea@gcastions and two null hypotheses tested at 5% level of
significance with ten (10) " rs and four hundred and fifty (450) students. The Mock
results of teachers’ %&os metropolis of Plateau State were employed. Two sets of

questionnaires @&ge

effect of rs’ training on students’ achievement and effect of teachers’ workload on

erated as basic instruments for data collection which consisted of

studés{s/%chievement in mathematics. The findings showed that there is a relationship
between Teachers’ workload and students with Low grade score in mathematics which
implies that as teachers’ workload increases there is an increase of students with Low grade
score in mathematics. The students of the teachers have less or moderate workload performed

better than those of teachers having much workload. This goes to show that when teachers
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have much workload, they tend to be less effective in their instructional and administrative
duties.

The analysis revealed that teachers’ workload predicted students’ achievement more
than teachers’ training. This implies that even though a teacher is trained so that he/she
becomes competent, if he/she is overloaded with work, his/her teaching and administrative
quality would still be affected. It was recommended on the basis of the findi %a extra
effort needs to be made by schools to supplement the teachers’ duty in preparing”students for
national examinations by reducing their workload. This is because@ ore burdened the
teachers become, the more ineffective they are which invaria % students’ achievement
in Mathematics. Furthermore, the government, through mistry of Education should

consider the teachers’ workload so as to ease th@ly workload for adequate content

coverage in mathematics. All levels of admiﬂf@

office, and schools) should be consideﬁkm assigning tasks to teachers for effective

ion (Department of Education, district

Mathematics teaching. In addition,{ﬁs\s recommended on the basis of the findings that the
government should ensure th, ols are adequately staffed with Mathematics teachers to
manage workload to pm@%ality teaching to students in secondary schools!”?.

A simil S@westigated the relationship between job demands, workloads and job
satisfaction @0 teachers in public secondary schools in Kaduna metropolis, Nigeria.
Spe iﬁr@ the study had three objectives and three null hypotheses. Survey design was
employed in the study. The population was made of three hundred and seven (307) teachers
in public secondary schools in Kaduna metropolis, Nigeria. The sample of the study stood at
one hundred and fifty-four (154) teachers drawn from one hundred and thirty-one (131)

public secondary schools in the nine educational zones in the state. The instruments tagged
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Job Demand, Workload and Job Satisfaction Questionnaire (JDWJS) developed by the
researcher was employed to elicit data from respondents. Four experts validated the
instrument. Direct contact was employed for data collection. Data collected were analyzed
using descriptive statistics of mean and standard deviation to answer the two research

questions. In the rest of hypotheses, Pearson Product Moment Correlation was erglf):ed at
W

0.05 level of significance. Results indicated that a significant relationship exifo n job
demand, workload and job satisfaction of teachers in public secondary s@ in Kaduna

metropolis, Nigeria. 6\

By implication, since stress is one of the factors afg the job contentment and
commitment of teachers, it can be concluded that best @cted from teachers in terms of
delivery of quality teaching, quality products, an%%ty outcomes may be hard due to the
high level of stress and reduced level of j ction. It was finally recommended on the
basis of the findings that state minist\t}%‘b\education and principals should provide welfare
facilities and rewards to motiva@{e&lworking teachers more especially those with much
workload, also education@nagemen‘[ should provide and encourage activities on
developing professicgﬁntity for teachers. As this research indicates that job demands,

workloads, inte@ej}s%ﬂ

are negat@elated to job satisfaction, the Ministry of Education should enforce certain

al conflicts; motivation and administrative leadership styles (stressors)

polic\&standards for stress management among teachers. The result of this research work
could help the officials of Kaduna state ministry of education to know the influence of job
demand and workload on job performance and job satisfaction among teachers in Kaduna

metropolis which would enable them to adopt strategies in curbing the situation. In addition,
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the result of this finding is of significant to on- coming researchers both theoretical and

practical in academics, as it contributed to an extension of literature on the study area!”.

Based on the results of a research, the following conclusions were drawn:
1. Workload has a direct and significant effect on employee competence at the

Secretariat of the Directorate General of Construction and *

2. Workload has a direct and significant effect on the performance of th@ oyees of
the Secretariat of the Directorate General of Construction'”>, /\

A related study sought to establish the relationship betwee @ers’ workload, class
size and students’ academic performance from five selecte@condary schools in Singida
Urban. The study was guided by three objectives and th@esearch hypotheses. The study
employed correlation cross-sectional design. A@e size of two hundred ninety-four
respondents was randomly chosen fror@tbsecondary schools. A self-administered
questionnaire was employed to colLeQ\Q*ormation from respondents. The collected data
were analysed by Statistical Pa%gc? for Social Scientists (SPSS) using Karl Pearson’s
Linear Correlation Coefﬁcj@s d Multiple Regression Analysis to assess the correlation
between teachers’ work and class size and students’ academic performance. The study
results indicate@t ere was no significant relationship between teachers’ workload and

students’ %ﬂic performance in surveying secondary schools in Singida Urban at the five

percw%el of significance'’s.

A study examined the effect of workload stress on employees’ productivity in the
university of Benin teaching hospital using functional stress and dysfunctional stress as
proxies for stress. The instrument employed for gathering data was through primary source

with the aid of a structured questionnaire. The researcher administered two hundred and fifty-
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five (255) questionnaires on nurses of the university of Benin teaching hospital (UBTH) in
Benin City, Edo State, out of which two hundred and seventeen (217) were retrieved and
employed for the analysis. The hypotheses were tested using Ordinary Least Square (OLS)
regression technique. The findings revealed that workload functional stress has positive and
significant effect on employee productivity, while workload dysfunctional stress has negative
and significant effect on employees’ productivity. In line with the findi Qhe study
recommended among others, that management must first understand that, on¢™0f the most
effective strategies for reducing dysfunctional stress in the workpla@lx ensure that there
are adequate numbers of staff available to do the job and that these workers are not over-
burdened with workload. This would help to avoid w rload and can result in job
satisfaction and improve employee productivity. 1%% study recommended on the basis
of the findings that hospital management shoul lish a consultancy unit in the personnel
department to provide proper training Bmployees, so as to reduce the likelihood of

dysfunctional stress (distress) caus@*vagueness associated with a task'””.

Q

°
A study investigate ﬂload occupational stress and teachers’ job effectiveness in

secondary schools in%ciQCentral States, Nigeria. Two research questions guided the study

while two hyp<th$e\'

study. Thulation of the study consisted of thirty-four thousand, four hundred and
O

ere tested. Descriptive survey research design was adopted for the

seveﬁ&ee (34,473) teachers in one thousand, nine hundred and forty-nine (1, 949) public
secondary schools in the North Central States of Nigeria. A sample of one thousand and
thirty-four (1,034) teachers representing three percent was selected from fifty-eight (58)
public secondary schools and employed for the study. Multistage sampling techniques were

employed to select the respondents for the study. A thirty-five-item structured four-point
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scale questionnaire titled “Influence of Teachers’ Occupational Stress Questionnaire

(ITOSQ)” and interview schedule were employed for data collection.

The instrument was validated by three experts in Educational Management and
Measurement and Evaluation. The reliability of the instrument was tested and yielded a
Cronbach’s Alpha Coefficient of 0.909 which was considered high enough and re% to be
employed for field survey. Data obtained from the study were analyzed usin @thive and
inferential statistics. Mean and standard deviation were employed todans the research
questions. Frequency, percentages and charts were employed in the responses from
the interview while the chi-square (y2) test of goodness of-@s employed to test the null
hypotheses at 0.05 level of significance. The findings in@ed that workload stress due to
unconducive working environment and inadequab%astructural facilities has significant
negative influence on teachers’ job effecti% secondary schools. It was recommended
among others that management of se@ry schools, that is the government, parents and
other education stakeholders sh%fﬁake teachers work environment more conducive by
giving more attention to t@tivational needs of teachers such as fringe benefits, good

offices, canteen and Kﬁgcreation centre. They should also try as much as possible to allot

to teachers wor@(\ﬁ
teachers s@ improve their performance!’.

\( study aimed to evaluate the teaching workload management and its impact to the

ithin their capacity so as avoid increase workload and burden on the

teachers’ wellbeing and effectiveness in all public schools. The study primarily focused on
describing the nature of a demographic segment. The researchers employed the descriptive-
documentary survey design to describe the characteristics of the subject that were studied.

There were seventy-five (75) grade one teachers from Ubay, Bohol, Philippines, selected for
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the study. A standardized questionnaire was employed in data gathering. The results revealed
that there is no significant relationship between the extent of management of teachers’
teaching workload, wellbeing and their profile in terms of age, highest educational attainment,
and years of teaching experience. Moreover, there was no significant relationship between
the extent of management of teachers’ teaching workload and their overall wellbeing; and
between the extent of management of teachers’ teaching workload and Q%ching
effectiveness thus, the researcher accepted the null hypothesis. It was concluded that teaching
effectiveness does not depend on the tasks and functions given to @hers, hence, they

can still achieve satisfactory rating despite the fact that they 613 arded with designation

and responsibility!”. Q

A study ascertained the extent to which co%%nts of workload management predict
job performance of university teachers in tate, Nigeria. Correlation research design
was adopted for the study. A sample o@undred (600) university teachers was selected for
the study through purposive s@clag technique. Two instruments namely “Workload
Management Strategies Q@naire” (WMSQ) and “Teachers’ Job Performance Scale”
(LJPS) were employ%}gata collection. The face and content validities of the instruments

were establish<d. ;\%

Alpha an Qetest methods respectively. Overall reliability coefficients of 0.972 and 0.970

abilities of WMSQ and LJPS were determined through Cronbach’s

were\&fned for WMSQ and LJPS respectively. Mean, standard deviation, multiple
regression, and ANOVA associated with multiple regression were employed for data analysis
at 0.05 level of significance. Results obtained among others were that: Teaching a large class,
supervising more than five students’ theses, dissertations, and projects in a semester,

handling more than five courses in a semester constitute workload among university teachers;
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components of workload management (distancing, avoidance, social support, playful, and
emotion focused) jointly contribute to job performance of university teachers by twenty eight
percent as indicated by the coefficient of determination. It can therefore be said that an
increase of workload tends to change the structure of the job designed for teachers, which
may ultimately affect their job performance. Based on the findings of the study,
recommendations were made that the government should ensure that univers@Q igeria

are adequately staffed to reduce the level of workload on university tea%‘lgo.

It was stated in research that the teaching career is a professi high risk for stress.
Teachers have experienced stress and burnout from differen@rces and at different levels.
The research attempted to determine the relationship betwe orkload pressures; unsatisfied
needs/wants, new technology and working en%%lent with job performance among
secondary school teachers in Malaysia. A@ two hundred and seventeen (217) sets of
questionnaires were distributed to teat\& from cluster secondary schools in Kota Bharu.
The list of cluster secondary sc@f’gachers was obtained from Pejabat Pelajaran Daerah
Kota Bharu. Data was anal@rough descriptive and inferential statistical techniques. The
findings supported all thgrpotheses of the study. The findings also revealed that workload
pressure give @uﬁ

technolog atisfied needs/wants and working environment. Among all the independent

st impact on job performance among teachers, followed by new

Variaﬁke/g(vorkload pressure was the highest contribution towards dependent variable (job

performance) '8!,

A similar study investigated the mediating role of sleeping problems in the
relationship between workload and outcomes (emotional exhaustion, presenters, job

satisfaction, and performance), and over commitment was examined as a moderator in the
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relationship between workload and sleeping problems. The study was empirical using a
sample of eight hundred and eighty-four (884) teachers. Consistent with our predictions,
results revealed that the positive indirect effects of workload on emotional exhaustion and
presenters, and the negative indirect effects of workload on job satisfaction and performance,
through sleeping problems, were only significant among overcommitted teachers. Workload
and over commitment were also directly related to all four outcomes, precis hey both

positively related to emotional exhaustion and presenters and negatively related to job

satisfaction and performance'®2. 6\

A closely similar study was carried out to study worrimary school teachers
in Punakha dzongkhag. The study involved potential additional work areas that burden
primary school teachers. The study employed mi@%ethod design. Survey questionnaires
and interview were therefore employed tei@rg data. The target population consisted of
primary school teachers and paren‘ass&unakha dzongkhag. The entire population was
seventy-nine (79) participants fr@cl?\ne primary schools and a few Extended Classrooms
(ECRs). Out of seventy-ni;Q ) participants, thirty percent (30%) was taken for random
sampling. Five teach &e selected from primary schools and one teacher from Extended
Classroom for @iew. Mixed gender was selected for the interview. Ten parents were
interview different primary schools. Quantitative and qualitative data were presented
sepaﬁ&%nd analyzed. The data triangulation was done in the findings and discussions. The
study findings showed that teachers over workload have a negative impact on classroom
teaching and learning due to limited time for lesson planning and tasks assessment. Teachers

in primary schools had to devote certain time doing non-academic activities. Study found that

even among the primary schools, teachers working in schools with less than hundred (100)
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students had to shoulder more responsibilities. In smaller primary schools, staffing pattern is
different whereby certain support staff are not entitled. Therefore, the researcher
recommends Ministry of Education to reconsider pupil-teacher ratio and relook into the

staffing pattern in primary schools. Primary school teachers need to specialize in a maximum

3

Similar research was investigated on the influence of workh@%ad work

of two subjects to enhance effective classroom teaching'®3.

environment with work motivation as a mediation variable on employg¢ p mance in PT
Ciptajaya Sejahtera Abadi.  This study method used quantita 'Qsearch with causal
methods.  The population consisted of two hundred and @ty (220) employees of PT
Ciptajaya Sejahtera Abadi. A sample of one hundred an@ty-two (142) respondents were
used which was derived by slovin sample size d%%nation formula. Data collection was
achieved using both primary and seconda%%ata analysis was done using path analysis
methods (Path Models) with the help @ﬂaﬂ PLS version 3.2.9. The results showed that
work sacrifices have a negative Q‘;K(aniﬁcant effect on employee performance. Workload
has a negative and signi@effect on work motivation and performance. The work
environment has a & and significant effect on employee performance. The work
environment h@ve and significant effect on work motivation. Workload and work
environm ve a positive and significant effect on employee performance. Workload,

worl?*q%onment and work motivation have a positive and significant effect on employee

performance'®,

The specific objective of a study was to establish the extent to which English
teachers’ workload affect their employ of ICT in teaching of English in public secondary

schools. The target population of the study was sixteen (16) head teachers and fifty (50)
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English teachers. A sample of eight (8) principals and twenty-five (25) teachers of English
was employed in the study. Questionnaires were employed to collect data from the
respondents. The data was analyzed using descriptive statistics; frequencies and percentages.
The findings of the study revealed that teachers’ workload was one of the main factors
influencing employ of ICT in teaching of English at the secondary school level. Majority of

X

the teacher respondents who had a high number of lessons (28-33) per week, ran loyed

ICT in teaching of English. The teachers with few lessons (below 2(:§1Qv5 per week
frequently employed ICT in teaching of English. The study recomm@ n the basis of the

findings that more teachers of English be hired to reduce their ,tfac ing work load'".

The objective of another closely identical stud to determine the influence of
teachers” workload on student’s academic perfor@% in secondary schools in Suba Sub-
County. The study employed descripti Correlation survey design. The Study
population consisted of thirty-three. Q@secondary schools with thirty-three (33) Head
teachers, one hundred and sixty-%ca\ﬂ) teachers and one thousand and thirty-five (1,035)
form four students. Strati@\%lmpling was employed to determine sample size which
consisted of three hu de eleven (311) form four students, forty-nine (49) teachers and
thirty (30) heac@%\}é’%

study rev that the influence of teachers’ workload on academic performance is

signl‘ﬁ{&‘“.

A related study was examined on the impact of satisfaction and workload in

in the four existing zones; Kigoto, Gwassi, Kiabuyaand Central. The

improving teachers’ performance. The study employed quantitative research methods while
interviews and questionnaires were employed for data collection. The respondents in the

study consisted of all seventy-three (teachers) in the study area. Multiple linear regressions
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were employed for data analysis. The results revealed that variables of job satisfaction and
workload have a significant effect on the performance of teachers. It was concluded that

satisfaction and workload have a positive influence on teacher performance data'®,

Another similar study was implemented on the effect of workload on the performance
of guidance and counseling teachers in the implementation of guidance and nseling
services in state senior high schools in Bandar Lampung City. The stt@?ﬁich was
quantitative employed ex-post facto methods. The total populatiory%g%aty-nine (69)
guidance and counseling teachers in seventeen (17) state senio @ schools in Bandar
Lampung City. The data were collected by using qt@nnaires of workload and
performance of guidance and counseling teachers with C@ach’s alpha reliability scores of
0.815 and 0.974 respectively. Results showed t%’b}rkload has a positive effect on the

performance of guidance and counseling te@ .
2.3.3 Working Time and Teache@erformance

Teachers' working tihwi&ldes all working hours specified in conditions of service.
This is expressed in \@?umber of hours in actual instructional, administrative and

extracurricular (’t'ﬁ&%ﬁ%lgg. A work has shown that long hours inherent in job stress do not
n

allow teacher$,in Nigerian universities to perform at their optimal level of productivity and
efﬁc'eQ/. Qong hours of work when it is not moderated causes severe stress that breaks
teachers down and lower their performance. If it is allowed to persist in an organization, the

climate of such organization may become hazardous to teachers, affect their health and

performance. Long hours of work affect teacher performance negatively. The government
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and policy makers should strive to create a working environment where there is stress-free

climate by reducing the long hours of work and other stress causing agents'®,

It was argued that employers in Nigeria are concerned about keeping teachers
engaged and committed in whatever way they can. Flexible working hour arrangements
could be a better way to keep teachers fully engaged and committed to an organis&n goal
and objective!®. Teachers who are unable or unwilling to work long hours t@Qp up with
the high workload find out that their workload becomes unmanageable &dgﬁnore likely to
leave the profession. Indeed, recent research has highlighted that achers say that their
“level of workload was only manageable because of the lons at they worked!”'.” The
issue, however, is not the number of hours teachers work. OECD’s study in 2013 found
that the number of hours worked did not signiﬁ@% affect job satisfaction, but teachers

who reported their workload as ‘unmanage@ lower levels of job satisfaction'®?.

Whether long hours of work ) ’%ﬁy affect teachers’ performance at work place has
been debated for ages and &Qgeems to make adequate policy on working hours in
organizations very diff%@ one hand, long hours of work could lead to teacher fatigue
which goes a long s&o bringing about a decrease in performance and productivity. On the
other hand, ngh‘wrs of work could lead to higher performance and productivity if the long

&

hours 0@6

identi two reasons why the effect of long hours of work on teacher performance is not a

er utilization of opportunities and human capital. This is the reason scholars

straightforward prediction. According to them, unobservable characteristics of industries,

firms, institutions, organizations, productivity and performance account for the difficulty in

correlating hours of work and performance. Another reason is that external shocks could
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influence both hours of work and performance which makes the estimation of the effect

imprecise!*.

It was argued that teachers spend long hours at work or take work home making them
incapable of being productive at work. Teacher’s performance in private schools is also
deteriorating as teachers are unable to reach their full potential due to long workihg hours
and workload that impede their performance in the classrooms while they tr@%eet short
deadlines'®*. Scholars showed that majority of studies on the link betw \&—lﬁng hours and
performance still find reduction in performance due to lon @rs. It was further
acknowledged that long working hours, especially in combir@n with other adverse aspects
of work organization such as irregular working hours an@ense performance demands are
strongly associated with fatigue, stress, decr@%s in performance, adverse health
behaviours, and both acute and chronic p@isorder& Having observed the obligatory

overtime for nurses, two scholars rnami\ng that long hours of time bring about reduction in

the quality of work performance %@ hers!®.

A related stud@}ned the role of flexible working hours’ arrangement on
teachers’ job pe ance and the retention of teachers. Flexible working hours’
arrangemenl&&o}ferable for teachers across different cohorts, levels, gender, and are one
of the rr@@ought—after benefits. Purposive sampling technique was employed to collect data
from twWo hundred and twenty-seven (227) permanent and contract teachers from five
manufacturing industries in Agbara, Ogun State. Data were collected through the employ of a
flexible working hour questionnaire. An eight-item questionnaire of affective organisation
commitment was employed to measure teacher retention. Another questionnaire was

employed to measure teacher work stress. The data collected was analyzed based on
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descriptive analysis of demographic information using table. Linear Regression and Pearson
Correlation were employed to test the three hypotheses presumed for the study. The study
found out that teachers are at their best when they are given the opportunity to schedule their
working hours based on their individual ability to carry out the task given to them. As
flexibility allows teachers the freedom to decide when, where and how they want t&lction,

R
(O

Furthermore, teachers are always happy when they are able tovorks=flexibly, which

flexibility certainly leads to enhancing the output of teachers.

will eventually encourage them to continue working in such a isation. In general,
teachers would choose to stay for a longer period of tin@ flexible job schedules are
enforced by the organisation. Flexible working hour sc@les will provide teachers with
flexibility and autonomy over how they sche%%eir work and their personal lives,
allowing them more time to relax when ne@and alleviate work stress!”. Teachers feel
less stressful when they have more Goﬁover their schedule. In summary, flexible work-
hour arrangements improved t%{e?\performance, increased retention of teachers and
reduced teacher work stress@s recommended on the basis of the findings that a proactive

strategy be adopted @nisaﬁons to improve the alignment between flexible work-hour

[ ]
agreements an< o%
rewards a@formance assessment!'?’.

uman resource policies such as recruitment, promotion, training,

\ﬂ‘lere is need for flexible working hours for teachers. Flexible working hours are an
employer tool employed to reduce teacher stress and improve teacher performance and job
retention. Flexible working hours are a substitute work schedule as compared to the regular
work arrangement in Nigeria, which is from 8:00 a.m. to 4:00 p.m. or 5:00 p.m. and from

Monday to Friday or Saturday, in some cases every week for several years. Flexible work-
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hour arrangements, such as part-time jobs, shift job, work-sharing, shortened 24-hours per
day, work from home for nursing mothers, five-day job a week, sabbatical leave, career
flexibility, leave and so on, need to be taken into account by the human resources department
of an organisation to minimize the work-life conflict of teachers, motivate teachers and
improve their performance. Flexible working hours is one of the most innovative id& in the
area of human resource management and the business environment, and c Qly be an
innovation of effective and successful leaders who understand the 'dyndmics of the

increasingly changing global business environment!®®, Q

A study was investigated on the relationship betwee@g working hours and stress
responses in junior high school teachers in Japan. &wlogical and physical stress
responses were assessed using the Brief Job 86 uestionnaire. Results showed that
majority of the participants worked eleven @rg more per day. Additionally, the length of
working hours significantly differed.a& job titles. It was further revealed that working

hours of above ten hours was s ﬁ?antly associated with high stress, compared to those

who worked less than ni@@er day!'?.

A similar.sg&was carried out to examine the relationship between working hours
and comme iz&h’uk workers’ wellbeing and performance in Cross River State, Nigeria.
Two re@g@ objectives were raised for the study, which led to the formulation of two
reseMypotheses which were stated as null hypotheses. A survey research design was
employed to carry out the study. Two hundred and thirty-two (232) samples were selected
from five banks and their branches in Cross River State using the purposive and proportional
sampling technique. The instrument of data collection was the questionnaire. Data gathered

from the field were coded and analyzed using the appropriate frequency distribution, tables,
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charts and Pearson Product Moment Correlation at 0.05 confidence level. Out of the two
hundred and thirty-two (232) questionnaires distributed, only two hundred and thirteen (213)
were return without missing items or mutilation and these numbers were employed for
analysis. Results revealed that there is statistical considerable relationship between working
hours and commercial bank workers wellbeing and performance in Cross Rivi State,
Nigeria. The study recommended among others that management should in* place

adjustable and working hours for employees in order to make them more comfortable?.

Another similar study was carried out to investigate the in of three variables of
work-life balance namely personal life, working time @jo stress on employees’
performance in select Nigerian banks. Four banks were s@ed for the study based on their
ranking as top Nigerian banks by the Corporate Flﬁfé nstitute, namely; Zenith bank, GTB,
Eco bank Nigeria and First Bank of Nigeriﬁ\%’aimary data was collected using structured
questionnaire. Population of the study v@?ur hundred and one (401) bankers in twenty-one
(21) branches of the banks, locat@%wa Ibom State. A sample size of two hundred (200)
bankers was drawn from thé@lation size using Taro Yamane’s sample size determination
formula for sample d tegnation. Chebyshev Proportionate formula was further employed
to determine t‘@%l proportion of each branch. Hypothesis was tested using multiple
regressiosis. Computations were done by means of Statistical Package for Social
Scie?&%'PSS). Findings revealed that there was significant effect of employees’ working
time on workers performance in the selected Nigerian banks. As such, it was recommended
on the basis of the findings that Nigerian banks should implement working time options and
stress management programmes as workplace support measures that include family friendly

policies to help resolve work-life balance problems®°!.
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2.3.4. Class Size and Teachers' Job Performance

In Nigeria, there is an increasing enrolment rate of youths in schools. Unfortunately,
teachers are not recruited to measure up with the increasing number of students’ %ollment
in schools hence teachers are observed to have heavy workload based on @ed class
size’”?. When teachers exercise their tasks in accordance with thg¢ Natiefial Policy of
Education, for example, teaching an average of twenty-two (22) pé¢ '@)er week and having
a reasonable number of students in a class, the researcher as@%‘[ teachers would avoid

non-administrative positions, which would improve the effieacy of their job performance®®?.

A study sought to establish the relatio etween teachers’ workload, class size
and students’ academic performance from \Qelected secondary schools in Singida Urban.
The study was guided by three objecé:;&&a three research hypotheses. The study employed
correlation cross-sectional dgs@ample size of two hundred ninety-four respondents was
randomly chosen fror@xsecondary schools. A self-administered questionnaire was
employed to col.le&‘ormation from respondents. The collected data were analysed by
Statistical P. cl&g@l\ for Social Scientists (SPSS) using Karl Pearson’s Linear Correlation
Coefﬁci@nd Multiple Regression Analysis to assess the correlation between teachers’
Worm and class size and students’ academic performance. The study results indicated that
class size was positively correlated with students’ academic performance in secondary
schools in Singida Urban. Based on the study findings, it is recommended on the basis of the
findings that, emphasis should be directed at improving class size if teachers are to become

more productive and improve the performance of their students®®.
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According to a scholar, there are no enough teachers in many of the public schools in
Kenya. This means the schools are understaffed and this has influenced the process of
teaching and learning in the schools. The scholar carried out a study that sought to find out
how understaffing of teachers influence teaching and learning in public primary schools in
Makueni Sub County, Makueni County, in Kenya. The study was guided by the following
research questions: What is the distribution of the teaching staff in public pri Qch ols in
Makueni sub- County? How does teachers' work load influence teachin&eaming in
public primary schools in Makueni sub-county? What challenges are@% by understaffing

to the teaching-learning process in Makueni sub-county? @1 an be done to improve

staffing in the public primary schools of Makueni sub- C ?

The methodology employed in the stu%’bs both quantitative and qualitative
research methodologies mainly through @-sectional survey design and narrative
research design respectively. The popLﬂ\{" of the study involved teachers employed by the
Teachers Service Commission v@\l luded head teachers and assistant teachers in public
schools in Makueni Sub @r The study also involved an education officer and the
staffing officer in the &t The Sampling methods in the study were simple random for the
teachers and stéﬁk&%

head teaci@td the heads of curriculum (HOC) (or subject panel heads) in the schools. The

mpling for the schools. There was purposive sampling for both the

resea\&hg'also employed purposive sampling for both the education officer and the staffing
officer. The sample size of the study was twenty (20) head teachers, twenty (20) HOCs, one
hundred and fifty-one (151) teachers, one (1) staffing officer and one (1) education officer.

Data were collected by employ of interview guides and questionnaires.
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The validity of the instruments was achieved by involving stakeholders in the
research department of the university including supervisors of the study who clarified on the
authenticity of the instruments. The reliability of the quantitative instrument depended on
test-retest technique of the pilot questionnaires whereas the dependability of the qualitative
instruments was ensured by having a respondent checking on the final themes and concepts.
The quantitative data were analyzed by employ of frequencies and percentag Qﬁpecial
regard to the SPSS version. The qualitative data were organized and coded ac¢ording to the
themes that emerged from the collected data. The findings of ’\s.ldy included the
following: that there was unfair distribution of teachers and i@pil-teacher ratio in the
sub county and that affected teaching and learning in the @ ; that in understaffed schools
where teachers have high teaching workload, efft cti@%ching and learning are negatively
affected; that there were many challenges ass@ d with curriculum implementation and
high pupil-teacher ratio encountered by\ teachers in understaffed schools; and that fair
distribution of teachers and review&(%taf ing policies were some the effective measures of
improving staffing in the sch@g{ was recommended on the basis of the study that regular
recruitment and deplo)@%f teachers within a specified period of time; ensuring fair
distribution of {}% with regard to the staffing need; and provision of enough social

services to the,teachers in hardship areas?*.

\gﬁfgdy was investigated on class size and teachers’ classroom control in public
secondary schools in Uyo Education Committee (LEC) of Akwa Ibom State. Two research
questions were raised and the two research hypotheses were formulated to guide the study.
The design of the study was ex-post facto. The population consisted four thousand, nine

hundred and thirty-seven (4,937) SSII students in the fourteen (14) public secondary schools
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in Uyo LEC. Stratified random sampling technique was employed to select the sample size of
five hundred (500) students. A researcher-developed instrument, “Class Size and Teachers’
Classroom Control Questionnaire” (CSTCCQ) validated by experts, were employed to gather
the data. The reliability co-efficient of the instrument was determined using the Cronbach’s
Alpha. The reliability index of 0.986 was obtained. The mean and standard dev1at on were
employed to answer the research questions while the independent t-test was e o test
the hypotheses at 0.05 alpha levels. The findings of the study reveal that QJ significant
difference in teachers’ engagement of students during class act1v1t1 uperv1510n based
on class size. The study therefore concluded that a school s a e a class size that the
teachers should be able to manage while being cost ‘ ¢ since the size of a class
significantly relates to teachers’ classroom contr ic secondary school in Uyo Local
Education Committee of Akwa Ibom State It commended on the basis of the findings

that all the teachers in Akwa Ibom S§ ould be trained and re-trained in classroom

management?%, &C,)\

A paper revealed t@%aller classes can improve teacher-student interactions and
individualized instructio decreasmg time spent on discipline issues, leading to better
student behavi %‘Je and efforts. Smaller classes generally have greater advantages for
younger spb@s and effects are more observable in class sizes of less than twenty (20).

ma@es may shrink achievement gaps, decrease dropout rates, and increase high school

graduation rates, and appear to enhance academic outcomes, particularly for marginalized

groups. Small classes have been found to boost teachers’ morale and job satisfaction®*

The above previous related empirical studies show inconsistencies among the

variables (workload and teachers' job performance) and also among the results which justifies
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the need for further investigation into the subject area. For instance, most of the studies
conducted so far differ from this study in terms of the indices of workload and job

performance employed, research objectives, questions and hypotheses, study area and

methodology.
24  Conceptual Model \
Independent Variables Dependelrt %ble

Teachers' Job

Q& Performance:

Classroom Management

Ho2
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Figure 2. 1: Conceptual Model showing the Interconnectedness and Interdependence of
Classroom Management Styles, Workload and Teachers Job Performance in Public
and Private Secondary Schools in Oyo State
Source: Researcher Computations, 2024

Figure 2.1 illustrates diagrammatically the conceptual relationship betweenlthe two
independent variables (classroom management styles and workload) a @gependent
variable (teachers' job performance) alongside their indices. The modeb&w hypothesized

joint and relative influence of classroom management styles a ad on teachers' job

performance. It also shows the influence of a moderating

outcome of the study.
o)

2.5 Summary of Gap in Literature Review@

The literature review delves, b\t'oxhe intricate relationship between teachers’ job

iable (school type) on the

performance, workload, and classrﬁqﬁ\management styles, underpinned by Social Cognitive
Theory and Apple’s Theo .®1tensiﬁcation. Beginning with the concept of performance,
the review narrows irg job performance, specifically focusing on teachers' roles. It
identifies two(;i\&a aspects: instructional and administrative job performance.
Instructiona formance centers on the effectiveness of teaching practices and fostering
stud&{/%gagement, while administrative performance highlights organizational duties and
adherence to school policies. Together, these elements create a holistic view of what

constitutes teachers’ job performance.

The discussion of workload follows, presenting it as a significant factor influencing

job performance. The review breaks down workload into key indices, particularly working
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time and class size, which are noted to have substantial impacts on teachers' experiences and
productivity. Extended working hours and larger class sizes can lead to fatigue and
diminished teaching quality, often contributing to teacher burnout. By contrast, a balanced
workload can enable teachers to perform optimally, positively impacting their instructional

and administrative responsibilities.

Classroom management and its various styles are explored next, e@zing the

importance of effective management in creating a conducive leam&e(k&onment. The
review categorizes these styles into authoritative, permissive, as relationship-based,
and group-based approaches, each of which influences class@ dynamics and teachers' job
performance in unique ways. While authoritative an@sertive styles are commonly
associated with improved discipline and higher @ement, permissive and relationship-
based styles are seen as fostering a more s, flexible environment. The effectiveness
of these styles is noted to vary accm@ to specific teaching contexts, illustrating that

different situations may call for d@fat management approaches.

Q

The theoretical@@ﬁr\orks grounding this study—Social Cognitive Theory and
Apple’s Theory ensification—offer valuable perspectives. Social Cognitive Theory
emphasizes e&mence of personal agency, environmental factors, and social contexts on
job pert@nce. In contrast, Apple’s Theory of Intensification sheds light on the pressures
plac% teachers to achieve more with limited time and resources, which often increases

workloads and can affect their productivity and well-being.

Finally, empirical studies reviewed in this section draw links between classroom

management styles, workload, and teachers’ job performance. These studies generally
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support the idea that well-managed classrooms and manageable workloads contribute
positively to teachers’ instructional and administrative effectiveness, while excessive
workloads and large class sizes are detrimental. The findings underscore the notion that
conducive teaching environments and supportive policies are crucial for sustaining teachers'

engagement and productivity.
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Chapter Three Q:

Methodol%be

This chapter contains the method@chniques that were used in this study.
Specifically, presented in this chapteb\@athe research design adopted, the population of
the study, sample and samplin%éaiques, instruments for data collection, validity and

reliability of the instrumer@thods of data collection, and methods of data analysis.

3.1 Research[@
u

Thiég dy employed a descriptive research design which entails the use of

ques@re to obtain quantitative data from a sampled respondent without any form of

variable manipulation.
3.2 Population of the Study

The study's population encompasses all teachers in both public and private secondary

schools located within Oyo State. At the time of conducting this study, Oyo State was home
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to a total of 625 public secondary schools and 195 private secondary schools. These
educational institutions collectively employed 14,508 teachers in the public secondary
schools and 10,693 teachers in the private secondary schools. To provide a concise overview

of the study's population, Table 3.1 presents a summary of these figures.

N

Q
3.3 Sample and Sampli echniques

The ro@es or sample size selection in this study involve two stages. In stage one;
schools w mpled from the senatorial districts in Oyo State using formulated criteria. In
other ds, public secondary schools with a forty-year existence or longer and not fewer
than sixty teachers were chosen, whereas private secondary schools with a twenty-five-year
existence or longer and not fewer than forty teachers were chosen. This is due to the fact that

the researcher assumed that these schools have been operating for a substantial time frame

and are likely to have experienced teachers who are capable to provide pertinent information
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Table 3.1 Population of the Study ,@
S/N Senatorial Number of Number umber of Number of
Districts Public Teachers Private Teachers in
Secondary Public ry Secondary School Private Secondary
School School\ School
1 Oyo Central 244 5,3 “ N 172 3,442
2 OyoNorth 171 3’%‘ 167 3,345
3 Oyo South 210 ﬁ) 195 3,906
Total 625 ‘Q ,508 534 10,693
Source! ‘N



to accomplish the study's objectives. In stage two, Taro Yamane formula of sample size
determination, n= N/ (1+N (e) 2) is used to decide the sample size in each sampled school. In
this formula, ‘n’ depicts the sample size; ‘N’ depicts population of the study while ‘e’ depicts
margin error (0.05). Table 3.2 provides information about the distribution of selected schools
in each senatorial district. According to the table, a total of 83 public schools wxhosen

from the pool of 625 available, while 32 private schools were selected from the anb e 534.

Table 3.2 Sampled Schools in Each Senatorial District

State Senatorial Districts No. of Public No. of Sampled@. of Private No. of Sampled

Sec. Schools  Public Scho ec. Schools Private Schools
O\
Oyo Oyo Central 244 31 rb} 172 11
Oyo North 171 24 6 167 10
Oyo South 210 (o) 195 11
Total 625 \’éb 534 32
Source!

\ )

Table 3.3 shows thejc&@}-iber of teachers in the sampled schools. It revealed that
there are one thousand e hundred and eighty-four (1184) teachers in the sampled
public secondary @s. The table equally revealed that there are five hundred and fifty-
nine (559) t c&g}l the sampled private secondary schools.

.3 Total Number of Teachers in the Sampled Schools

S/N \}!natorial No. of Number of No. of Number of
State  Districts Sampled teachers in the Sampled teachers in the
Public Schools Sampled Private Sampled Private
Public Schools  Schools Schools
Oyo Central 31 421 11 240
Oyo
Oyo North 24 372 10 151
Oyo South 28 391 11 168
Total 83 1,184 32 559
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Source!

Table 3.4 presented below shows the sample of the study. The table revealed that five
hundred and ninety-six teachers were sampled from the sampled public school while three
hundred and seventy-eight teachers were sampled from the private school. In all, the table
revealed that the study’s sample size is nine hundred and seventy-four teachers ins%)ndary

schools in Oyo State.

3.4 Instrument for Data Collection 0

A self-developed four likert scale questionnq@%s developed to gather data to
achieve the objectives of the study. The instrumel@’gtled “Job Performance in Private and
Public Secondary Schools Questionnaire’@SQ). This instrument is divided into two
parts and is named sections A an'd,\&, ection A contains items on the demographic
characteristics of the resporzde&%&ch as sex, age range, academic qualification, years of
teaching experience and @ status. Section B contains three sub-sections. Sub-section A
contains ten (102 @ carefully structured to measure the level of job performance of
teachers in the @area. In this sub-section, items 1-5 are structured to measure the level of
instructio performance while items 6 -10 are used to determine the level of teacher’s
adminisgtative job performance. Sub-section B contains fifteen (15) items which are carefully
structured to determine teacher’s classroom management styles. Three questions in this sub-
section are used to measure authoritative, permissive, assertive, relationship-based and

group-based classroom management style respectively. The third sub-section will contain ten

(10) items carefully structured to determine the status of workload of teachers in the study
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area. The first five items in this sub-section are used to access working time(hours) while the
remaining five items are used to ascertain class size. Section C contains ten items structured
to determine the influence of classroom management style (authoritative, permissive,
assertive, relationship-based and group-based) and teachers' workload (working time and

R

3.5  Validity of the Instrument 0

class size) on job performance of secondary schools.

The validity of the instrument is carried out via face and con&gﬁﬂity method.
For this purpose, the research instrument is scrutinized by the su @r who equally vet
the structuring, adequacy and content of the items in the qu@maire. Also, other experts
in research items generation in the Faculty of Education Le@City University are consulted.

All corrections were made before administration. &b

3.6  Reliability of the Instrument ®

An instrument is reliable i&@sistently measures, what it is designed to measure
under the same circumstancé@m one time to the other. Therefore, for the purpose of the
reliability of the inst\@g used in this study, a pilot study was carried out by
administering t '@nnaires to a group of fifty (50) teachers in six (three private and
public each)~primary schools in Ibadan who were deliberately exempted from the actual
stud;\'l@iability of the instrument is analyzed using Cronbach Alpha and coefficient of
was generated to determine the level of the reliability of the instrument. The reliability

coefficient value of .850 was obtained for the instruments which is reliable.

3.7 Method of Data Administration
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The research instruments were administered by the researcher with the help of five
(5) trained research assistants to the selected respondents. This is done to ensure that the

instruments are attended to by the actual respondents and to reduce missing of data.

3.8 Method of Data Analysis

The collected data were analyzed using descriptive and inferential %tics.

\J
Specifically, descriptive statistics such as frequency counts, simple percentd mean

were used to analyze respondent’s opinion on the research questio&&% inferential
statistics such as multiple regression was used for testing the state theses. All results

are presented in tables and chats. Q

Endnote Q

1. Oyo State Ministry of Education, TESCO@ 3.
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Chapter Four Q

O

Results and Discus:iq@‘ indings

This chapter presents the results av\@sion of findings which was based on the

data collection and analysis with respea(%he objectives (research questions and hypotheses)

of the study. This chapter begin%{&owing the instruments' response rate followed by the

°
presentation and interpreta@ data (demographic characteristics of respondents, research

questions and hypothese

4.1 Inst r&n} Response Rate

o)

Table @;gstrument Response Rate

d then the discussion of findings.

S/N \Be'search Instruments Amount Amount Amount Rate of
administered retrieved Validated Response
1 Job  Performance in 1743 1650 1650 95.2%
Private and  Public
Secondary Schools
Questionnaire”
(JPPSSQ)

Source: Researcher’s Fieldwork, 2024
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The table 4.1 presents data on the response rates for research instruments used in this
study. An instrument named JPPSSQ, was administered in order to collect data for the study.
A total sum of one thousand seven hundred and forty-three (1743) instruments was
distributed to teachers in the study sampled public and private secondary schools in Oyo
State. Only one thousand six hundred and fifty (1650) of the instruments were retrieyed. This
was as a result of the fact that some of the teachers were not accessible as Q%\e the

@d and used

instruments were retrieved and some lost in transit. All the instruments were

for the study analysis. Out of these instruments, one thousand one @ and fifty (1,160)

instruments were from the sampled public secondary schtl$le the remaining five

hundred (500) instruments were from the sampled priV ondary schools. This gave a

response rate of 95.2%. &Q
4.2  Demographic Data Analysis @

Table 4.2: Frequency Distributi y % espondents Demographic Variables (Public

Schools) R ¢
. AQJ\ Public Schools
AN\
Demographic Variabl@s\\\‘ Frequency (%)
Gender N Male 415 35.8
. ,& Female 745 64.2
Q Total 1160 100.0
Age Less than 30 years 354 30.5
b 31 - 40 years 528 45.5
o) 41 - 50 years 229 19.7
N% Above 50 years 49 4.2
Total 1160 100.0
Marital Status Single 238 20.5
Married 836 72.1
Divorced 24 2.1
Widow(er) 61 53
Total 1160 100.0
Academic Qualifications NCE 171 14.7
OND 119 10.3
HND 260 22.4
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Bachelor Degrees 436 37.6

Master Degrees 137 11.8
Doctorate (Ph. D) Degrees 37 3.2
Total 1160 100.0
Years of Experience Less than 10 years 601 51.8
11 - 20 years 427 36.8
21 - 30 years 97 8.4
Above 30 years 34 2.9
Total 1160 100.0

Source: Researcher’s Fieldwork, 2024 Q\

Table 4.3: Frequency Distribution of Respondents @ographic Variables (Private

Schools) O\
6’6\ Private Schools
L
Demographic Variables R Q Frequency (%)

Gender Male & 183 36.6

Female, \ 317 63.4
Total \ 500 100.0
Age Les &2930 years 178 35.6
L3l years 206 41.3
50 years 102 20.3
QQ ove 50 years 14 2.8
Total 500 100.0
Marital Status . \% Single 148 29.7
0 Married 339 67.8
Divorced 5 0.9
6 Widow(er) 8 1.6
Total 500 100.0
Aca&ql/%Qualifications NCE 98 19.7
OND 42 8.4
HND 83 16.6
Bachelor Degrees 197 394
Master Degrees 74 14.7
Doctorate (Ph. D) Degrees 7 1.3
Total 500 100.0
Years of Experience Less than 10 years 298 59.7
11 - 20 years 174 34.7
21 - 30 years 25 5.0
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Above 30 years 3 0.6
Total 500 100.0

Source: Researcher’s Fieldwork, 2024

Table 4.2 and 4.3 shows the frequency and percentage distributions of the
demographic characteristics of the teachers in both the sampled public and private secondary
schools in Oyo State, which consists of 1660 individuals (public schools=116Q¥)rivate
schools=500). Based on the tables provided, here's the revised text with accuures and
percentages: /\

From the tables, the majority of the teachers were female, tuting 63.4% of the
total sample, while males accounted for 36.6%. The public @ols had 415 males (35.8%)
and 745 females (64.2%), while the private schools accounted for 183 males and 317 females
(36.6% and 63.4%), respectively. The results &st that female teachers are more
predominant in this study. Additionally, t\ rity of the teachers were within the age
bracket of 31 — 40, which had 528 -t\c\kss in public schools (45.5%) and 206 in private
schools (41.3%), totaling 734 tea@g{cs?and comprising 43.2%. This was followed by teachers
within the age bracket of @an or equal to 30 years, which numbered 354 in public
schools (30.5%) andy 178/ in private schools (35.6%), totaling 532 teachers or 31.3%.
Teachers withi@ range of 41 — 50 comprised 229 from public schools (19.7%) and
102 from @ce schools (20.3%), totaling 331 teachers or 19.5%. The lowest number of
teachers were those aged 50 and above, totaling 65 teachers, with 49 from public schools

(4.2%) and 16 from private schools (2.8%), representing 3.8%.

Furthermore, the majority of the teachers, 1,175 (69.1%), were married, with 836
from public schools (72.1%) and 339 from private schools (67.8%). Single teachers
comprised 386 (22.7%), with 238 from public schools (20.5%) and 148 from private schools
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(29.7%). Widows and widowers numbered 69 teachers (4.1%), with 61 from public schools
(5.3%) and 8 from private schools (1.6%). Divorced teachers were the least numerous,
totaling 29, with 24 from public schools (2.1%) and 5 from private schools (0.9%). In terms
of academic qualifications, 633 teachers held Bachelor Degrees, comprising 37.2%, with 436
from public schools (37.6%) and 197 from private schools (39.4%). Teachers holdi%fligher

ificates in

National Diplomas (HND) totaled 343 (20.2%), with 260 from public school Q4 0) and
83 from private schools (16.6%). There were 161 teachers with Natio@

Education (NCE), making up 9.5%, with 171 from public schoo@lsw%) and 98 from

private schools (19.7%). Masters degree holders numbere@%ﬂ%), with 137 from
0

public schools (11.8%) and 74 from private schools ). Teachers with Ordinary
National Diplomas (OND) totaled 166 (9.8%), wig@om public schools (10.3%) and 42
from private schools (8.4%). Very few teacher% Doctorate (Ph.D.) Degrees, only 44 in

total (2.6%), with 37 from public schools@% and 7 from private schools (1.3%).

In terms of years of eéga\lce, most teachers had between 1 and 20 years.
Specifically, 772 teachers (6@) had less than 10 years of experience, with 601 from public
schools (51.8%) and 8Qm private schools (59.7%). About 291 teachers (17.1%) had 11 —
20 years of ex@, ith 140 from public schools (36.8%) and 174 from private schools
(34.7%). ;@‘were 48 teachers (2.8%) with 21 — 30 years of experience, with 32 from
publ@()ols (8.4%) and 25 from private schools (5.0%). For those with over 30 years of
experience, 45 teachers (2.6%) were recorded, with 34 from public schools (2.9%) and 3

from private schools (0.6%).

4.3 Presentation of Answers to Research Questions
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This sub-section contains tables showing analysis of responses to answer formulated

research questions.

Research Question One: What is the level of teacher’s job performance (instructional and

administrative) in public and private secondary schools in Oyo State, Nigeria?

Table 4.4: Level of Teachers Job Performance (Instrgonal and Administrative) in
Public Secondary Schools in Oyo State, Nigeria _.°

S/N  Item ("My teachers") HL ML A @L NAA M X Remark
(%) (Yo ) ) (%)
1 demonstrates  subject-matter 947 7 0 3.81 0.37 High Level
expertise and knowledge. (81.6) 9)  (0.6) (0.0)
2 encourage active participation 49 &32 34 4 3.38 0.50 Moderate
and critical thinking among é@ (54.5) (2.9 (0.3) Level

students. . A

3 provide clear and organis 770 309 74 10 3.64 0.60 High Level
instructional materials.% (66.4) (26.6) (6.4) (0.9)

instructional egies to (60.9) (31.6) (5.0) 2.7)

engage stu@ .
5 pro@b timely and 645 413 68 37 3.51 0.61 High Level

4 make use O@Gt}/ of 706 367 58 31 3.59 0.43 High Level
st
ts

con ve feedback to (55.6) (35.6) (5.9 (3.2)
students.

6 maintain accurate and up-to- 745 324 77 16 3.78 0.51 High Level
date records of student (64.2) (27.9) (6.6) (1.4)
attendance and performance.

7 effectively admit, classify, 660 413 74 16 3.52 0.59 High Level
and register students in a (56.9) (35.6) (6.4) (1.4)
timely manner.
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8 conduct examinations and 693 367 74 28 3.53 0.66 High Level
invigilate them following (59.7) (31.6) (6.4) (2.4)
established protocols.

9 efficiently processes 660 413 74 22 3.52 0.59 High Level
examination  results and (56.9) (35.6) (6.4) (1.9)
ensures their accuracy.

10 actively participates in 629 391 86 55 3.50 0.51 High Level
students' welfare services, (54.2) (33.7) (7.4) 4.7)
such as counselling and é

Weighted Mean=3.69; SD=0.54; Overall Decision= High Level

support. 0
C

Source: Researcher’s Fieldwork, 2024
Threshold: mean value of 0.000-1.499 = Not At All; 1.500-2.499 —@( Level; 2.500-3.499
= Moderate Level; 3.500 to 4.499 = High Level %

Table 4.4 shows the level of teacher’s jo mance (instructional and
administrative) in public secondary schools in Oyo S%]Qgeria. A rating scale of Not at
All (1) to High Level (4) was used. From the%@%eachers demonstrate strong subject-
matter expertise and knowledge, with 947 N %) of them rated at a high level, reflected by
a mean score of 4.94 and a standé”)@a ation of 0.37. Active participation and critical
thinking among students arqe@ed by 492 (42.4%) of teachers at a high level, with thJe
majority 632 (54.5%) rm@-\ moderate level, and a mean score of 3.38. The provision of
clear and organi.zg&ﬂtructional materials is rated at a high level by 770 (66.4%) of
respondentss w mean score of 3.64, indicating strong performance. A majority of the
teacherszf@. 60.9%), use a variety of instructional strategies to engage students, also rated
at a high level with a mean score of 3.59. Timely and constructive feedback is provided by

645 (55.6%) of teachers, which is considered a high level of performance, with a mean score

of 3.51.
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Further, for administrative performance, a majority 745(64.2%) of teachers maintain
accurate and up-to-date records of student attendance and performance, rated at a high level
with a mean score of 3.78. The admission, classification, and registration of students are
effectively handled by majority 660(56.9%) of teachers, with a mean score of 3.52. Also, the
majority of teachers, 693(59.7%), conduct examinations and invigilate them following
established protocols, which is considered high, with a mean score of 3.53@%@ of
examination results and ensuring their accuracy are efficiently mana e(Qy/ ajority 660
(56.9%) of teachers, also rated at a high level, with a mean score of @&ctive participation

in student welfare services is seen with majority 629(54.2% tof achers, rated high with a

mean score of 3.50. Q

Overall, the data suggest that the level of t%’}és’ job performance (instructional and
administrative) in public secondary schoo@o State, Nigeria is high level (Weighted

Mean=3.69; SD=0.54; Overall Decisiﬁligh Level).

Table 4.5: Level of Teachers @Performance (Instructional and Administrative) in
Private Secondary Schools. i \&'0 State, Nigeria

-
S/N  Item ("My teachers") s HL ML LL NAA X  SD  Remark
(%) (%) (%) (%)

1 demonstrates subjget ey expertise 388 104 3 5 3.75 0.54  High Level
and knowledge J(/ (77.5) (2090  (0.6) (0.9

2 encourage participation and 231 231 ) 339  0.50 Moderate
critical thi mong students. (46.3) (46.3) 36 (0.3) Level

\/ ' ' (7.2%) '

3 provide clear and organised 318 136 39 7 3.54 0.62 High Level
instructional materials. (63.7) (27.2) (7.8) (1.3)

4 make use of a variety of instructional 284 170 39 7 343 042  Moderate
strategies to engage students. (56.9) (34.1) (1.8) (1.3) Level

5 provide timely and constructive 288 147 53 1 350 051 High
feedback to students. (57.5) (29.4) (10.6) (2.5) Level

6 maintain accurate and up-to-date 322 126 44 8 3.67 0.51 High Level
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records of student attendance and (64.4) (25.3) (8.8) (1.6)

performance.

7 effectively admit, classify, and register 274 166 44 17 342 0.59  Moderate
students in a timely manner. (54.7) (33.1) (8.8) (3.4) Level

8 conduct examinations and invigilate 288 153 46 14 3,51 0.66 HighLevel
them following established protocols. (57.5) (30.6) 9.1) (2.8)

9 efficiently  processes  examination 262 172 39 26 347 059  Moderate
results and ensures their accuracy. (52.5) (34.4) (7.8) (5.3) \ Level

10 actively participates in  students' 34 Q61 Moderate
welfare services, such as counselling 269 161 48 22 Level
and support. (53.8)  (322) (9 (4.4) < \

Weighted Mean=3.46; SD=0.55; Overall Decision= Moderate Level f(\

Source: Researcher’s Fieldwork, 2024 E\)
9 -

Threshold: mean value of 0.000-1.499 = Not At All; 1.500-2.4 ow Level; 2.500-3.499
= Moderate Level; 3.500 to 4.499 = High Level

Table 4.5 also shows the level of job perform &' teachers in private secondary
schools across Oyo State, Nigeria. From the table@%ajority of the teachers, 388 (77.5%),
demonstrate a commendable level of sub@er expertise. This is reflected in a mean
score of 3.64, which is quite high)&ough slightly lower than their public school

N

counterparts. In terms of enco%gci?g active participation and critical thinking among
students, the performanc @a% more evenly split with 231 (46.3%) of teachers rated at a
high level and anothe §(46.3%) also falling into the moderate level category, yielding a
mean score of @najority, 318 (63.7%), have a high level of provision of clear and
organized@ctional materials, which is remarked as a high level with a mean score of
3.54&%1%1% 284 (56.9%) of teachers opined a high level of using a variety of
instructional strategies effectively, while 170 (34.1%) opined it was moderate. The mean is

3.43, which is rated at a moderate level. Feedback provision, a critical component of

effective teaching, is scored high by the majority, 288 (57.5%), of the teachers, with a mean
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score of 3.50. This indicates a fairly strong performance in this area but highlights variability

in practice.

Administratively, the performance is robust with the majority, 322 (64.4%),
maintaining a high level of accurate records, reflected in a high rating with a mean of 3.67.
The management of student admissions and registrations, though moderate at 274&1.7%),
along with the conduct of examinations and invigilation at 288 (57.5%), squmpetent
adherence to protocols. The processing of examination results and stt@gdfare services,
both crucial to student support and success, are rated moderate. T @sks see mean scores
of 3.47 and 3.40, respectively, indicating moderate effecess in these administrative
duties. Overall, the data yield a weighted mean of 3.46 a standard deviation of 0.55,
leading to an overall decision of a moderate 1@ performance. Hence, the level of

teachers job performance (instructional an@istrative) in private secondary schools in

Oyo State, Nigeria is moderate d Weighted Mean=3.46; SD=0.54=5; Overall

Decision= High Q‘/&C’\

Research Question T%%l\at is the status of teachers’ classroom management styles

(authoritative sty.le,&nissive style, assertive style, relationship-based style, group-based

style) in pubé%cg}private secondary schools in Oyo State, Nigeria?

\*
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Table 4.6: Status of Teachers Classroom
Permissive Style, Assertive Style, Rel
Public Secondary Schools in Oyo State, Ni

Item . \“ SA A S X S
(C.)\ D D X D

Authoritative Style (%) (%) (%)

; . 702 345 9
behaviour. (60.5)  (29.7) (89) (0.8)

Effectively manage disrupti@ maintain order in the 3.22 0.40

classroom 535 419 135 73
' 46.1)  (36.1) (11.6)  (6.3)

Use a direct and ﬁ<}®nicaﬁon style with students. 617 363 129 39 3.40 0.61
s¢

Set clear and consistent rules and ex&@m for student 103 3.50 0.47

(532) (28.7) (11.6)  (6.6)

Encourage student self-expression and individuality in the 629 3.44 0.71
classroom (54.2) 363 129 39
’ ' (31.3) (1.1 (3.4)
l:nrg é&lﬁwtiogsﬂemble when it comes to enforcing rules 3 ;;)1 329 288 122 3.30 0.64
P ' ' (284) (179  (10.5)
Give students a high degree of freedom in making choices 421 3.21 0.55
about their learning (36.3) 393 226 119
’ ’ (33.9) (19.5) (10.3)
Effectively address disruptions and maintain order in the 638 3.50 0.51
classroom (55) 303 198 21
’ (26.1) (17.1) (1.8)
Set clear and non-negotiable rules and expectations for 473 3.21 0.64
student behaviour. (40.8) 440 144 103

(37.9)  (124) (8.9
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Moderate Level; 3.500 to 4.499 = High Level

Table 4.6 shows the status of teachers’ cl Qmanagement styles (Authoritative
Style, Permissive Style, Assertive Style, Relati 1p-based Style and Group-based Style) in
public secondary schools in Oyo St?tf&xmhoritative Style, the majority of responses
indicate strong agreement with @actice of setting clear and consistent rules and
expectations for student beh'a.& with 60.5% (702 responses) strongly agreeing and 29.7%
(345 responses) agreei@ mean score of 3.47 with a standard deviation of 0.47 falls into
the 'Agree’ cate@&p esting that teachers are generally consistent in setting and enforcing
rules. A si%cant number of teachers (46.1%, 535 responses) strongly agree that they
effe@ anage disruptions and maintain order in the classroom. Combined with those
who agree (36.1%, 419 responses), the total positive response is over 82%. The mean score
of 3.31 also categorizes this as 'Agree', highlighting effective management in most

classrooms. Over half of the teachers (53.2%, 617 responses) prefer a direct and firm
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9 Promote a focused and task-oriented learning 589 347 180 49 3.27 0.66
environment. (50.8) (29.5) (15.5) (42)
10  Value and nurture positive relationships with students. 717 335 11 3.47 0.51
(61.8) 86 (7.4)
(28.9) (1.8)
11 Encourage open and honest communication with students. 604 430 36 39 3.39 0.56
GCZD 371y (4% (34)
12 Actively seek to build a sense of community and 535 443 140 43 342 0.66
belonging among students. (46.1) (382)  (12.1) 3.7)
13 Encourage collaborative group work and activities among 681 314 140 %40 0.57
students. (58.7) Q71 (2.1) @
14  Actively promote a sense of unity and community among 461 451 187 (J 3.01 0.66
students (39.7)
(38.9) (@« (5.3)
15  Emphasize the importance of teamwork and cooperation 629 314 % 113 3.48 0.64
in the classroom. (542) (27.1) 9) 9.7
Source: Researcher’s Fieldwork, 2024
Threshold: mean value of 0.000-1.499 = Not At All; 1.5 = Low Level; 2.500-3.499 =



communication style, contributing to a mean score of 3.40. The agreement on this approach

is widespread, suggesting that assertiveness in communication is valued.

In terms of Permissive Style, the majority of the teachers largely support student self-
expression and individuality, with 54.2% (629 responses) strongly agreeing. The mean of
3.44, along with the highest standard deviation of 0.71 among the items, implids varied
application but general support for this style. In terms of leniency in m]@%rcement,
responses were more mixed, with 43.2% (501 responses) strongly agrg%g(ﬁ%y are lenient.
However, the presence of higher disagreement (17.9% and 10.5% sagree and strongly
disagree, respectively) and a lower mean of 3.30 suggest @ltious approach to leniency
among teachers. Freedom in learning choices saw a bal&l mix of opinions, with 36.3%
strongly agreeing and a significant portion showin%%e level of disagreement. The mean of

3.21 points to a moderate agreement with g\ dents a high degree of freedom.

For Assertive Style, a majoé@ﬁ% (638 responses) strongly agree that they
effectively address disruptio.n@nean of 3.50 and a remark of 'Strongly Agree' reflect a
strong endorsement o@ve techniques in maintaining order. For clear and non-
negotiable rules, ﬂ%strongly agreeing and 12.4% disagreeing. The mean of 3.21 indicates
that while t ergjsl\agreement, there's also significant variance in responses. About 50.8%
strongly@e with promoting a focused learning environment and the mean of 3.27 further

plac&lﬁs in the 'Agree' category, suggesting a generally assertive but balanced approach.

In terms of Relationship-based Style, valuing student relationships received the
highest percentage of strong agreement (61.8%, 717 responses) with a mean of 3.47,

underlining a strong emphasis on nurturing positive relationships. With 52.1% strongly
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agreeing to the importance of open communication, and a mean of 3.39, this indicates a
robust commitment to maintaining communicative classrooms. A majority, 535 (46.1%),
strongly agree to actively seek to build a sense of community and belonging among students,
with a mean of 3.42. The spread of responses shows general agreement with the importance
of community in learning environments. For Group-based Style, the majority, 58.7% of the
teachers, strongly agree to encourage collaboration, and the mean score of 3 ng ests a
positive tilt towards group activities. Most, 461 (39.7%) of the teachers,@y agree to
actively promote a sense of unity and community among students, 4@’%9%) agree, and a
mean of 3.01 reflects a level of agreement. The majority f%eachers, 629 (54.2%),
strongly agree on the importance of teamwork, with of 3.48 reflecting a strong
inclination towards cooperative learning approac es@ all, the weighted mean across all
items is 3.46 with a standard deviation of 0.55 g to an overall decision of 'Agree'. This
indicates the status of teachers’ classroom management styles (Authoritative Style,
Permissive Style, Assertive Style%&K;%\‘m)nship-based Style, Group-based Style) in public
secondary schools in Oyo St good (Mean=3.46; SD=0.55). It implies that while there

are areas of strong agré@ there remains room for increased consistency across different

management st\ee@"her enhance educational outcomes in these schools.

O
&
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Table 4.7: Status of Teachers Classroom gement Styles (Authoritative Style,
Permissive Style, Assertive Style, Rel p-based Style, Group-based Style) in
Private Secondary Schools in Oyo State, ria
S/N  Item \“ SA A D SD M SD
Authoritative Style P (%) (%) (%)
1 E:}tl :\}Ie;rlrand consistent rules and expe&f a]S for student 336 126 3 6 3.80 0.37
(67.2) (25.2) (6.4 (1.2)
2 Effectively manage disrupti rnalntaln order in the 70 341 0.50
253 30
classroom. (50.6) 147 (14.1) (5.9)
’ (29.4) ’
3 Use a direct and firm unication style with students. 289 156 33 22 3.51 0.64
(57.8) (31.3) (6.6) (4.4
4 Encourage stude@expression and individuality in the 74 3.75 0.51
classroom 282130 (14.8) 14
‘ (56.4) (26) ‘ (2.8)
5 Am leni ’él flexible when it comes to enforcing rules 208 148 102 4 3.60 0.66
and\pV ions. (41.6) (29.7) (20.3) (8.4)
6 Give students a high degree of freedom in making choices 70 3.50 0.67
bout their learnin 219167 gy gy 4
about therr fearning. (43.8)  (33.4) ) (8.9)
7 Effectively address disruptions and maintain order in the 72 3.81 0.51
classroom 286 126 (14.4) 16
’ (57.2) (25.3) ’ (3.1
8 Set clear and non-negotiable rules and expectations for 74 3.67 0.59
student behaviour 226 153 (14.7) 47
’ (45.3) (30.6) ’ 9.4)
9 Promote a focused and task-oriented learning environment. 258 152 70 20 3.75 0.66
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10

11

12

13

14

15

(51.6)  (303) (14.1) (4.0

Value and nurture positive relationships with students. 288 144 47 22 3.84
(57.5) (28.7) (945 44

Encourage open and honest communication with students. 247 174 58 22 3.47
(49.4) 34.7) (11.6) 44

Actively seek to build a sense of community and belonging 342

244 182 47 28

among students. (48.8) (36.3)  (94) (5.6)

Encourage collaborative group work and activities among 280 130 70 19 3.78
students. (563)  (25.9) (141) (3.8)
Actively promote a sense of unity and community among 298 175 69 ) 3.44
students 456)  (35.0) (13.8) Q
Emphasize the importance of teamwork and cooperation in 270 114 66 Q 3.69
the classroom. (54.4) (22.8) 3.&49‘7)

0.51

0.67

0.66

0.62

0.59

0.67

Source: Researcher’s Fieldwork, 2024 o

Threshold: mean value of 0.000-1.499 = Not At All; 1.500-2.499.= Level; 2.500-3.499
= Moderate Level; 3.500 to 4.499 = High Level

Table 4.7 shows the status of teachers’ classroom mana @ styles (Authoritative Style,
Permissive Style, Assertive Style, Relationship-bap&ﬁtyle, and Group-based Style) in
private secondary schools in Oyo State, Nigeria.’b6

For Authoritative Style, the majori &esponses indicate strong agreement with the
practice of setting clear and consi ﬁes and expectations for student behavior, with
67.2% (336 responses) str %reeing and 25.3% (126 responses) agreeing. The mean
score of 3.80 with a s@ d deviation of 0.37 falls into the 'Strongly Agree' category,
suggesting that &%\e' are generally consistent in setting and enforcing rules. A significant
number of cgfs (50.6%, 253 responses) strongly agree that they effectively manage
disrupti ’Qnd maintain order in the classroom. Combined with those who agree (29.4%,
147 responses), the total positive response is over 80%. The mean score of 3.41 also
categorizes this as 'Agree', highlighting effective management in most classrooms. Over half
of the teachers (57.8%, 289 responses) prefer a direct and firm communication style,

contributing to a mean score of 3.51. The agreement on this approach is widespread,

suggesting that assertiveness in communication is valued.
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In terms of Permissive Style, the majority of the teachers largely support student self-
expression and individuality, with 56.3% (282 responses) strongly agreeing. The mean of
3.75, along with a standard deviation of 0.51, implies varied application but general support
for this style. In terms of leniency in rule enforcement, responses were more mixed, with
41.6% (208 responses) strongly agreeing they are lenient. However, the presence of higher
disagreement (20.3% and 8.4% for disagree and strongly disagree, respectivel % mean
of 3.60 suggest a cautious approach to leniency among teachers. Freedom i@ ing choices
saw a balanced mix of opinions, with 43.8% strongly agreeing @igniﬁcant portion
showing some level of disagreement. The mean of 3.50 poin@ derate agreement with

giving students a high degree of freedom. Q
)@sponses) strongly agree that they

For Assertive Style, a majority of 57.2%, (
effectively address disruptions. The mean of 3.& a remark of 'Strongly Agree' reflect a

strong endorsement of assertive techni&@ in maintaining order. For clear and non-
negotiable rules, 45.3% strongly a@g and 9.4% disagreeing. The mean of 3.67 indicates
that while there is agreemeﬁ%&%e’s also significant variance in responses. About 51.6%
strongly agree with prd@%a focused learning environment and the mean of 3.75 further
places this in t @gly Agree' category, suggesting a generally assertive but balanced
approach.

In m%fg Relationship-based Style, valuing student relationships received a high
percentage of strong agreement (57.5%, 288 responses) with a mean of 3.84, underlining a
strong emphasis on nurturing positive relationships. With 49.4% strongly agreeing to the

importance of open communication, and a mean of 3.47, this indicates a robust commitment

to maintaining communicative classrooms. A majority, 244 (48.8%), strongly agree to
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actively seek to build a sense of community and belonging among students, with a mean of
3.42. The spread of responses shows general agreement with the importance of community in
learning environments.

For Group-based Style, the majority, 56.3% of the teachers, strongly agree to
encourage collaboration, and the mean score of 3.78 suggests a positive tilt towards group
activities. Most, 228 (45.6%) of the teachers, strongly agree to actively pro Q&se of
unity and community among students, 175 (35.0%) agree, and a mean of 344 r¢flects a level
of agreement. The majority of the teachers, 272 (54.4%), strongly a the importance of
teamwork, with a mean of 3.69 reflecting a strong inclination towards cooperative learning
approaches. Overall, the weighted mean across all items with a standard deviation of
0.61, leading to an overall decision of 'Strongly Agr ery Good)'. This indicates the status
of teachers’ classroom management styles %@gﬁve Style, Permissive Style, Assertive
Style, Relationship-based Style, Grou —b&% Style) in private secondary schools in Oyo
State is very good (Mean=3.63; @61). This implies a high level of approval for the
management styles practiced Q&%ésting that teachers in private secondary schools in Oyo

\

State are highly effe@d committed to diverse management approaches, which

contributes pos@the learning environment.

Research ion Three: What is the status of teacher’s workload (working time and class

O
size)\{%mic and private secondary schools in Oyo State, Nigeria
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Table 4.8: Status of Teachers Workload (Working Ti

O

N
§

Q Class Size) in Public

R

Secondary Schools in Oyo State, Nigeria P\
S/N  Item SA v D SD M SD
Work Load Variables (%) %) (%)
1 Regularly work longer hours than my 203 73 14 3.78 0.37
contracted teaching time. ’b ) (253) (6.3) (1.2)
2 Find it challenging to balance my teach 587 164 68 3.61 0.50
s : . 341
responsibilities with my personal ue (29.4) (14.1) (5.9)
to excessive work hours. C—)\ (50.6) '
3 Feel that my workload ne @ly affects 50 348 0.55
my overall job satisfactio & 670363 77 4.3)
y overall ‘Q\ (57.8) (313) (6.6 *
4 Work on weeken Skeep up with my 653 300 171 36 3.66 0.65
teaching respo ies. (14.7) (3.1)
tn:\\' (563) " (25.9)
5 Believ more manageable workload 483 345 235 97 3.37  0.59
woué{i to improved teacher well-being (41.6) (29.7) (20.3) (8.4)
a ent outcomes. '
6 Find it challenging to  provide 664 793 167 36 3.59 0.51
individualized attention to each student due (25.3) (14.4) (3.1)
to the large class size. (57.2) '
7 Believe that smaller class sizes would lead 525 355 171 109 3.67 0.59
to better student outcomes. (45.3) (30.6) (14.7) (9.4)
8 Believe that reducing class sizes would 599 35] 164 46 3.53  0.56
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10

improve both teacher well-being and (51.6) (30.3) (14.1) (4.0)
student learning experiences.

Believe that the current class size hinders 3.66 0.57

my ability to address the diverse learning ?5677 5) ? 23 g’ 7 (19135) ?4?3)
needs of students. : . . .

Feel overwhelmed by the demands of 573 403 135 49 345 0.66
teaching a large class. (49.4) (34.7) (11.6) 4.2

(\
Source: Researcher’s Fieldwork, 2024 \
Threshold: mean value of 0.000-1.499 = Not At All; 1.500-2.499 = Low Levb 00-3.499

= Moderate Level; 3.500 to 4.499 = High Level ()
N
O

Table 4.8 shows the status of teachers' workload (workihg time and class size) in
public secondary schools in Oyo State. In terms of wor@ e, a significant majority of
67.2% among the public school teachers stro ]%Q’ee that they work beyond their
contracted hours, with a mean score of 3.78 an. standard deviation of 0.37, indicating
strong consensus on this issue. Over half \t\gespondents (50.6%) strongly agree that their
work hours impact their personal 'f;}c&ance, with a mean of 3.61, suggesting significant

concerns about work-life bala majority (57.8%) strongly feel their workload negatively

impacts their job satisf@% shown by a mean of 3.48, reflecting widespread discontent

with workload te@dditionally, a majority (56.3%) strongly agree they need to work

weekends tomandge teaching responsibilities, with a mean of 3.66, highlighting the extent of
addi iorégrk hours. Furthermore, 41.6% agree that a more manageable workload could
improve teacher well-being and student outcomes, with a mean of 3.37, indicating a desire

for workload adjustments.

In terms of class size, 57.2% strongly agree that large class sizes make it difficult to

provide personalized attention, with a mean of 3.59, underscoring concerns about the impact
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of class size on teaching quality. Most of the public school teachers (45.3%) strongly believe
reducing class sizes would enhance student outcomes, with a mean of 3.67, indicating a
strong belief in the benefits of smaller classes. Further, most of the public school teachers
(51.6%) strongly agree that smaller classes would benefit both teacher well-being and student
learning, with a mean of 3.53, reflecting a positive view on reducing class sizes. A majority
of the public school teachers (57.5%) also strongly agree that the existing cla Qes inder
their ability to meet diverse student needs, with a mean of 3.66, showin s@mt concern
over class size effects. Similarly, most of the public school teachers@&é) agree that large
class demands are overwhelming, with a mean of 3.45, hi % stress related to class
size. Overall, the study concludes a strong agreement ﬁ

working hours and large class sizes are pressinE igﬁaffecting teacher satisfaction and

effectiveness. The standard deviation of (.56 ates a relatively consistent agreement

3.58) that both excessive

among the respondents on these issues. bgeneral sentiment is that improving workload

conditions and reducing class size& significantly enhance both teacher well-being and

student educational outcomes Q/
N
¢

O
&
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Table 4.9: Status of Teachers Workload (W I«'@ime and Class Size) in Private
Secondary Schools in Oyo State, Nigeria (R

S/N  Item fgx A D SD X SD
Work Load Variables \\‘Sr} %) (%) (%)

1 Regularly work longer hours than my contsact 228 148 84 40 3.13 047
teaching time. . 5\\' (455 (9.7 (16.8) (7.9)

responsibilities with my pers fe due to
excessive work hours. ‘ (224)  (36.1) (28.2)  (13.4)

2 Find it challenging to balance ﬁgf)teaching 12 180 141 &7 3.01  0.50

3 Feel that my worklo@ively affects my 172 116 146 66 297  0.66
overall job satisfactio (34.5) (232) (29.2) (132)

XN

4 Work on weekends to keep up with my teaching 84 187 136 94 340 0.1
responsibi‘i% (16.8) (374) (27.1) (18.7)
5 Believ % more manageable workload would 169 350 0.67
4 . 240 68 22
lea%{ proved teacher well-being and student (47.9) (137)  (45)
outcorhes. ' (33.9) ’ '
6 Find it challenging to provide individualized 229 94 121 63 3.68 0.61

attention to each student due to the large class

e (44.5) (18.7) (24.2) (12.6)

7 Believe that smaller class sizes would lead to 163 176 106 56 324  0.59
better student outcomes. (32.6) (353) (2L.1) (1L.D
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Believe that reducing class sizes would improve 341 0.66

both teacher well-being and student learning ( 41260)8 (12258 5) (12230 9) ?; 9)

experiences.

Do e curnt s e b g 19 s o0 3000
students. (20.8) (31.8) (289 (184

Feel overwhelmed by the demands of teaching a 174 148 102 76 345  0.65
large class. 34.7) (29.7) (20.3) (15.3)

Source: Researcher’s Fieldwork, 2024
Threshold: mean value of 0.000-1.499 = Not At All; 1.500-2.499 = Low Level;€2.500-3.499

= Moderate Level; 3.500 to 4.499 = High Level 0
Table 4.9 details the perceptions of teachers regging their workload in private
secondary schools in Oyo State, Nigeria, focusingé@rking time and class size. In terms of

working time, the majority (45.5%) of th@ school teachers strongly agree that they

work more than their contracted houm\' a mean score of 3.40 and a standard deviation of
0.47, indicating moderate agreer@k this issue. A significant number (36.1%) agree that
balancing teaching respons'.éﬁs with personal life is challenging due to excessive work
hours, while 28.2% &@ee. Only 22.4% strongly agree, and 13.4% strongly disagree,
resulting in a \1@ 3701. This reflects some struggle but less intensity compared to public
schools. %@stantial number (34.5%) of private school teachers feel that workload
negak&e%impacts their job satisfaction, while 29.2% disagree. The mean score of 2.97
suggests concerns but at a lower level of strong agreement. Further, most (37.4%) agree that
they work weekends to keep up with responsibilities; a smaller percentage (16.8%) strongly

agree, while 27.1% and 18.7% disagree and strongly disagree, respectively. With a mean of

3.40, this indicates less agreement on this point compared to their public school counterparts.
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Nearly half (47.9%) agree that a more manageable workload would improve their well-being
and student outcomes, evidenced by a mean of 3.50, one of the higher scores, highlighting a

clear area for potential improvement.

In terms of class size, 44.5% strongly agree that large class sizes make individual
attention challenging, with a mean of 3.68, reflecting significant concern about the impact of
class size. Additionally, the majority (35.3%) agree that smaller class size@i lead to
better student outcomes, while 32.6% strongly agree, with a mea& 24, indicating
moderate agreement. Most private school teachers (41.6%) agre educing class sizes
would benefit both teacher well-being and student learning,@ a mean of 3.41, showing a
positive but not overwhelming agreement. Similarly, a n@rity (31.8%) agree that current
class sizes hinder their ability to meet diverse s@k needs. Only 20.8% strongly agree,
while 28.9% and 18.4% disagree and stro@gree, respectively, resulting in a mean of
3.06. Most private school teachers (34)\"&' trongly agree that they feel overwhelmed by the
demands of teaching large classe%é@”ﬂ% agree. A mean of 3.45 shows agreement on the
challenges posed by large ct&sﬁzes. Overall, the responses indicate an agreement (weighted
mean = 3.31; SDO.%&M both working hours and class size are significant issues in

private second@b

sentiment {'bbaat there are notable areas for improvement, particularly in managing

s, albeit with less intensity compared to public schools. The overall

worl?‘l@%and optimizing class sizes to enhance teacher well-being and student outcomes.

4.4 Test of Hypotheses
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Hol: There will be no significant combined influence of teachers’ classroom management

styles and workload on job performance (instructional and administrative) in public and

private secondary schools in Oyo State, Nigeria.

D

O
C
N
O$O
Q
N\
Qo

Table 4.10: Summary of Regression h@ showing the Combined Influence of
Teachers’ Classroom Management St and Workload on Job Performance

(Instructional and Administrative) K blic and Private Secondary Schools in Oyo
State, Nigeria \

a

Model Summary

Std. Error of the

Model R R Square Adjusted R Square Estimate
1 248 .062 .051 1.93515
a. Predictors: (Constant), Work Load, Classroom Management Styles
ANOVA?
Sum of Mean

Model Squares df Square F Sig.
1 Regression 1671.823 2 835.9115 479.665 .000°

Residual 1214.666 1657 0.7331

Total 2886.489 1659

a. Dependent Variable: Teachers Performance

b. Predictors: (Constant), Classroom Management Styles, Workload
Source: Researcher’s Fieldwork, 2024

Table 4.10 shows the model summary and ANOVA of multiple regression analysis

for the combined influence of teachers’ classroom management styles and workload on job
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performance (instructional and administrative) in public and private secondary schools in
Oyo State, Nigeria. The table shows that the F- value=479.665, the p-value is 0.000
(F=479.665, P<0.05) which is much less than 0.05 and highly significant since p-value
(0.000< 0.05) at 95% confidence level. The F-test rejects the null hypothesis that states none
of the independent variables have a significant relationship with teacher’s performance and it
can be concluded that there exists variation in teacher’s performance due Qla room
management styles and workload and its significant which means that the régression model is
a good fit of the data. This suggests that classroom managem tyles and workload
significantly influence teacher’s performance. The model sumymatny on Table 4.9 shows the
R? value of 0.62which implies that 62% variation in@@rs’ performance (dependent
variable) could be explained by the independent v ria@classroom management styles and
workload). The remaining 46% is explained b %§factors outside the model and the error

"N

term. An R? value greater than 0.5 mear%til the model is effectively enough to determine
the relationship. In this case, the y 1s 0.

62, which is also good. The adjusted R? value
shows that 51% of the wrian@%achers' performance is explained only by the independent
variables which are to‘@% in the model. This therefore means that the remaining 49%
could be a res t@‘uer predictors included or added to the model that do not have a
significant @di(wn on teachers' performance. Furthermore, the very little difference
betwee 2 value and Adjusted R? value (that is, .62 - .51 = .0011) indicates a very good
fit of the model because the closer the R? value is to the adjusted R2, the better the fit of the

model.
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Ho2: There will be no significant relative influence of teachers’ classroom management
styles and workload on job performance (instructional and administrative) in public and

private secondary schools in Oyo State, Nigeria.

Table 4.11: Summary of Regression Analysis showing the Relative Influence of
Teachers’ Classroom Management Styles and Workload on Job Performance
(Instructional and Administrative) in Public and Private Secondary Schooj&n Oyo
State, Nigeria

Coefficients _ ( \
Standardized
Unstandardized Coefficients Coefficients

Model B Std. Error Beta t Sig.
1 (Constant) 2.390 13.826 - .173 .000

Teachers classroom 310 217 2.959 000

management N

Work Load -.157 084 - -137 -1.865 .002

a. Dependent Variable: Teachers Performance QU
Source: Researcher’s Field Survey, 2024

\Q

Table 4.11 shows the coeffiei %\fmultlple regression analysis for the relative
influence of teachers’ classrom@fa? agement styles and workload on job performance
(instructional and adminjs in public and private secondary schools in Oyo State,
Nigeria. The table re r ﬁat the beta coefficient (B) and t- values for teachers classroom
management (EQa/\ 7; t=2.959; Significance = .000), working load (Beta =-.137; t = -
1.865; Si nce = .002) which are significant at P>0.05. This result implies that

teaclﬁg’} classroom management and work load explained the variance in teachers'

performance and therefore needed in the model.

In terms of the type of relationship (whether positive or negative) that exist between
the significant predictors and the dependent variable (teachers' performance), it is observed

from the table that work load have a negative relationship with teachers' performance as
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depicted by their negative B value of -.157. This result implies that as it increases, the
dependent variable decreased. It therefore means that work load negatively influenced
teachers' performance in this study. For a unit change in workload, there is -.157decrease in
teachers' performance as depicted by the negative value of B. Furthermore, the low standard
error value for work load (.084) also indicates a high level of precision of these predictors on
teachers' job performance in public and private secondary schools in Oyo St Q% from
the Table, teacher’s classroom management styles have a positive relation%@h teachers'
performance as depicted by their positive B value of .917. This @!t implies that as it
increases, the dependent variable also increases. It therefore mea at teacher’s classroom
management positively influenced teachers' performance @ tudy.

Similarly, the computed empirical value of F&Qis 479.665 which is significant at
p=0.000. It is therefore concluded that the F-tes(é atistically significant. The independents
variables (teacher’s classroom mana §styles and work load) statistically and
significantly predict the depende%ﬁe (teachers’ job performance). This therefore
accomplished the research a@ nvestigate the relationship between teachers’ classroom
management styles, aﬂ@ kload and performance in secondary schools in Oyo State,
Nigeria. Hence '@ll hypothesis should be rejected because the test is statistically
significant. 6&4&0& the  whole  regression is  statistically  significant.

4.5 % ssion of Findings

This research investigated teachers’ classroom management styles, and workload as
determinant of teachers’ job performance in public and private secondary schools in Oyo
State, Nigeria. In the discussion of the findings, the results of the research are shown and

compared to the results of other studies to see if there are any differences or similarities. In
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this study, demographic information of the respondents (teachers’) was analysed, three

research questions were answered and two hypotheses were tested.

Demographic characteristics of teachers showed that majority of the teachers in
public and private schools in Oyo state are females (745 (64.2%) females in public schools,
317 (63.4%) females in private schools). This aligns with findings of a study in&ti that
noted a similar uneven distribution of teachers by gender, with females also @%revalent
in teaching roles'. Also, majority of teachers fall within the 31-40 a&g&-@lS.S%) in the
public schools, while 206 (41.3%) were in the private school. Thi et is consistent with
the emphasis on the youthful nature of the teaching workforc@ngeria. In terms of Marital
Status, most of the teachers are married 1175 (70.1%) wergarried. 836 (72.1%) teachers in
the public schools, while 339 (67.8%) teachers in 6’@%& schools. The high percentage of
married teachers in your study is interesting\\s@"ggns with the general societal expectations
and norms in Nigeria. This suggests. major fraction of the teachers in Oyo State are
with their spouses and probably r@é@ible for a family. This is good in that a teacher who is

responsible for a family w@am to treat students like family and also be responsible for

them just like their childrea”

The hi{sﬁbﬁr of Bachelor Degree holders among the teachers in the study is
consistent@the requirements for teaching at the secondary level in Nigeria. Majority of
the %\cg(s were Bachelor Degree holders, 633 teachers (38.4%). Out of the 269 teachers,
436 (37.6%) teachers were in the public schools, while 197 (39.4%) teachers were in the
private schools. This is in line with a study that highlights the significant impact of academic
qualifications on instructional quality, supporting the importance of higher academic

achievements for teaching effectiveness®. This is also consistent with a study on "Challenges
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of Teaching Profession, as Perceived by Teachers in Public Secondary Schools in Central
Senatorial District of Ondo State, Nigeria" which reported that most teachers were females,
71(59.16%) compared to their male counterpart, 49(40.83%).111(92.49%), married,
103(85.83%), had Bachelor's degree as current level of academic qualification, 92(68.33%) .
However, with a significant number of teachers holding only a Bachelor's degree, continuous
professional development is crucial to enhance teaching effectiveness, suppc@y tudies

stressing the importance of ongoing training?. <

N

Further, most teachers having less than 10 years 899 ), could indicate a
relatively younger and potentially less experienced workforc@t of this figure, 601 (51.8%)
teachers were in the public schools, while 298 (59.7%) t@ers were in the private schools.
This could have implications for teaching quality,@lgh the specific impact of experience
on effectiveness  requires  further \ within  the  Nigerian  context.
Findings from research question one sl& at; in terms of Instructional Performance, 81.6%
of teachers in public schools are @Qc’&ghly for their subject-matter knowledge, with a mean
score of 3.94, suggests tha‘@achers possess strong academic qualifications and are well-
prepared to deliver ¢ Q This high level of expertise is crucial for ensuring that students
receive quality éu;\}fo that can effectively prepare them for higher education or vocational
success. \)@‘422% of teachers are rated highly in encouraging active participation and
critic\kg?nking, a larger portion (54.5%) is rated at a moderate level. This indicates a
potential area for professional development, as fostering critical thinking skills is essential
for preparing students to navigate complex real-world problems. The majority of public
school teachers provides clear and organized instructional materials (66.3%) and uses a

variety of instructional strategies to engage students (60.8%). These findings underscore a
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commitment to diverse teaching methodologies and resource availability, which enhance
learning outcomes by catering to different learning styles and needs. Further, over half of the
teachers (55.5%) are proficient in providing timely and constructive feedback, an essential

component of effective teaching that supports student learning and improvement.

In terms of Administrative Performance, a significant majority of the pub%chool
teachers (64.2%) maintain accurate and up-to-date records. This profici ot only
supports the administrative aspect of teaching but is also critical for tra&&den‘[ progress
and making informed educational decisions. Efficient handling o sion, classification,
and registration of students by 56.8% of teachers, al with the management of
examinations and ensuring the accuracy of results by 59.7%/and 56.3% respectively, shows
robust administrative processes. These processes ab’fé amental to maintaining the integrity
of educational assessments and ensuring tﬁ\ﬁé@n‘[s are placed in appropriate educational
tracks. Also, Active participation in sto@welfare services by 54.2% of teachers highlights
their role beyond the classroo@ﬁibuting to a supportive learning environment that
addresses students' broade{@s. The finding shows level of teachers job performance
(instructional and ad @aﬁve) in public secondary schools in Oyo State, Nigeria is high
level with a w. g.h an of 3.59, suggests a positive situation regarding both instructional
and admi@ve capacities of teachers. This study is in line with a study that found that
teac&(sg{ Oyo State public secondary schools generally have high job satisfaction levels,
which correlates positively with job performance. This suggests that when teachers feel
satisfied, their job performance, both instructional and administrative, tends to be high®.
Contrasting these findings, another study highlighted that while some teachers exhibited high

performance, the overall average levels of job satisfaction and performance were
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significantly lower than expected, indicating that not all teachers may be performing at a high

level’.

For the private school teachers, a significant majority 77.5% display a commendable
level of subject-matter expertise, evidenced by a mean score of 3.64. This score, though
notably high, is marginally lower than that observed among counterparts in pu%chool
settings. In fostering active participation and critical thinking among st@% teacher
performance demonstrates a more balanced distribution: 46.3% of teacb%&ated at a high
level, with an equivalent percentage also categorized at a modera 1, culminating in an
overall mean score of 3.02. When it comes to the pr&@n of clear and organized
instructional materials, a majority of 63.7% of teachers @Ve a high rating, reflected in a
mean score of 3.54. In the utilization of diverse in%’bonal strategies, 56.9% of teachers are
rated highly, while 34.1% receive a modem@, resulting in a mean score of 3.43, which
indicates a moderate level of effective verall. Furthermore, the provision of feedback, a
critical component of effective %QCQ\, is rated highly by 57.5% of the teachers, with an
associated mean score of 3. . “This metric indicates a robust performance in this area, albeit

with some variability i tice.

X
On the g,u}listrative performance, the data reveals strong performance, with 64.4%
of the @mtrative staff maintaining a high level of accuracy in record-keeping, as
indic%( by a high mean score of 3.67. The management of student admissions and
registrations is assessed as moderate by 54.7% of the evaluations, while the conduct of
examinations and invigilation is similarly rated by 57.5% of the assessments. The processing
of examination results and the provision of student welfare services both pivotal to student

support and success are rated moderately effective, with mean scores of 3.47 and 3.40,
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respectively. These scores suggest a competent yet uneven adherence to administrative
protocols and responsibilities. The findings from this evaluation highlight a generally strong
performance in both teaching and administrative domains within the educational institution.
While teaching effectiveness in subject-matter expertise and feedback provision is notable,
there is room for improvement in enhancing active participation and critical thinking among
students, as well as in diversifying instructional strategies. Administratively, Q&cord-
keeping demonstrates high efficacy, other areas such as student admiss nstamination
management, and welfare services exhibit only moderate effectiven@{-xnting to potential
areas for policy enhancement and procedural refinement. O rzﬁe level of teachers job
performance (instructional and administrative) in priva@ dary schools in Oyo State,
Nigeria is moderate level (Weighted Mean=3.46; S%%4=5; Overall Decision= Moderate
Level). This study is corroborated with a stud reported moderate performance among

NS

teachers, linking various managerial and \tonmental factors to this level of performance.
The study highlighted the role of @ipﬁs’ managerial skills in influencing teachers' job
performance, noting a sigrﬁ&@@relationship between these skills and the performance
levels in Delta State’. S%% to the moderate performance level, another study conducted
in private seco ﬁools in Oyo State found that digital leadership, communication, and

decision-ma@g styles of principals significantly enhance teachers' job performance,

sugge\s,‘['/@tentially higher performance levels than just moderate’.

Public school teachers in Oyo State, Nigeria, exhibit higher subject-matter expertise
with 81.6% rated highly and a mean score of 3.94, compared to private school teachers who
also show strong expertise but with a slightly lower rating of 77.5% and a mean score of 3.64.

Public school teachers seem less effective in fostering active participation and critical
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thinking, with only 42.2% rated highly and a larger 54.5% rated moderately, whereas private
school teachers have a more balanced performance in this area with 46.3% rated highly and
the same percentage rated moderately. Both public and private school teachers show strong
provision of clear and organized instructional materials, but public school teachers use a
wider variety of instructional strategies more effectively, with 60.8% rated highly compared
to 56.9% in private schools. In administrative performance, public schoo @rs are
slightly more proficient in maintaining accurate records with 64.2% rated highly"€ompared to
64.4% of private school administrative staff. However, public sch@%m more adept at

managing admissions, examinations, and student welfare se 'ce,%ggesting a more robust
administrative framework than in private schools, ese areas show moderate
effectiveness. Overall, public school teachers s w&%ghtly higher overall performance
with a weighted mean of 3.59 compared to %% chools, indicating stronger instructional
and administrative capabilities. ’\%\

.

Findings from researchég\on two shows an in-depth analysis of teachers’
classroom management :&Q , encompassing Authoritative, Permissive, Assertive,
Relationship-based, oup-based approaches among public school teachers. In the
Authoritative Séej,\}'si nificant proportion of teachers demonstrate a strong alignment with
setting cl@d consistent rules, as evidenced by 60.5% strongly agreeing and 29.7%
agreéi%z’esulting in a mean score of 3.47. This suggests a general agreement on the
importance of consistency in rule enforcement. Moreover, the management of classroom
disruptions is effectively addressed by the majority, with 46.1% strongly agreeing and 36.1%

agreeing, totaling an 82.2% positive response rate and a mean score of 3.31, indicating

effective management in most classrooms.
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The Permissive Style is characterized by a support for student self-expression, with
54.2% strongly agreeing. Responses regarding leniency in rule enforcement show more
divergence, with 43.2% strongly agreeing, but countered by a significant disagreement
(17.9% disagree and 10.5% strongly disagree), leading to a lower mean of 3.30. This
indicates a more cautious application of leniency. Autonomy in learning decisions shows
moderate agreement with a mean of 3.21, reflecting a balanced perspecti Q&mdent
freedom. Assertive Style is robustly endorsed for addressing disruptions, \QJQ% strongly
agreeing, underscored by a mean of 3.50. The style also reﬂ@a focused learning
environment, supported by 50.8%strongly agreeing, with §$f 3.27. However, the

responses to clear and non-negotiable rules show signifi riance, with 40.8% strongly

agreeing and 12.4% disagreeing, leading to a meag@, indicating some disagreement on

®%

In the Relationship-based Styles\@ing student relationships is highly prioritized, as

rigidity in rule application.

61.8% strongly agree, achievingq’i@c?an of 3.47. Open communication is also significant,
with 52.1% strongly a re@nd a mean of 3.39, reflecting a strong commitment to
communicative and r a%al dynamics in classrooms. Additionally, building a community
among studenté}é‘%sed by 46.1% strongly agreeing, with a mean of 3.42, suggesting an
emphasis @eating an inclusive learning environment. Lastly, the Group-based Style
shov?s\algfrong inclination towards cooperative learning, with 58.7% of teacher’s strongly
endorsing collaboration, and a mean score of 3.40. The promotion of unity within student

groups receives a mixed response, with 39.7% strongly agreeing, leading to a mean of 3.01,

indicating general but not overwhelming agreement. The importance of teamwork is strongly
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agreed upon by 54.2%, with a mean of 3.48, highlighting a preference for cooperative and

team-oriented teaching methods.

These findings underscore a multifaceted approach to classroom management in Oyo
State public schools, with a notable emphasis on authoritative and relationship-based styles,
reflecting a balance between rule enforcement and nurturing positive student-teacher
relationships. Over all, the status of teachers’ classroom management style@horitative
Style, Permissive Style, Assertive Style, Relationship-based Style, GQ sed Style) in
public secondary schools in Oyo State is good (Mean=3.46; S @). The findings are
corroborated a study found that the relationship betwe@assroom management and
students’ performance in public secondary schools is s@dcant, indicating that effective
classroom management contributes positively t%%emic success. This aligns with the

notion of generally good management praq@ong teachers®. Another research focusing

on teachers’ understanding of student d\\' line a key component of classroom management
revealed that while there are c@‘é&es, teachers generally adopt appropriate discipline
strategies, suggesting a co@t level of classroom management which contributes to the
overall good status’. | Ahether study examining decision-making skills and administrative
effectiveness i@te highlights how these skills are crucial in creating environments
that fosterfaélive teaching and learning. Principals with high administrative effectiveness,
whic\&udes managing classroom environments effectively, tend to facilitate better

classroom management by teachers. This supports the assertion of generally good classroom

management practices'’.

For teachers in private secondary schools in Oyo state, the analysis of classroom

management styles in private secondary schools in Oyo State, Nigeria, reveals a
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comprehensive adoption of various management approaches, with a general trend toward
high efficacy and approval across different styles. The findings demonstrate a robust
commitment to structured, flexible, and relational classroom management techniques,
reflected through high mean scores and strong agreement rates among teachers. In the
Authoritative Style, a substantial 67.2% of teachers strongly agree that they enforce ¢lear and
consistent rules, supported by a high mean of 3.80, indicating a significant ¢ Q't ent to

gfectiveness

discipline and structure. Additionally, 50.6% of teachers strongly agree on @e/

in managing disruptions, with a mean score of 3.41, suggestin§ @t\tVe control though

The Permissive Style is characterized by a strog endorsement of student self-

highlighting potential areas for improvement.

expression, with 56.3% of teachers strongly agr y and an additional 25.9% agreeing,
culminating in a mean of 3.75. This style's@ty is further evident as 41.6% of teachers
describe themselves as very lenient, wﬁ\Q%nean score of 3.60, while 43.8% strongly support
student autonomy in learning ch%c}videnced by a mean of 3.50. Assertive Style receives
strong support, with 57.2‘@$eachers strongly agreeing on their efficacy in addressing
disruptions, reflected 'gean of 3.81. Clear, non-negotiable rules are favored by 45.3% of

teachers, with z<m§'o 3.67, and a focused learning environment is promoted by 51.6% of
teachers, \}@mean score of 3.75.

\ﬁ the Relationship-based Style, the highest mean of 3.84 is observed, with 57.5% of
teachers prioritizing nurturing positive relationships, indicating a strong emphasis on

interpersonal connections. Open and honest communication is also valued, with 49.4%

strongly agreeing and 34.7% agreeing, achieving a mean of 3.47. Moreover, 48.8% of
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teachers strongly agree on fostering a sense of community, with a mean of 3.42, suggesting a

solid but slightly less robust commitment compared to other areas.

The Group-based Style is also well-received, with 56.3% of teachers strongly
agreeing on the importance of collaborative work, achieving a mean of 3.78. A majority of
teachers support promoting unity (45.6% strongly agree, 35% agree) with a me f 3.44,

and 54.4% strongly agree on the significance of teamwork, reflected in a mea@Q

Overall, the status of teachers’ classroom management sty@\uthoritative Style,
Permissive Style, Assertive Style, Relationship-based Style, Gr%gased Style) in private
secondary schools in Oyo State is very good (Mean=3. @0.61). This comprehensive
approval rating underscores the high level of effeo@qmess and commitment to diverse
management approaches among teachers in & secondary schools in Oyo State,
contributing positively to the learning envi%&nt and student development. This finding is
corroborated by a study assessing dé’)tg&ht e and integrative behavior of teachers in senior
secondary schools in Oyo .St@%erved that private school teachers exhibited a greater
integrative-dominative %@ncouraging more student interaction. This behavior is

indicative of effeg%&assroom management, aligning with the very good classification'?.

To c@pare classroom management styles between public and private secondary
scho@g ers in Oyo State, Nigeria, reveals distinct trends and levels of efficacy in their
approaches. Public school teachers demonstrate a solid commitment to authoritative and
relationship-based styles, reflected in their strong alignment with setting clear rules and
nurturing student-teacher relationships, with mean scores of 3.47 and 3.46 respectively. This

indicates a balanced focus on discipline and support, though there is room for improvement
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in areas such as the management of disruptions and promoting unity within student groups,

as evidenced by lower mean scores of 3.31 and 3.01 respectively.

Private school teachers, on the other hand, exhibit a higher overall efficacy across all
management styles, particularly in authoritative and assertive approaches, with mean scores
of 3.80 and 3.81 respectively. This suggests a more robust enforcement of disciplihe and a
stronger presence in managing classroom dynamics. Additionally, private @?& teachers
show greater flexibility and support for student autonomy, as seen in gheir issive style
scores, with a high mean of 3.75 for encouraging self-expressi a significant lean
towards leniency with a mean of 3.60. The relationship-base@le also stands out in private
schools with the highest mean score of 3.84, indicatin@@ceptional emphasis on building
positive interpersonal relationships, which surpas@’be strong yet slightly lower emphasis
observed in public schools (mean of 3. reover, the group-based style in private

schools shows a strong inclination tcfa\@ collaborative work and teamwork, with mean

scores of 3.78 and 3.69, compare@t more modest scores in public schools.

Q

Overall, privat@ teachers in Oyo State display a more comprehensive and
effective adoption g&ious classroom management styles, marked by a higher overall mean
of 3.63 and o@andard deviation, suggesting a more uniform application of these styles
compar%’é their public school counterparts, who show a good but less consistent
application with a mean of 3.46. These differences highlight potential areas for professional
development in public schools, particularly in enhancing assertive management techniques

and fostering a more collaborative and communicative classroom environment.
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Findings from research question three showed a comprehensive analysis of working
time and class size, both identified as critical factors impacting public secondary
schoolteacher satisfaction and effectiveness. Concerning working time, a significant majority
of 67.2% of teachers strongly agree that they work beyond their contracted hours, as
indicated by a mean score of 3.78, with a low standard deviation of 0.37, underscoring a
strong, uniform agreement on this issue. Additionally, more than half of t Q%ﬂdents
(50.6%) strongly agree that their work hours adversely affect their personal™ife balance,
evidenced by a mean of 3.61, highlighting substantial concerns re ’\Nork-life balance.
Further, 57.8% of teachers express strong feelings that thei v%ad negatively impacts
their job satisfaction, reflected in a mean score of 3.48, ing prevalent dissatisfaction
with workload levels. The need to work weekend tqa%ge teaching responsibilities is also
strongly agreed upon by 56.3% of teachers, \f@ mean score of 3.66, emphasizing the

NQ

extent of additional work hours required: hbreover, 41.6% agree that a more manageable
workload could improve both teac@-being and student outcomes, suggested by a mean

of 3.37, pointing to a signifie ire for workload adjustments.
K

In terms of clgge, 57.2% of teachers strongly agree that large class sizes hinder
d

their ability t({ p&f

concerns he impact of class size on teaching quality. A strong belief in the benefits of

personalized attention, with a mean score of 3.59, reinforcing

smaﬁ&sses is indicated by 45.3% of teachers, with a mean of 3.67, demonstrating a
robust conviction that reducing class sizes would enhance student outcomes. The majority of
teachers (51.6%) strongly agree that smaller classes would be beneficial for both teacher
well-being and student learning, indicated by a mean of 3.53. Furthermore, 57.5% of teachers

strongly agree that the current class sizes restrict their ability to meet diverse student needs,
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with a mean of 3.66, showing significant concern over the effects of large class sizes. Lastly,
49.4% of teachers agree that the demands of large classes are overwhelming, with a mean of
3.45, emphasizing stress related to class size. Overall, the data concludes with a strong

agreement (mean = 3.58, SD = 0.56) that excessive working hours and large class sizes are

S\

The consistent agreement among respondents underscores the urgent r policy

pressing issues negatively affecting teacher satisfaction and effectiveness.

interventions aimed at improving workload conditions and redg%g(aass sizes to
significantly enhance both teacher well-being and student educati outcomes in public
secondary schools in Oyo State. This finding is corrobora y a study found a positive
correlation between high student-teacher ratios and incre@ teacher work hours and stress.
It showed that reducing the student-teacher ratio c@igniﬁcantly lower teachers' workload
and stress, supporting the claim that 1 ss sizes and extensive work hours are
detrimental to teacher satisfaction a “%ectiveness”. A study discussing the effects of
overloaded curriculums and exce@"feﬁily academic activities found that these factors have
a significant negative relat@) with the learning effectiveness of students, implying that
they likely also impagct teacher effectiveness negatively due to increased stress and reduced
teaching efﬁci@\'A other research illustrates that the workload and work motivation of
teachers dpbgsigniﬁcantly influence their performance, suggesting that other factors such
as wb& hours and class size might be more critical determinants of teacher effectiveness

and satisfaction'3.

For teachers in private secondary school, the study of workload perceptions among
teachers in private secondary schools in Oyo State, Nigeria, provides insights into the

challenges associated with working time and class size. The findings indicate moderate

161



concerns regarding these factors, with implications for teacher well-being and student
outcomes. Regarding working time, a majority of teachers (45.5%) report working beyond
their contracted hours, evidenced by a mean score of 3.40 and a standard deviation of 0.47,
suggesting moderate agreement on extended working hours. Balancing teaching
responsibilities with personal life is acknowledged as challenging by 36.1% of teachers,
although 28.2% disagreed, resulting in a mean of 3.01. This response pattern % some

struggle with work-life balance but with less intensity compared to public s@(y .

Concerns about workload negatively impacting job sati are expressed by
34.5% of teachers, yet countered by 29.2% who disagre@vit a mean score of 2.97
indicating concerns at a lower level of strong agreemen@garding weekend work, 37.4%
agree they need to work weekends, yet 45.8% di%’ré or strongly disagree, supported by a
mean of 3.40. In terms of class size, 44.5‘®’Qchers strongly agree that large class sizes
complicate the provision of individ@ention, reflected in a mean of 3.68, signaling
significant concerns about the i@ch\of class size on teaching quality. While 35.3% of
teachers agree that smalle@ sizes would enhance student outcomes, a further 32.6%
strongly agree, leadi ga mean of 3.24, indicating moderate agreement. The potential
benefits of red@a s sizes for teacher well-being and student learning are recognized by
41.6% of %Qers, with a mean score of 3.41. Challenges in meeting diverse student needs
due N:%ent class sizes are acknowledged by 31.8% agreeing and 20.8% strongly agreeing,
with 47.3% disagreeing or strongly disagreeing, resulting in a mean of 3.06. Moreover, the
overwhelming demands of teaching large classes are felt by 34.7% strongly agreeing and
29.7% agreeing, with a mean of 3.45. Overall, the data reveal a general agreement (weighted

mean = 3.31; SD = 0.59) that both working hours and class sizes are significant concerns in
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private secondary schools, albeit with a lower intensity of agreement compared to public
schools. The findings underscore the need for targeted interventions to manage workloads
more effectively and optimize class sizes, aiming to enhance both teacher well-being and
student educational outcomes. This result is in line with a study that highlights the well-
documented issues of excessive working hours among school teachers and efforts to reduce
class sizes in primary schools in Japan as measures expected to improve teach ®levels
and workload, which might indicate similar concerns in private secondary schools, albeit
potentially at a lower intensity due to different operational dynami@&e studies provide
evidence supporting the claim that while concerns about wo@@rs and class sizes exist

in private secondary schools, the intensity of these conc
public schools!?, ; be

Further, findings from hypothesis c@ed that there exist a statistical significant

combined influence of teachers’ Gl@m management styles and workload on job

be less severe compared to

performance (instructional and @{ca\strative) in public and private secondary schools in
Oyo State, Nigeria. Utiliz@ F-test statistics in the regression analysis, an F-value of
479.665 with a p-v &f 0.000 was recorded (F=479.665, P<0.05), which is highly
significant and@

independe@riables (teacher’s classroom management styles and work load) statistically

ally below the conventional threshold of 0.05. This shows that the

and K{r%cantly predict the dependent variable (teachers’ job performance) this statistical
result allows for the rejection of the null hypothesis. The highly significant p-value (<0.05) at
the 95% confidence level confirms that variations in teachers' performance can be attributed
to differences in classroom management styles and workload. This outcome indicates that

these factors play a critical role in influencing teacher efficacy and are integral to
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understanding performance dynamics within educational settings. The regression model's fit
is thus validated by these results, demonstrating a robust link between the independent
variables studied and the dependent variable, teachers' performance. The evidence strongly
suggests that classroom management styles and workload are significant predictors of
teachers' performance, underscoring the need for strategic interventions in these, areas to
enhance educational outcomes and teacher satisfaction. This finding is corr Qte by a
study examining the effect of leadership styles on teachers' job engageme@gblic senior
secondary schools in Ibadan, Oyo State; found that leadership style@cantly influenced
job engagement. This finding suggests that effective leadership, Which is part of classroom
management, can positively impact teachers' job perfor . Another study focused on
the influence of school climate and princi lfﬁgerial styles on organizational
commitment among junior secondary school t s in Oyo State. It concluded that both
school climate and management styles %?ﬁcantly affect teachers' commitment, which is
.
closely linked to their overall job&ﬁ%ﬁormance”. Also, research on the impact of digital
leadership, communication,°®glcision-making styles on public primary school teachers'
job performance in Oy@ demonstrated that these factors have a significant combined
influence on jo ormance, highlighting the critical role of management and workload in
&

shaping effegtive teaching’.

\&"glgs from hypothesis two showed that there exists significant relative influence
of teachers’ classroom management styles and workload on job performance (instructional
and administrative) in public and private secondary schools in Oyo State, Nigeria. The
multiple regression analysis conducted to explore the impact of classroom management

styles and workload on teachers' job performance in both public and private secondary
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schools in Oyo State, Nigeria, yields significant findings. The beta coefficients and t-values
indicate statistically significant relationships, with classroom management showing a positive
influence on teachers' performance (Beta = .217; t = 2.959; Significance = .000), while
workload demonstrates a negative impact (Beta = -.137; t = -1.865; Significance = .002). The
analysis specifically highlights that improvements in classroom management are associated
with enhancements in job performance, as evidenced by the positive beta va %’7) and
corresponding t-value (2.959). This suggests that effective classroom managenieht strategies
contribute to better instructional and administrative outcomes, wi@&efﬁcient of 917
indicating that a unit increase in classroom managem% ectiveness results in a

corresponding increase in job performance. Q

Conversely, the workload variable exl&% a negative relationship with job
performance, indicated by a beta value of \\LQ d a t-value of -1.865. This relationship is
further quantified by a beta coefﬁcienb\& 157, implying that an increase in workload leads
to a .157 unit decrease in tea@(? performance, underscoring the adverse effects of
excessive work demands @ucational professionals. The low standard error (.084)
associated with the w&d variable suggests a high level of precision in these findings,
reaffirming th@

articulate Q\al impact of classroom management and workload on teacher performance,

nt impact of workload on job performance. These results clearly

emphqigdg the positive contributions of effective management styles and the detrimental
effects of heavy workloads. The implications of these findings are critical for educational
policy and administration, pointing to the need for balanced workloads and the promotion of
robust classroom management practices to enhance teacher effectiveness and educational

outcomes in Oyo State's secondary schools.
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Chapter Five
Conclusion
This chapter discusses a summary of the findings of the research, as well as the

conclusion, recommendations, contributions to knowledge, and areas where additional

D

The research investigated the relationship between teachers’ class@ganagement

research is needed.

5.1 Summary of Findings

styles, and workload and performance in secondary schools in Oyo igeria. The study

analyzed demographic data of teachers, answered three res&ch ucstions, and tested two

hypotheses. Q

The demographic data reveal a majority %%ale teachers in both public (64.2%)
and private (63.4%) schools. The age distr@hows a concentration in the 31-40s years
range, suggesting a relatively yom@kforce. Marital status predominantly features
married individuals, making up 7@&{(&1 public and 67.8% in private schools, indicating that
many teachers are likely m@g family responsibilities alongside their professional duties.
The educational bad%& is primarily at the Bachelor's degree level, which aligns with the

requirements f<r s%c%n ary education teaching in Nigeria and supports the importance of

higher ed@ for effective teaching.

terms of job performance, public schools teachers display strong subject-matter
knowledge with 81.6% rated highly and a mean score of 3.94, pointing to a well-prepared
workforce. However, only 42.2% excel in fostering critical thinking and active participation.
The provision of clear instructional materials and diverse teaching strategies is noted by

66.3% and 60.8% of teachers, respectively. On the administrative front, a significant majority
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manage records and student-related administrative tasks effectively. Private schools teachers
also show substantial subject-matter expertise, though slightly lower than their public
counterparts, with 77.5% rated highly. The approach to encouraging active participation and
critical thinking is more balanced, with equal ratings for high and moderate levels.
Instructional materials and strategy use are commendable. However, administrative tasks
show moderate effectiveness, indicating potential areas for improvement. Th {prative
analysis indicates that public school teachers generally exhibit a hig&rJ vel of job

performance compared to those in private schools, with weighted ores of 3.59 and

O

In exploring classroom management styles, the a@itaﬁve style is prevalent public

3.46, respectively.

schools, with strong adherence to consistent ru%’é effective disruption management.
Relationship-based and group-based style\%’gso well-received, highlighting a balance
between disciplines and nurturing stud\&lationships. In private schools, a robust adoption
of diverse management styleséc’}rident, particularly in authoritative and assertive

approaches, suggesting @ve discipline enforcement complemented by strong

relationship buildingﬁ

Coneerning/workload and class size, both sets of teachers identify these factors as
signiﬁc&féressors impacting job satisfaction and performance. Public school teachers
partic\uhﬁly report high stress due to excessive work hours and large class sizes, whereas
private school teachers face these challenges with slightly less intensity. The study also
showed that there exist a statistically significant combined influence of teachers’ classroom
management styles and workload on job performance and a relative influence of teachers’

classroom management styles and workload on job performance (instructional and

170



administrative) in public and private secondary schools in Oyo State, Nigeria. F-value of
479.665 with a p-value of 0.000 was recorded (F=479.665, P<0.05), which is highly
significant and substantially below the conventional threshold of 0.05. The beta coefficients
and t-values indicate statistically significant relationships, with classroom management
showing a positive influence on teachers' performance (Beta = .217; t = 2.959; Significance
= .000), while workload demonstrates a negative impact (Beta = -.137; &-1.865;
Significance = .002)The findings underscore the critical impact of claSS@Qanagemen‘[
styles and workload on teacher performance, suggesting that ef@e management can
enhance performance while excessive workload detracts from “t. Strategic interventions
aimed at professional development in fostering critical g, managing workload, and

optimizing class sizes are recommended to impr educational outcomes and teacher

satisfaction in both public and private schools i State.

5.2 Conclusion é’@

The comprehensive ge@ conducted across public and private secondary schools
in Oyo State, Nigeria, hi @ﬁs significant insights into the dynamics of teachers' classroom
management styl.eg&kload, and their impact on job performance. The demographic data
underscores &deminantly young, female, and married teaching workforce, with a solid
educati%%ackground primarily at the Bachelor's degree level, which aligns with national
stanm for secondary education teaching. This demographic setup not only reflects the
youthful vigor of the workforce but also suggests a maturity and life experience that could
enrich the teaching environment. Public school teachers exhibit superior subject-matter
knowledge and administrative capabilities compared to their private school counterparts,

with higher mean scores in job performance assessments. Despite this, there is a noticeable
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gap in fostering critical thinking and active participation among students, which presents an
area ripe for professional development. Private school teachers, while slightly behind in
subject-matter expertise and administrative performance, show a commendable balance in

promoting critical thinking and participation, indicating a potential for more interactive and

3

The study reveals that both public and private school teachers a@acted by

engaging teaching practices.

significant workload and class size stressors, which adversely affect theif job-sdtisfaction and
overall performance. Public school teachers report higher stress @e to more excessive
work hours and larger class sizes, compared to private schoc@chers who experience these
issues with slightly less intensity. The statistical anal s@nﬁrms a significant combined
and relative influence of classroom manageme%’bles and workload on teachers' job
performance in both sectors. Specifically, @% classroom management styles are shown
to enhance job performance, whereas\\' workload levels have a detrimental effect. This
dual impact suggests that while s@gc}nanagement skills are essential for high performance,
.

excessive workload ca@e these gains.

In conclu.sﬂle findings from this research advocate for targeted interventions
aimed at e a&ipg classroom management skills and reducing workload stress among
teachers%% ocusing on these areas, educational authorities in Oyo State cannot only
improve’ teaching effectiveness but also boost teacher satisfaction and retention. Strategic

recommendations include implementing professional development programs to enhance

critical thinking and active participation in classrooms, optimizing class sizes.

5.3 Recommendations
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Based on the study findings, the following recommendations were made.

1.

Implement targeted professional development programs aimed at enhancing teachers'
skills in fostering critical thinking and active participation among students. Such
programs should focus on innovative teaching methodologies that encourage student

engagement and develop teachers' abilities to effectively manage diverse .classroom

dynamics. (JOQ

Develop and implement policies that effectively manage teach: kloads to prevent
burnout and improve job satisfaction. This could includ% introduction of more

planning and preparation time within the school @@its on class sizes, and the
a

provision of additional support staff to assist v&@ ministrative duties and student

management. ’66

Actively work towards reducing cl s>€s to facilitate more personalized attention for
[ )
students and reduce the stre&(a’\teachers. Smaller class sizes have been shown to

improve student achievé@ and teacher performance, making this an essential area for

policy action. QQ

Since clas@énagement significantly impacts teacher performance, schools should
provi@oing training in different management styles. This training should be tailored
Ngfude authoritative, assertive, and relationship-based approaches to equip teachers

with a variety of strategies to handle classroom challenges effectively.

Introduce initiatives that support a healthy work-life balance for teachers, such as
flexible working conditions, mental health support, and resources that assist teachers in
managing personal responsibilities alongside professional duties. This could include
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access to childcare facilities, wellness programs, and a supportive school community that

recognizes the dual roles many teachers play.

5.4 Contribution to Knowledge

This study has contributed to knowledge in the following ways: @
Conceptual Review/Framework /\(/

Conceptually, this study gave a deeper and richer insig@ concepts that were

used in the study beyond that used in prior studies. 0
Theoretically ’bQ

The Social Cognitive Theory and Apple's @vf Intensification were the major theories
used in this study. . ,&

Social Cognitive Theo @Vides a robust framework for understanding how
behaviors are acquired and r'nv’\h&med within educational settings. The theory’s emphasis on
observational learnin \élains how teachers can adopt new classroom management
strategies by olzéiéa.g eers, which enriches our understanding of professional development
dynamics in@cation. By highlighting the concept of self-efficacy, the theory contributes to
our u@anding of the psychological factors that influence teacher performance. It explains
how teachers’ beliefs in their capabilities affect their motivation and the outcomes of their
instructional strategies. This insight is crucial for designing interventions that aim to boost
teachers' confidence and effectiveness. The theory introduces the concept of reciprocal

determinism, showing that teachers are not just influenced by their environments but are also
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agents who can effect change. This understanding helps in appreciating the bidirectional
influences between teachers and their work settings, emphasizing the active role teachers
play in shaping their professional landscapes.

Apple’s theory offers a critical view of the increasing demands placed on teachers. It
sheds light on how systemic changes in education policy and curriculum affect teachers’
daily workloads and overall job satisfaction. This is particularly relevant in un Q%g the
stressors in the teaching profession and their impact on teacher burnout. The th. discusses
the shift from teacher-led instruction to a more standardized, p ’S}riven curriculum,
highlighting the erosion of teachers' autonomy in curriculu @men‘a This contributes
to the discourse on the professional status of teachers an@ pact of external controls on
pedagogical freedom. While primarily noting t e@ve impacts, Apple’s theory also
opens the discussion for potential positive outcf@Eof work intensification. This balanced

.

perspective encourages a more nuanced %vj ; how pressures can sometimes lead to greater
ug

efficiency or innovation in teachin& often at a cost.

.$Q

Qﬁ\

This study &to the empirical literatures by reporting the statistically significant

Empirically

combined a glaﬂve influence of teachers’ classroom management styles and workload on
job perf@mce (instructional and administrative) in public and private secondary schools in
OyOS\fe, Nigeria, which previous empirical studies did not consider thus bridging the gap

in empirical literature.

5.5 Suggested Area of Further Studies
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Further research could explore how different classroom management styles impact
teaching effectiveness across various subjects. This would help determine if certain styles are
more effective in subjects that require more interactive and participatory teaching methods

compared to those that are more lecture-based.

Additionally, longitudinal study could be conducted to examine how the accum%ion of
workload over time affects teachers’ job performance and job satisfactic@is would
provide insights into the long-term effects of workload stressors and cg&d in designing

interventions that aim to reduce burnout and increase retention. EQ

Finally, further research could evaluate the effecti @of current teacher training
programs in equipping teachers with the skills neededQ(nanage classrooms effectively and
handle workloads efficiently. Studies could ass'@fgch components of training programs

are most beneficial and suggest improvemeﬁ\&
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Appéndix

SPSS ‘Gemputation Result (Raw Score)

Gender
Cumulative
Frequency Percent Valid Percent Percent
Valid Male 415 35.8 35.8 35.8
Female  |745 64.2 64.2 100.0
Total 1160 100.0 100.0
Age
Cumulative
Frequency | Percent Valid Percent | Percent
Valid  Less than 30 years 354 30.5 30.5 30.5
31 - 40 years 528 45.5 45.5 76.0
41 - 50 years 229 19.7 19.7 95.7
Above 50 years 49 4.2 4.2 100
Total 1160 100.0 100.0
Marital Status
| | Frequency  |Percent  |Valid Percent | Cumulative |
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Percent
Valid  Single 238 20.5 20.5 20.5
Married 836 72.1 72.1 92.6
Divorced 24 2.1 2.1 94.7
Widow(er) |61 5.3 5.3 100.0
Total 1160 100.0 100.0
Highest Educational Qualifications
Valid Cumulative
Frequency | Percent |Percent Percent
Valid NCE 171 14.7 14.7 14.7
OND 119 10.3 10.3 25.0
HND 260 22.4 22.4 47.4
Bachelor Degrees 436 37.6 37.6 85.0
Master Degrees 137 11.8 11.8 96.8
Doctorate  (Ph. D) |37 3.2 3.2
Degrees 100
Total 1160 100.0 100.0
Teaching Experience
Cumulative
Frequency | Percent Valid Percent | Percent
Valid  Less than 10 years |601 51.8 51.8 51.8
11 - 20 years 427 36.8 36.8 88.6
21 - 30 years 197 8.4 8.4 97.0
Above 30 years 34 2.9 2.9 100.0
Total 1160 100.0 100.0
Gender
Cumulative
Frequency Percent Valid Percent Percent
Valid Male 183 36.6 36.6 36.6
Female 317 63.4 63.4 100.0
Total 500 100.0 100.0
Age
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Cumulative
Frequency | Percent Valid Percent | Percent
Valid  Less than 30 years 178 35.6 35.6 35.6
31 - 40 years 206 41.3 41.3 76.9
41 - 50 years 102 20.3 20.3 97.2
Above 50 years 14 2.8 2.8 100
Total 500 100.0 100.0
Marital Status
Cumulative
Frequency Percent Valid Percent Percent
Valid  Single 148 29.7 29.7 29.7
Married 339 67.8 67.8 97.5
Divorced S 0.9 0.9 98.4
Widow(er) |8 1.6 1.6 100.0
Total 500 100.0 100.0
Highest Educational Qualifications
Valid Cumulative
Frequency [ Percent [Percent Percent
Valid NCE |98 19.7 19.7 19.7
OND 42 8.4 3.4 28.1
HND 83 16.6 16.6 44.7
Bachelor Degrees 197 39.4 39.4 74.1
Master Degrees 74 14.7 14.7 100
Doctorate  (Ph. D)7 1.3 1.3
Degrees
Total 500 100.0 100.0
Teaching Experience
Cumulative
Frequency Percent Valid Percent Percent
Valid  Less than 10 years 208 59.7 59.7 59.7
11 - 20 years 174 34.7 34.7 95.4
21 - 30 years 25 5.0 5.0 99.4
Above 30 years 3 0.6 0.6 100.0
Total 500 100.0 100.0
Descriptive
demonstrates subject-matter expertise and knowledge.
Cumulative
Frequency Percent Valid Percent Percent
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Valid  High Level 047 81.6 81.6 81.6
Moderate Level 208 17.9 17.9 09.5
Low Level 7 0.6 0.6 100.0
Not at All 0 0.0 0.0 100.0
Total 1160 100.0 100.0
encourage active participation and critical thinking among students.
Cumulative
Frequency Percent Valid Percent Percent
Valid  High Level 492 42.4 42.4 42.4
Moderate Level l632 54.5 54.5 96.9
Low Level 34 2.9 2.9 99.8
Not at All 4 0.3 0.3 100.0
Total 1160 100.0 100.0
provide clear and organised instructional materials.
Cumulative
Frequency Percent Valid Percent Percent
Valid  High Level 770 66.4 66.4 66.4
Moderate Level 309 26.6 26.6 93.0
Low Level 74 6.4 0.4 99.4
Not at All 10 0.9 0.9 100.0
Total 1160 100.0 100.0
make use of a variety of instructional strategies to engage students.
Cumulative
Frequency Percent Valid Percent Percent
Valid  High Level 706 60.9 60.9 60.9
Moderate Level 367 31.6 31.6 92.5
Low Level 58 5.0 5.0 07.5
Not at All 31 2.7 2.7 100.0
Total 1160 100.0 100.0
provide timely and constructive feedback to students.
| Frequency [ Percent | valid Percent | Cumulative

203




Percent
Valid  High Level l645 55.6 55.6 55.6
Moderate Level 413 35.6 35.6 01.2
Low Level |68 5.9 5.9 97.1
Not at All 37 3.2 3.2 100.0
Total 1160 100.0 100.0
fa\¢
maintain accurate and up-to-date records of student attendance and performance.
Cumulative
Frequency Percent Valid Percent Percent
Valid  High Level 745 64.2 64.2 64.2
Moderate Level 324 27.9 27.9 02.1
Low Level 77 6.6 6.6 08.7
Not at All 16 1.4 1.4 100.0
Total 1160 |100.0 100.0
\ ;
O
effectively admit, classify, and register students in a timely manner.
Cumulative
Frequency Percent Valid Percent Percent
Valid  High Level 660 56.9 56.9 56.9
Moderate Level 413 35.6 35.6 92.5
Low Level 74 6.4 0.4 98.9
Not at All 16 1.4 1.4 100.0
Total 1160 100.0 100.0
conduct examinations and invigilate them following established protocols
Frequency | Percent | valid Percent | Cumulative
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Percent
Valid  High Level |693 59.7 59.7 59.7
Moderate Level 367 31.6 31.6 01.3
Low Level 74 6.4 6.4 97.7
Not at All 28 2.4 2.4 100.0
Total 1160 100.0 100.0
efficiently processes examination results and ensures their accuracy
Cumulative
Frequency Percent Valid Percent Percent
Valid  High Level 660 56.9 56.9 56.9
Moderate Level 413 35.6 35.6 92.5
Low Level 74 6.4 6.4 98.9
Not at All 22 1.9 1.9 100.0
Total 1160 100.0 100.0

actively participates in students' welfare services, such as counselling and support.

Cumulative
Frequency Percent Valid Percent Percent
Valid  High Level 1047 81.6 81.6 81.6
Moderate Level 208 17.9 17.9 09.5
Low Level 7 0.6 0.6 100.0
Not at All 0 0.0 0.0 100.0
Total 1160 100.0 100.0
demonstrates subject-matter expertise and knowledge.
Cumulative
Frequency Percent Valid Percent Percent
Valid  High Level 388 77.5 77.5 77.5
Moderate Level 104 20.9 20.9 08.4
Low Level 3 0.6 0.6 99.0
Not at All S 0.9 0.9 100.0
Total 500 100.0 100.0

encourage active participation and critical thinking among students.
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Cumulative
Frequency Percent Valid Percent Percent
Valid  High Level 231 46.3 46.3 46.3
Moderate Level 231 46.3 46.3 02.6
Low Level 36 7.2 7.2 09.8
Not at All 2 0.3 0.3 100.0
Total 500 100.0 100.0
provide clear and organised instructional materials.
Cumulative
Frequency Percent Valid Percent Percent
Valid  High Level 288 57.5 57.5 57.5
Moderate Level 147 29.4 29.4 86.9
Low Level 53 10.6 10.6 97.5
Not at All 12 2.5 2.5 100.0
Total 500 100.0 100.0
make use of a variety of instructional strategies to engage students.
Cumulative
Frequency Percent Valid Percent Percent
Valid  High Level 284 56.9 56.9 56.9
Moderate Level 170 34.1 34.1 91.0
Low Level 39 7.8 7.8 08.8
Not at All 7 1.3 1.3 100.0
Total 500 100.0 100.0
provide timely and constructive feedback to students.
Cumulative
Frequency Percent Valid Percent Percent
Valid  High Level 288 57.5 57.5 57.5
Moderate Level 147 29.4 29.4 86.9
Low Level 53 10.6 10.6 97.5
Not at All 12 2.5 2.5 100.0
Total 500 100.0 100.0

maintain accurate and up-to-d

ate records of student attendance and performance.

Cumulative
Frequency Percent Valid Percent Percent
Valid  High Level 322 64.4 64.4 64.4
Moderate Level 126 25.3 25.3 89.7
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Low Level 44 8.8 8.8 98.5
Not at All 8 1.6 1.6 100.0
Total 500 100.0 100.0
effectively admit, classify, and register students in a timely manner.
Cumulative
Frequency Percent Valid Percent Percent
Valid  High Level 274 54.7 54.7 54.7
Moderate Level 166 33.1 33.1 87.8
Low Level 44 8.8 8.8 96.6
Not at All 17 3.4 3.4 100.0
Total 500 100.0 100.0
conduct examinations and invigilate them following established protocols.
Cumulative
Frequency Percent Valid Percent Percent
Valid  High Level 288 57.5 57.5 57.5
Moderate Level 153 30.6 30.6 88.1
Low Level 46 0.1 0.1 97.2
Not at All 14 2.8 2.8 100.0
Total 500 100.0 100.0
efficiently processes examination results and ensures their accuracy.
Cumulative
Frequency Percent Valid Percent Percent
Valid  High Level 262 52.5 52.5 52.5
Moderate Level 172 34.4 34.4 86.9
Low Level 39 7.8 7.8 04.7
Not at All 26 5.3 5.3 100.0
Total 499 100.0 100.0
actively participates in students' welfare services, such as counselling and support.
Cumulative
Frequency Percent Valid Percent Percent
Valid  High Level 269 53.8 53.8 53.8
Moderate Level 161 32.2 32.2 86.0
Low Level 48 0.7 9.7 05.7
Not at All 22 4.4 4.4 100.0
Total 500 100.0 100.0
set clear and consistent rules and expectations for student behaviour.
Frequency Percent Valid Percent Cumulative
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Percent
Valid  Strongly Agree 702 60.5 60.5 60.5
Agree 345 29.7 29.7 90.2
Disagree 103 8.9 8.9 99.1
Strongly Disagree I° 0.8 0.8 100.0
Total 1160 100 100
Effectively manage disruptions and maintain order in the classroom
Cumulative
Frequency Percent Valid Percent Percent
Valid  Strongly Agree 535 46.1 46.1 46.1
Agree 419 36.1 36.1 82.2
Disagree 135 11.6 11.6 03.8
Strongly Disagree 73 6.3 6.3 100.0
Total 1160 100 100
Use a direct and firm communication style with students.
Cumulative
Frequency Percent Valid Percent Percent
Valid  Strongly Agree 617 53.2 53.2 53.2
Agree 363 28.7 28.7 81.9
Disagree 129 11.6 11.6 93.5
Strongly Disagree 39 6.6 6.6 100.0
Total 1160 100 100
Encourage student self-expression and individuality in the classroom.
Cumulative
Frequency Percent Valid Percent Percent
Valid  Strongly Agree 1629 54.2 54.2 54.2
Agree 363 31.3 31.3 85.5
Disagree 129 11.1 11.1 96.6
Strongly Disagree 39 3.4 3.4 100.0
Total 1160 100 100
Am lenient and flexible when it comes to enforcing rules and expectations.
Cumulative
Frequency Percent Valid Percent Percent
Valid  Strongly Agree 501 43.2 43.2 43.2
Agree 329 28.4 28.4 71.6
Disagree 288 24.8 24.8 06.4
Strongly Disagree 122 10.5 10.5 100.0
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Total

1160

100

100

Give students a high degree of freedom in making choices about their learning.

Cumulative
Frequency Percent Valid Percent Percent
Valid  Strongly Agree 421 36.3 36.3 36.3
Agree 393 33.9 33.9 70.2
Disagree 226 19.5 19.5 89.7
Strongly Disagree 119 10.3 10.3 100.0
Total 1160 100 100
Effectively address disruptions and maintain order in the classroom.
Cumulative
Frequency Percent Valid Percent Percent
Valid  Strongly Agree |638 55.0 55.0 55.0
Agree 303 26.1 26.1 81.1
Disagree 198 17.1 17.1 08.2
Strongly Disagree 21 1.8 1.8 100.0
Total 1160 100 100
Set clear and non-negotiable rules and expectations for student behaviour.
Cumulative
Frequency Percent Valid Percent Percent
Valid  Strongly Agree 473 40.8 40.8 40.8
Agree 440 37.9 37.9 78.7
Disagree 144 12.4 12.4 01.1
Strongly Disagree 103 8.9 8.9 100.0
Total 1160 100 100
Promote a focused and task-oriented learning environment.
Cumulative
Frequency Percent Valid Percent Percent
Valid  Strongly Agree 589 50.8 50.8 50.8
Agree 342 29.5 29.5 80.3
Disagree 180 15.5 15.5 05.8
Strongly Disagree 49 4.2 4.2 100.0
Total 1160 100 100
Value and nurture positive relationships with students
Cumulative
Frequency Percent Valid Percent Percent
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Valid  Strongly Agree 717 61.8 61.8 61.8
Agree 335 28.9 28.9 90.7
Disagree 86 7.4 7.4 08.1
Strongly Disagree 21 1.8 1.8 100.0
Total 1160 100 100

Encourage open and honest communication with students

Cumulative
Frequency Percent Valid Percent Percent

Valid  Strongly Agree 604 52.1 52.1 52.1
Agree 430 37.1 37.1 89.2
Disagree 86 7.4 7.4 96.6
Strongly Disagree 39 3.4 3.4 100.0
Total 1160 100 100

Actively seek to build a sense of community and belonging among students

210

Cumulative
Frequency Percent Valid Percent Percent
Valid  Strongly Agree 535 46.1 46.1 46.1
Agree 443 38.2 38.2 84.3
Disagree 140 12.1 12.1 06.4
Strongly Disagree 43 3.7 3.7 100.0
Total 1160 100 100
Encourage collaborative group work and activities among students
Cumulative
Frequency Percent Valid Percent Percent
Valid  Strongly Agree 681 58.7 58.7 58.7
Agree 314 27.1 27.1 85.8
Disagree 140 12.1 12.1 97.9
Strongly Disagree 24 2.1 2.1 100.0
Total 1160 100 100
Actively promote a sense of unity and community among students
Cumulative
Frequency Percent Valid Percent Percent
Valid  Strongly Agree 461 39.7 39.7 39.7




Agree 51 38.9 38.9 78.6
Disagree 187 16.1 16.1 04.7
Strongly Disagree 61 5.3 5.3 100.0
Total 1160 100 100
Emphasize the importance of teamwork and cooperation in the classroom.
Cumulative
Frequency Percent Valid Percent Percent
Valid  Strongly Agree 629 54.2 54.2 54.2
Agree 314 27.1 27.1 81.3
Disagree 103 8.9 8.9 90.2
Strongly Disagree 113 9.7 9.7 100.0
Total 1160 100 100
Set clear and consistent rules and expectations for student behaviour.
Cumulative
Frequency Percent Valid Percent Percent
Valid  Strongly Agree 336 67.2 67.2 67.2
Agree 126 25.3 25.3 92.5
Disagree 32 6.3 6.3 08.8
Strongly Disagree 7 1.3 1.3 100.0
Total 500 100 100
Effectively manage disruptions and maintain order in the classroom
Cumulative
Frequency Percent Valid Percent Percent
Valid  Strongly Agree 253 50.6 50.6 50.6
Agree 147 29.4 29.4 80.0
Disagree 70 14.1 14.1 94.1
Strongly Disagree 30 5.9 5.9 100.0
Total 500 100 100
Use a direct and firm communication style with students.
Cumulative
Frequency Percent Valid Percent Percent
Valid  Strongly Agree 289 57.8 57.8 57.8
Agree 156 31.3 31.3 89.1
Disagree 33 6.6 6.6 05.6
Strongly Disagree 22 4.4 4.4 100.0
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Total

ls00

100

100

Encourage student self-expression and individuality in the classroom.

Cumulative
Frequency Percent Valid Percent Percent
Valid  Strongly Agree 282 56.3 56.3 56.3
Agree 130 25.9 25.9 82.2
Disagree 74 14.7 14.7 96.9
Strongly Disagree 16 3.1 3.1 100.0
Total 500 100 100
Am lenient and flexible when it comes to enforcing rules and expectations.
Cumulative
Frequency Percent Valid Percent Percent
Valid  Strongly Agree 208 41.6 41.6 41.6
Agree 148 29.7 29.7 71.3
Disagree 102 20.3 20.3 01.6
Strongly Disagree 42 8.4 8.4 100.0
Total 500 100 100

Give students a high de

ree of freedom in making choices about their learning.
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Cumulative
Frequency Percent Valid Percent Percent
Valid  Strongly Agree 219 43.8 43.8 43.8
Agree 167 33.4 33.4 77.2
Disagree 70 14.1 14.1 01.3
Strongly Disagree 44 8.8 8.8 100.0
Total 500 100 100
Effectively address disruptions and maintain order in the classroom.
Cumulative
Frequency Percent Valid Percent Percent
Valid  Strongly Agree 286 57.2 57.2 57.2
Agree 126 25.3 25.3 82.5
Disagree 72 14.4 14.4 96.9
Strongly Disagree 16 3.1 3.1 100.0
Total 500 100 100
Set clear and non-negotiable rules and expectations for student behaviour.
Cumulative
Frequency Percent Valid Percent Percent
Valid  Strongly Agree 226 45.3 45.3 45.3




Agree 153 30.6 30.6 75.9
Disagree 74 14.7 14.7 90.6
Strongly Disagree 47 0.4 9.4 100.0
Total 500 100 100
Promote a focused and task-oriented learning environment.
Cumulative
Frequency Percent Valid Percent Percent
Valid  Strongly Agree 258 51.6 51.6 51.6
Agree 152 30.3 30.3 81.9
Disagree 70 14.1 14.1 96.0
Strongly Disagree 20 4.1 4.1 100.0
Total 500 100 100
Value and nurture positive relationships with students
Cumulative
Frequency Percent Valid Percent Percent
Valid  Strongly Agree 288 57.5 57.5 57.5
Agree 144 28.7 28.7 86.2
Disagree 47 0.4 9.4 05.6
Strongly Disagree 22 4.4 4.4 100.0
Total 500 100 100
Encourage open and honest communication with students
Cumulative
Frequency Percent Valid Percent Percent
Valid  Strongly Agree 247 49.4 49.4 49.4
Agree 174 34.7 34.7 84.1
Disagree 58 11.6 11.6 05.6
Strongly Disagree 22 4.4 4.4 100.0
Total 500 100 100
Actively seek to build a sense of community and belonging among students
Cumulative
Frequency Percent Valid Percent Percent
Valid  Strongly Agree 244 48.8 48.8 48.8
Agree 182 36.3 36.3 85.1
Disagree 47 9.4 9.4 94.5
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Strongly Disagree

Total

28
1160

5.6
100

5.6
100

‘100.0

Encourage collaborative group work and activities among students

Cumulative
Frequency Percent Valid Percent Percent
Valid  Strongly Agree 282 56.3 56.3 56.3
Agree 130 25.9 25.9 82.2
Disagree 70 14.1 14.1 96.3
Strongly Disagree 19 3.8 3.8 100.0
Total 500 100 100
Actively promote a sense of unity and community among students
Cumulative
Frequency Percent Valid Percent Percent
Valid  Strongly Agree 228 45.6 45.6 45.6
Agree 175 35.0 35.0 80.6
Disagree |69 13.8 13.8 04.4
Strongly Disagree 28 5.6 5.6 100.0
Total 500 100 100
Emphasize the importance of teamwork and cooperation in the classroom.
Cumulative
Frequency Percent Valid Percent Percent
Valid  Strongly Agree 272 54.4 54.4 54.4
Agree 114 22.8 22.8 77.2
Disagree |66 13.1 13.1 90.3
Strongly Disagree 48 9.7 9.7 100.0
Total 500 100 100
Regularly work longer hours than my contracted teaching time.
Cumulative
Frequency Percent Valid Percent Percent
Valid  Strongly Agree 780 67.2 67.2 67.2
Agree 293 25.3 25.3 92.5
Disagree 73 6.3 6.3 08.8
Strongly Disagree 15 1.3 1.3 100.0
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Total 1160 100 100

Find it challenging to balance my teaching responsibilities with my personal life due to
excessive work hours

Cumulative
Frequency Percent Valid Percent Percent
Valid  Strongly Agree 587 50.6 50.6 50.6
Agree 341 29.4 29.4 80.0
Disagree 164 14.1 14.1 94.1
Strongly Disagree 68 5.9 5.9 100.0
Total 1160 100 100
Feel that my workload negatively affects my overall job satisfaction.
Cumulative
Frequency Percent Valid Percent Percent
Valid  Strongly Agree 1670 57.8 57.8 57.8
Agree 363 31.3 31.3 89.1
Disagree 77 6.6 6.6 05.6
Strongly Disagree S1 4.4 4.4 100.0
Total 1160 100 100
Work on weekends to keep up with my teaching responsibilities
Cumulative
Frequency Percent Valid Percent Percent
Valid  Strongly Agree 653 56.3 56.3 56.3
Agree 300 25.9 25.9 82.2
Disagree 171 14.7 14.7 96.9
Strongly Disagree 36 3.1 3.1 100.0
Total 1160 100 100

Believe that more manageable workload would lead to improved teacher well-being and

student outcomes.

Cumulative
Frequency Percent Valid Percent Percent
Valid  Strongly Agree 483 41.6 41.6 41.6
Agree 345 29.7 29.7 71.3
Disagree 235 20.3 20.3 01.6
Strongly Disagree 197 8.4 8.4 100.0
Total 1160 100 100
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Find it challenging to provide individualized attention to each student due to the large class

size
Cumulative
Frequency Percent Valid Percent Percent
Valid  Strongly Agree 664 57.2 57.2 57.2
Agree 293 25.3 25.3 82.5
Disagree 167 14.4 14.4 96.9
Strongly Disagree 36 3.1 3.1 100.0
Total 1160 100 100
Believe that smaller class sizes would lead to better student outcomes
Cumulative
Frequency Percent Valid Percent Percent
Valid  Strongly Agree 525 45.3 45.3 45.3
Agree 355 30.6 30.6 75.9
Disagree 171 14.7 14.7 90.6
Strongly Disagree 109 0.4 9.4 100.0
Total 1160 100 100

Believe that reducing class sizes would improve both teacher well-being and student
learning experiences.

Cumulative
Frequency Percent Valid Percent Percent
Valid  Strongly Agree 599 51.6 51.6 51.6
Agree 351 30.3 30.3 81.9
Disagree 164 14.1 14.1 96.0
Strongly Disagree 48 4.1 4.1 100.0
Total 1160 100 100

Believe that the current class size hinders my ability to address the diverse learning needs of

students.
Cumulative
Frequency Percent Valid Percent Percent
Valid  Strongly Agree 667 57.5 57.5 57.5
Agree 333 28.7 28.7 86.2
Disagree 110 0.5 9.5 95.7
Strongly Disagree 51 4.4 4.4 100.0
Total 1160 100 100
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Feel overwhelmed by the demands of teaching a large class.

Cumulative
Frequency Percent Valid Percent Percent
Valid  Strongly Agree 573 49.4 49.4 49.4
Agree 403 34.7 34.7 84.1
Disagree 135 11.6 11.6 05.6
Strongly Disagree 51 4.4 4.4 100.0
Total 1160 100 100
Regularly work longer hours than my contracted teaching time.
Cumulative
Frequency Percent Valid Percent Percent
Valid  Strongly Agree 228 45.5 45.5 45.5
Agree 148 29.7 29.7 75.2
Disagree 84 16.8 16.8 92.0
Strongly Disagree 40 7.9 7.9 100.0
Total 500 100 100

Find it challenging to balance my teaching responsibilities with my personal life due to

excessive work hours

Cumulative
Frequency Percent Valid Percent Percent
Valid  Strongly Agree 112 22.4 22.4 22.4
Agree 180 36.1 36.1 58.5
Disagree 141 28.2 28.2 86.7
Strongly Disagree 67 13.4 13.4 100.0
Total 500 100 100
Feel that my workload negatively affects my overall job satisfaction.
Cumulative
Frequency Percent Valid Percent Percent
Valid  Strongly Agree 172 34.5 34.5 34.5
Agree 116 23.2 23.2 57.7
Disagree 146 29.2 29.2 86.9
Strongly Disagree 66 13.2 13.2 100.0
Total 500 100 100
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Work on weekends to keep up with my teaching responsibilities

Cumulative
Frequency Percent Valid Percent Percent
Valid  Strongly Agree 84 16.8 16.8 16.8
Agree 187 37.4 37.4 54.2
Disagree 136 27.1 27.1 81.3
Strongly Disagree 94 18.7 18.7 100.0
Total 500 100 100

Believe that more manageable workload would lead to improved teacher well-being and
student outcomes.

Cumulative
Frequency Percent Valid Percent Percent
Valid  Strongly Agree 240 47.9 47.9 47.9
Agree 169 33.9 33.9 81.8
Disagree |68 13.7 13.7 95.5
Strongly Disagree 22 4.5 4.5 100.0
Total 500 100 100

Find it challenging to provide individualized attention to each student due to the large class

size
Cumulative
Frequency Percent Valid Percent Percent
Valid  Strongly Agree 222 44.5 44.5 44.5
Agree [o4 18.7 18.7 63.2
Disagree 121 24.2 24.2 87.4
Strongly Disagree 63 12.6 12.6 100.0
Total 500 100 100

Believe that reducing class sizes would improve both teacher well-being and student
learning experiences.

Cumulative
Frequency Percent Valid Percent Percent
Valid  Strongly Agree 208 41.6 41.6 41.6
Agree 128 25.5 25.5 67.1
Disagree 120 23.9 23.9 01.0
Strongly Disagree 45 8.9 8.9 100.0
Total 500 100 100
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Believe that the current class size hinders my ability to address the diverse learning needs of
students.

Cumulative
Frequency Percent Valid Percent Percent
Valid  Strongly Agree 104 20.8 20.8 20.8
Agree 159 31.8 31.8 52.6
Disagree 144 28.9 28.9 81.5
Strongly Disagree 92 18.4 18.4 100.0
Total 500 100 100
Model Summary ISS.
Adjusted R |Std. Error of Cumulative
Model |R R Square |Square the Estimate Valid Percent Percent
1 2482 .062 051 1.93515 34.7 34.7
a. Predictors:  (Constant), ~Work  Load pg 7 64.4
Classroom Management Styles b0.3 ]4.7
15.3 100.0
ANOVA?
Sum of Mean
Model Squares df Square F Sig.
1 Regression | 1671.823 2 835.9115 479.665 |.000°
Residual 1214.666 1657 1.7427
Total 2886.489 1659
a. Dependent Variable: Teachers Performance
b. Predictors: (Constant), Classroom Management Styles, Workload
Coefficients®
Unstandardized Standardized
Coefficients Coefficients
Model B Std. Error [ Beta t Sig.
1 (Constant) 2.390 13.826 173 .000
Teachers  classroom_{ o, 310 217 2959 |.000
management
Work Load -.157 .084 -.137 -1.865 .002

a. Dependent Variable: Teachers Performance

Gender
Valid Cumulative
Frequency | Percent Percent Percent
Valid Male 117 36.6 36.6 36.6
Female 203 63.4 63.4 100.0
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Total 320]  100.0]

100.0
Age Range
Valid Cumulative
Frequency | Percent Percent Percent
Valid Less than 30 114 156 156 156
years
31 - 40 years 132 413 413 76.9 \
41 - 50 years 65 20.3 20.3 97.2 DQ
Above 50 years 9 2.8 2.8 100.0 |
Total 320 100.0 100.0
<
RS
Academic Qualifications
Valid Cumulative
Frequency | Percent Percent Percent
Valid NCE 63 19.7 19.7 19.7
OND 27 8.4 8.4 28.1
HND 53 16.6 16.6 44.7
BACHELOR
DEGREES 126 394 394 84.1
MASTER DEGREES 47 14.7 14.7 98.8
DOCTORATE (Ph.D
DEGREES ( ) 4 1.3 1.3 100.0
Total — 320 100.0 100.0
VA
Years of Experience
Valid Cumulative
Frequency | Percent Percent Percent
Valid Less than 10 191 597 597 597
years
11 - 20 years 111 34.7 34.7 94.4
21 - 30 years 16 5.0 5.0 99.4
Above 30 years 2 .6 .6 100.0
Total 320 100.0 100.0

Marital Status
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Valid Cumulative
Frequency | Percent Percent Percent
Valid Single 95 29.7 29.7 29.7
Married 217 67.8 67.8 97.5
Divorce 3 9 9 98.4
d
Widow 3 9 9 99.4
:v“iowe 2 6 6 100.0 é
Total 320 100.0 100.0 < 0
K
Instructional Job Performance 1 \
Valid Cumulative
Frequency | Percent Percent Percent
Valid Always
248 77.5 77.5 77.5
(AL)
Seldom
67 20.9 20.9 98.4
(SE)
Rarely (RA) 2 .6 .6 99.1
Never (NE) 3 9 9 100.0
Total 320 100.0 100.0
»
R\
Instructional Job Performance 2
Valid Cumulative
Frequency | Percent Percent Percent
Valid Always 148| 463 46.3 46.3
(AL)
Seldom
148 46.3 46.3 92.5
(SE)
Rarely (RA) 23 7.2 7.2 99.7
Never (NE) 1 3 3 100.0
Total 320 100.0 100.0
Instructional Job Performance 3
Valid Cumulative
Frequency | Percent Percent Percent
Valid Always 204 63.7 63.7 63.7




(AL)
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Seldom
87 27.2 27.2 90.9
(SE)
Rarely (RA) 25 7.8 7.8 98.8
Never (NE) 4 1.3 1.3 100.0
Total 320 100.0 100.0
Instructional Job Performance 4
Valid Cumulative
Frequency | Percent Percent Percent
Valid Always
182 56.9 56.9 56.9
(AL)
Seldom
109 34.1 34.1 90.9
(SE)
Rarely (RA) 25 7.8 7.8 98.8
Never (NE) 4 1.3 1.3 100.0
Total 320 100.0 100.0
AN
Instructional Job Performance 5
Valid Cumulative
Frequency | Percent Percent Percent
Valid Always 184 575 57.5 57.5
(AL)
Seldom
94 294 294 86.9
(SE)
Rarely (RA) 34 10.6 10.6 97.5
Never (NE) 8 2.5 2.5 100.0
Total 320 100.0 100.0
A%
Administrative Job Performance 1
Valid Cumulative
Frequency | Percent Percent Percent
Valid Always
206 64.4 64.4 64.4
(AL)
Seldom 81 25.3 25.3 89.7




(SE)

Rarely (RA) 28 8.8 8.8 98.4
Never (NE) 5 1.6 1.6 100.0
Total 320 100.0 100.0
Administrative Job Performance 2
Valid Cumulative
Frequency | Percent Percent Percent
Valid Always 175 547 547 547
(AL)
Seldom
106 33.1 33.1 87.8
(SE)
Rarely (RA) 28 8.8 8.8 96.6
Never (NE) 11 34 34 100.0
Total 320 100.0 100.0
O
a0
Administrative Job Performance 3
Valid Cumulative
Frequency | Percent Percent Percent
Valid Always
184 57.5 57.5 57.5
(AL)
Seldom
98 30.6 30.6 88.1
(SE)
Rarely (RA) 29 9.1 9.1 97.2
Never (NE) 9 2.8 2.8 100.0
Total 320 100.0 100.0
\ ,6
Administrative Job Performance 4
Valid Cumulative
Frequency | Percent Percent Percent
Valid Always 168 525 525 525
(AL)
Seldom
110 34.4 34.4 86.9
(SE)
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Rarely (RA) 25 7.8 7.8 94.7
Never (NE) 17 53 53 100.0
Total 320 100.0 100.0
Administrative Job Performance 5
Valid Cumulative *
Frequency | Percent Percent Percent OQ
Valid Always 172 53.8 53.8 53.8 ( )
(AL)
N
Seldom
103 32.2 32.2 85.9
(SE)
Rarely (RA) 31 9.7 9.7 95.6
Never (NE) 14 4.4 4.4 100.0
Total 320 100.0 100.0
N
Authoritative Style 1
Valid Cumulative
Frequency | Percent Percent Percent
Valid Always
215 67.2 67.2 67.2
(AL)
Seldom
81 25.3 25.3 92.5
(SE)
Rarely (RA) 20 6.3 6.3 98.8
Never (NE) 4 1.3 1.3 100.0
Total 320 100.0 100.0
QO
Authoritative Style 2
Valid Cumulative
Frequency | Percent Percent Percent
Valid Always
162 50.6 50.6 50.6
(AL)
Seldom
94 294 294 80.0
(SE)
Rarely (RA) 45 14.1 14.1 94.1



Never (NE) 19 59 59 100.0
Total 320 100.0 100.0
Authoritative Style 3
Valid Cumulative
Frequency | Percent Percent Percent \
Valid Always 185|  57.8 57.8 57.8 OQ
(AL) (
Seldom
100 31.3 31.3 89.1
(SE) N
Rarely (RA) 21 6.6 6.6 95.6
Never (NE) 14 4.4 4.4 100.0
Total 320 100.0 100.0
Q7
Permissive Style 1
Valid Cumulative
Frequency | Percent Percent Percent
Valid Always
180 56.3 56.3 56.3
(AL)
Seldom
83 25.9 25.9 82.2
(SE)
Rarely (RA) 47 14.7 14.7 96.9
Never (NE) 10 3.1 3.1 100.0
Total 320 100.0 100.0
RS
Permissive Style 2
Valid Cumulative
Frequency | Percent Percent Percent
Valid Always
133 41.6 41.6 41.6
(AL)
Seldom
95 29.7 29.7 71.3
L (SE)
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Rarely (RA) 65 20.3 20.3 91.6
Never (NE) 27 8.4 8.4 100.0
Total 320 100.0 100.0
Permissive Style 3
Valid Cumulative
Frequency | Percent Percent Percent
Valid Always *
140 43.8 43.8 43.8
(AL) OQ
1d
Seldom 107|  33.4 33.4 772 (/
(SE) N
Rarely (RA) 45 14.1 14.1 91.3
Never (NE) 28 8.8 8.8 100.0
Total 320 100.0 100.0
Assertive Style 1
Valid Cumulative
Frequency | Percent Percent Percent
Valid Always 183|572 572 572
(AL)
Seldom
&1 25.3 25.3 82.5
(SE)
Rarely (RA) 46 14.4 14.4 96.9
Never (NE) 10 3.1 3.1 100.0
Total ‘?\ 320 100.0 100.0
Assertive Style 2
Valid Cumulative
Frequency | Percent Percent Percent
Valid Always
145 453 453 453
(AL)
Seldom
98 30.6 30.6 75.9
(SE)
Rarely (RA) 47 14.7 14.7 90.6
Never (NE) 30 94 94 100.0



320]  100.0]

Total 100.0
Assertive Style 3
Valid Cumulative
Frequency | Percent Percent Percent
Valid Always
165 51.6 51.6 51.6
(AL) A
Seldom Q
97 30.3 30.3 81.9
(SE) < Q
Rarely (RA) 45 14.1 14.1 95.9
Never (NE) 13 4.1 4.1 100.0 [*
Total 320 100.0 100.0
O
Relationship-Based Style 1
Valid Cumulative
Frequency | Percent Percent Percent
Valid Always
184 57.5 57.5 57.5
(AL)
Seldom
92 28.7 28.7 86.3
(SE)
Rarely (RA) 30 9.4 9.4 95.6
Never (NE) 14 4.4 4.4 100.0
Total 320 100.0 100.0
N\J
A A\\
Relationship-Based Style 2
Valid Cumulative
Frequency | Percent Percent Percent
Valid Always 158  49.4 49.4 49.4
(AL)
Seldom
111 34.7 34.7 84.1
(SE)
Rarely (RA) 37 11.6 11.6 95.6
Never (NE) 14 4.4 4.4 100.0
Total 320 100.0 100.0
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Relationship-Based Style 3

Valid Cumulative
Frequency | Percent Percent Percent
Valid Always 156|  48.8 48.8 48.8
(AL) *
Seldom Q
116 36.3 36.3 85.0
Q
Rarely (RA) 30 9.4 9.4 94.4 (J
Never (NE) 18 5.6 5.6 100.0 \,
Total 320 100.0 100.0 —
(\\
Group-Based Style 1
Valid Cumulative
Frequency | Percent| Percent Percent
Valid Always
180 56.3 56.3 56.3
(AL)
Seldom 83| 259 25.9 82.2
(SE)
Rarely (RA) 45 14.1 14.1 96.3
Never (NE) 12 3.8 3.8 100.0
Total 320 100.0 100.0
N
Group-Based Style 2
Valid Cumulative
Frequency | Percent Percent Percent
Valid Always
146 45.6 45.6 45.6
(AL)
Seldom
112 35.0 35.0 80.6
(SE)
Rarely (RA) 44 13.8 13.8 94.4
Never (NE) 18 5.6 5.6 100.0
Total 320 100.0 100.0
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Group-Based Style 3

Valid Cumulative
Frequency | Percent Percent Percent
Valid Always 174|544 54.4 54.4
(AL)
Seldom
73 22.8 22.8 77.2
(SE)
Rarely (RA) 42 13.1 13.1 90.3
Never (NE) 31 9.7 9.7 100.0
Total 320 100.0 100.0
Work Time 1 &\
Valid Cumulative
Frequency | Percent Percent Percent
Valid Always
150 46.9 46.9 46.9
(AL)
Seldom
81 25.3 25.3 72.2
(SE)
Rarely (RA) 72 22.5 22.5 94.7
Never (NE) 17 53 53 100.0
Total 320 100.0 100.0
O\
Work Time 2
Valid Cumulative
Frequency | Percent Percent Percent
Valid Always
60 18.8 18.8 18.8
(AL)
Seldom
138 43.1 43.1 61.9
(SE)
Rarely (RA) 68 21.3 21.3 83.1
Never (NE) 54 16.9 16.9 100.0
Total 320 100.0 100.0
Work Time 3
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Valid Cumulative
Frequency | Percent Percent Percent
Valid Always
106 33.1 33.1 33.1
(AL)
Seldom
83 259 259 59.1
(SE)
Rarely (RA) 80 25.0 25.0 84.1
Never (NE) 51 15.9 15.9 100.0
Total 320 100.0 100.0
Work Time 4
Valid Cumulative
Frequency | Percent Percent Percent
Valid Always
77 24.1 24.1 24.1
(AL)
Seldom
112 35.0 35.0 59.1
(SE)
Rarely (RA) 86 26.9 26.9 85.9
Never (NE) 45 14.1 14.1 100.0
Total 320 100.0 100.0
\\
A\
Work Time 5
Frequenc Valid Cumulative
y Percent Percent Percent
Valid Always 146  45.6 45.6 45.6
(AL)
Seldom
94 294 294 75.0
(SE)
Rarely (RA) 59 18.4 18.4 93.4
Never (NE) 21 6.6 6.6 100.0
Total 320 100.0 100.0

Class Size 1
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Frequenc Valid Cumulative
y Percent Percent Percent
Valid Always
157 49.1 49.1 49.1
(AL)
Seldom 64| 200 20.0 69.1
(SE)
Rarely (RA) 54 16.9 16.9 85.9
Never (NE) 45 14.1 14.1 100.0
Total 320 100.0 100.0
Class Size 2
Frequenc Valid Cumulative
y Percent Percent Percent
Valid Always
118 36.9 36.9 36.9
(AL)
Seldom
146 45.6 45.6 82.5
(SE)
Rarely (RA) 35 10.9 10.9 93.4
Never (NE) 21 6.6 6.6 100.0
Total 320 100.0 100.0
\\\
SO
Class Size 3
Frequenc Valid Cumulative
y Percent Percent Percent
Valid Always
173 54.1 54.1 54.1
(AL)
Seldom
79 24.7 24.7 78.8
(SE)
Rarely (RA) 50 15.6 15.6 94.4
Never (NE) 18 5.6 5.6 100.0
Total 320 100.0 100.0
Class Size 4
Frequenc Valid Cumulative
y Percent Percent Percent
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Valid Always
( AL)y 71| 222 222 222
Seldom
(SE) 112 35.0 35.0 57.2
Rarely (RA) 69 21.6 21.6 78.8
Never (NE) 68 21.3 21.3 100.0
Total 320 100.0 100.0 \
Class Size 5 QQ
Frequenc Valid Cumulative (J
y Percent Percent Percent
Valid é‘iVLV;‘yS 21 378 37.8 37.8
Seldom
(SE) 70 21.9 21.9 59.7
Rarely (RA) 67 20.9 20.9 80.6
Never (NE) 62 19.4 19.4 100.0
Total 320 100.0 100.0
\ A4
Classroom Management Style and Workload 1
Frequenc Valid Cumulative
y Percent Percent Percent
Valid Strongly Agree
(SA) 245 76.6 76.6 76.6
Agree (AG) 71 222 222 98.8
Disagree (DA) 4 1.3 1.3 100.0
Total 320 100.0 100.0
O
Classroom Management Style and Workload 2
Frequenc Valid Cumulative
y Percent Percent Percent
Valid Strongly Agree (SA) 152 47.5 47.5 47.5
Agree (AG) 155 48.4 48.4 95.9
Disagree (DA) 9 2.8 2.8 98.8
(Sstg’;lgly Disagree 4 1.3 1.3 100.0

232




Total

320|

100.0|

100.0

Classroom Management Style and Workload 3

Frequenc Valid Cumulative
y Percent Percent Percent
Valid Strongly Agree (SA) 219 68.4 68.4 68.4
Agree (AG) 88 27.5 27.5 95.9
Disagree (DA) 9 2.8 2.8 98.8
Strongly Disagree
(SD) 4 1.3 1.3 100.0
Total 320 100.0 100.0
Classroom Management Style and Workload 4
Frequenc Valid Cumulative
y Percent Percent Percent
Valid Strongly Agree (SA) 161 50.3 50.3 50.3
Agree (AG) 142 44 4 44 4 94.7
Disagree (DA) 10 3.1 3.1 97.8
Strongly Disagree
(SD) 7 2.2 2.2 100.0
Total 320 100.0 100.0
Classroom Management Style and Workload 5
Frequenc Valid Cumulative
y Percent Percent Percent
Valid Strongly Agree (SA) 191 59.7 59.7 59.7
Agree (AG) 114 35.6 35.6 95.3
Disagree (DA) 11 34 34 98.8
(Sstg’;lgly Disagree 4 1.3 1.3 100.0
Total 320 100.0 100.0
Classroom Management Style and Workload 6
Frequenc Valid Cumulative
y Percent Percent Percent
| Valid_ Strongly Agree (SA) 193 60.3 60.3 60.3
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Agree (AG) 113 35.3 35.3 95.6
Disagree (DA) 13 4.1 4.1 99.7
Strongly Disagree
1 3 3 100.0
(SD)
Total 320 100.0 100.0
Classroom Management Style and Workload 7
Frequenc Valid Cumulative
y Percent Percent Percent
Valid Strongly Agree (SA) 108 33.8 33.8 33.8
Agree (AG) 106 33.1 33.1 66.9
Disagree (DA) 90 28.1 28.1 95.0
Strongly Disagree
16 5.0 5.0 100.0
(SD)
Total 320 100.0 100.0
Classroom Management Style and Workload 8
Frequenc Valid Cumulative
y Percent Percent Percent
Valid Strongly Agree (SA) 79 24.7 24.7 24.7
Agree (AG) 94 29.4 29.4 54.1
Disagree (DA) 81 253 253 79.4
Strongly Disagree 66|  20.6 20.6 100.0
(SD)
Total 320 100.0 100.0
Classroom Management Style and Workload 9
Frequenc Valid Cumulative
y Percent Percent Percent
Valid Strongly Agree (SA) 91 28.4 28.4 28.4
Agree (AG) 84 26.3 26.3 54.7
Disagree (DA) 100 31.3 31.3 85.9
Strongly Disagree
45 14.1 14.1 100.0
(SD)
Total 320 100.0 100.0
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Classroom Management Style and Workload 10

Frequenc Valid Cumulative
y Percent Percent Percent
Valid Strongly Agree (SA) 87 27.2 27.2 27.2
Agree (AG) 72 22.5 22.5 49.7
Disagree (DA) 93 29.1 29.1 78.8
(S;g’;lgly Disagree 68| 213 213 100.0 \
Total 320 100.0 100.0 2‘
(VY

Sender

Y

Age Range

B Less than 30 vears
H =31 - 40 years

a1 - S0 years

B fpowve SO vears
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HAcademic Qualifications

B 5o CcHELOR DEGREES
COmMasTER DEGREES

DOoOCTORATE (Ph.D»
B pEEREES £ 2

wears of Experience

Less than 10 years
B - z0 years

=1 - 30 years

B ~oove S0 years

[ ]
JQ
Marital Status
I =singls
|

rErriec
1 Divorced

E vicionwr er
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Descriptive Statistics

Std.
Minimu [ Maxim Deviatio | Varian
N m um Sum | Mean n ce Skewness Kurtosis
Statisti Statisti | Statisti Statisti | Statist |  Std. Std.

C Statistic | Statistic C C Statistic C 1c Error Statistic Error
;OBPERINST 320 1.00 2.80| 476.60| 1.4894 38841 151 1.130 136 1.091 272
L(\I)BPERADM 320 1.00 3.40] 509.60( 1.5925 .52422 2751 1.356 .136 1.496 272
gUTHOSTYL 320 1.00 4.00( 506.00| 1.5813 59517 3541 1.754 136 3.283 272
PERMISTYLE 320 1.00 4.00( 584.67| 1.8271 73758 5441 1.093 .136 425 272
ﬁSSERTSTY 320 1.00 4.00( 557.00| 1.7406 .68197 465] 1.017 .136 .294 272
EELATSTYL 320 1.00 4.00( 537.00| 1.6781 .62420 .390( 1.290 .136 1.207 272
](;JROUPSTYL 320 1.00 4.00( 557.67| 1.7427 74707 5581 1.022 136 .039 272
WORKTIME 320 1.00 3.80] 680.40| 2.1262 .69214 479 367 .136 -1.018 272
CLASSSIZE 320 1.00 4.00( 652.60| 2.0394 .69450 482 488 .136 -.701 272
STYLEWORK

320 1.00 3.40| 572.40| 1.7887 140343 1631 390 .136 -313 272
LOAD
EETAUOBP 320 1.00 2.80| 493.10| 1.5409 40751 .166| 1.136 136 .642 272
TOTALMGTS

320 1.00 327| 548.47| 1.7140 46345 215 .660 136 -.559 272
TYLE
TOTALWOR
KLOAD 320 1.00 3.70| 666.50( 2.0828 .58614 3441 310 136 -.838 272
Valid N

320
(listwise)

Reliability Statistics

Cronbach's
Alpha

N of Items
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511 5
Item-Total Statistics
Corrected Cronbach's
Scale Mean if | Scale Variance | Item-Total Alpha if Item
Item Deleted |if Item Deleted| Correlation Deleted
Instructional Job 6.1969 3 544 -016 .592
Performance 1
Instructional Job 58312 2761 290 451
Performance 2
Instructional Job 590812 21351 441 343
Performance 3
I ional
nstructional Job 59125 7 695 261 469
Performance 4
Instructional Job 5 8656 2192 421 .348
Performance 5
QY
Reliability Statistics \Q’b
Cronbach's \
Alpha N of Items '@
681 5 \('J
R\
Item-Total Statistics
Corrected Cronbach's
Scale Mean if | Scale Variance [ Item-Total | Alpha if Item
Item Deleted [if Item Deleted | Correlation Deleted
Administrative Job 6.4875 4.909 451 625
Performance 1
Administrative Job 63531 4919 380 .654
Performance 2
Administrative Job 6.3906 4.646 489 607
Performance 3
Administrative Job
ministrative Jo 6.3031 4.720 398 .648
Performance 4
Admini )
dministrative Job 63156 4.543 464 617
Performance 5
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Reliability Statistics

Cronbach's
Alpha N of Items
815 15
Item-Total Statistics
Corrected Cronbach's
Scale Mean if | Scale Variance | Item-Total Alpha if Item
Item Deleted |if Item Deleted | Correlation Deleted
Authoritative Style 1 24.2938 46.634 137 .820
Authoritative Style 2 23.9563 40.669 .589 793
Authoritative Style 3 24.1344 45.295 222 817
Permissive Style 1 24.0625 43.990 324 811
Permissive Style 2 23.7531 44.174 246 818
Permissive Style 3 23.8313 42.730 374 .809
Assertive Style 1 24.0750 42.747 442 .804
Assertive Style 2 23.8281 41.127 495 .800
Assertive Style 3 24.0031 42.436 462 .802
lfela“onShlp'Based Style 24.1031 43.604 367 809
gela“onShlp'Based Style 24.0000 42.953 425 805
?elatwmhlp -Based Style 23.9906 42304 476 801
Group-Based Style 1 24.0563 41.370 564 795
Group-Based Style 2 23.9156 40.316 .645 789
Group-Based Style 3 23.9281 39.446 .620 789
Reliability Statistics
Cronbach's
Alpha N of Items
742 5
Item-Total Statistics
Scale Mean if | Scale Variance Corrected Cronbach's
Item Deleted |if Item Deleted | Item-Total Alpha if Item
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Correlation Deleted
Work Time 1 8.7687 8.203 533 .687
Work Time 2 8.2688 7.583 .643 .644
Work Time 3 8.3938 7.055 .655 .634
Work Time 4 8.3219 8.282 477 707
Work Time 5 8.7719 9.675 242 785
Reliability Statistics \
Cronbach's Q
Alpha N of Items QJO
707 5 /\
O
Item-Total Statistics
Corrected Cronbach's
Scale Mean if | Scale Variance | Item-Total Alpha if Item
Item Deleted |if Item Deleted | Correlation Deleted
Class Size 1 8.2375 7.962 460 .662
Class Size 2 8.3250 9.468 355 .698
Class Size 3 8.4687 8.946 410 .680
Class Size 4 7.7781 7.860 521 .634
Class Size 5 7.9781 7.175 .579 .605
S
Reliability Statistics AQ/\
Cronbach's N
Alpha N of Items
.675 10
s
N v/
Item-Total Statistics
Corrected Cronbach's
Scale Mean if | Scale Variance | Item-Total Alpha if Item
Item Deleted |if Item Deleted | Correlation Deleted

Classroom Management
Style and Workload 1 16.6406 16.300 -.063 .698
Classroom Management
Style and Workload 2 16.3094 14.315 341 .652
Classroom Management 16.5188 14.971 201 672
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Style and Workload 3
Classroom Management

16.3156 15.120 139 .682
Style and Workload 4
Classroom Management 16.4250 14.621 263 663
Style and Workload 5 ' ' ' '
Classroom Management
Style and Workload 6 16.4437 15.025 197 672
Classroom Management

15.8438 12.634 439 .629
Style and Workload 7
Classroom Management

15.4 11.052 . 592
Style and Workload 8 54688 05 370 >
Classroom Management
Style and Workload 9 15.5781 11.474 534 .603
Classroom Management

15.4438 11.088 .540 .600
Style and Workload 10

Q”
Reliability Statistics Q
Cronbach's &b
Alpha N of Items (b
737 10 @
e Y
Item-Total Statistics
Corrected Cronbach's
Scale Mean if | Scale Variance | Item-Total Alpha if Item
Item Deleted |if Item Deleted | Correlation Deleted

JOBPERINSTR 16.1167 10.102 494 712
JOBPERADMIN 16.0135 9.349 576 .693
AUTHOSTYLE 16.0248 10.264 224 741
PERMISTYLE 15.7790 8.933 452 707
ASSERTSTYLE 15.8654 9.147 451 707
RELATSTYLE 15.9279 8.961 568 .689
GROUPSTYLE 15.8633 8.393 582 .682
WORKTIME 15.4798 10.479 114 762
CLASSSIZE 15.5667 10.396 132 759
iTDYLEWORKLO 15.8173 9.606 .681 .692

Model Summary
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Coefficients

Standardized 95.0% Confidence Interval for
Unstandardized Coefficients | Coefficients B Colli
| B Std. Error Beta t Sig. Lower Bound | Upper Bound | Toler
stant) 729 .109 6.690 .000 S15 944
'HOSTYLE -.127 .046 -.195 -2.768 .006 -218 -.037
MISTYLE -.014 .033 -.026 -418 676 -.079 051
ERTSTYLE .166 .043 291 3.850 .000 .081 250
ATSTYLE 158 .042 254 3.801 .000 076 240
JUPSTYLE .029 .037 .056 77 438 -.045 .103
RKTIME .000 .030 .001 012 991 -.059 .060
SSSIZE .024 .034 .043 720 472 -.042 .090
LEWORKLO 186 .064 193 2.887 .004 .059 312
IVariable: JOBPERINSTR
Adjusted R Std. Error of Durbin-

Model R R Square Square the Estimate Watson

1 5272 278 259 33427 2.032

a. Predictors: (Constant), STYLEWORKLOAD, WORKTIME, AUTHOSTYLE,

RELATSTYLE, CLASSSIZE, PERMISTYLE, GROUPSTYLE,

ASSERTSTYLE

b. Dependent Variable: JOBPERINSTR

ANOVA?
Sum of
Model Squares df Mean Square F Sig
1 Regression 13.374 8 1.672 14.962 .000°
Residual 34.749 311 12
Total 48.124 319

a. Dependent Variable: JOBPERINSTR
b. Predictors: (Constant), STYLEWORKLOAD, WORKTIME, AUTHOSTYLE,
RELATSTYLE, CLASSSIZE, PERMISTYLE, GROUPSTYLE, ASSERTSTYLE

Residuals Statistics
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Minimum | Maximum | Mean | Std. Deviation N
Predicted Value 1.0823 2.3256 1.4894 20476 320
Residual -.70897 1.05378 .00000 .33005 320
Std. Predicted Value -1.988 4.084 .000 1.000 320
Std. Residual -2.121 3.152 .000 987 320
a. Dependent Variable: JOBPERINSTR

Model Summary
Adjusted R Std. Error of Durbin-

Model R R Square Square the Estimate Watson
1 .660? 436 421 39875 1.861

a. Predictors: (Constant), STYLEWORKLOAD, WORKTIME, AUTHOSTYLE,
RELATSTYLE, CLASSSIZE, PERMISTYLE, GROUPSTYLE,

ASSERTSTYLE

b. Dependent Variable: JOBPERADMIN

ANOVA?
Sum of
Model Squares df Mean Square F Sig.
1 Regression 38.212 8 4.777 30.041 .000°
Residual 49.450 311 159
Total 87.662 319

a. Dependent Variable: JOBPERADMIN
b. Predictors: (Constant), STYLEWORKLOAD, WORKTIME, AUTHOSTYLE,
RELATSTYLE, CLASSSIZE, PERMISTYLE, GROUPSTYLE, ASSERTSTYLE

Coefficients |
Standardized 95.0% Confidence
Unstandardized Coefficients | Coefficients B

Model B Std. Error Beta t Sig. Lower Bound | U
1 (Constant) 498 130 3.833 .000 242
AUTHOSTYLE -.162 .055 -.184 -2.957 .003 -.270
PERMISTYLE 071 .040 .100 1.800 073 -.007
ASSERTSTYLE 231 051 .300 4.490 .000 130
RELATSTYLE 299 .050 356 6.018 .000 201
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GROUPSTYLE .069 .045 .098 1.539 125 -.019
WORKTIME -.013 .036 -.017 -.357 721 -.084
CLASSSIZE -.028 .040 -.038 -.709 479 -.107
i]];YLEWORKLO 158 .077 122 2.061 .040 .007
a. Dependent Variable: JOBPERADMIN
Residuals Statistics
Minimum | Maximum | Mean [ Std. Deviation N
Predicted Value 9909 2.8726 1.5925 34610 320
Residual -1.19546 1.44473 .00000 39372 320
Std. Predicted Value -1.738 3.699 .000 1.000 320
Std. Residual -2.998 3.623 .000 987 320
a. Dependent Variable: JOBPERADMIN
Model Summary
Adjusted R Std. Error of Durbin-
Model R R Square Square the Estimate Watson
1 6702 449 434 .30646 1.920
a. Predictors: (Constant), STYLEWORKLOAD, WORKTIME, AUTHOSTYLE,
RELATSTYLE, CLASSSIZE, PERMISTYLE, GROUPSTYLE,
ASSERTSTYLE
b. Dependent Variable: TOTALJOBPER
ANOVA?
Sum of
Model Squares df Mean Square F Sig.
1 Regression 23.765 8 2971 31.629 .000°
Residual 29.209 311 .094
Total 52.974 319

a. Dependent Variable: TOTALJOBPER
b. Predictors: (Constant), STYLEWORKLOAD, WORKTIME, AUTHOSTYLE,
RELATSTYLE, CLASSSIZE, PERMISTYLE, GROUPSTYLE, ASSERTSTYLE

Coefficients

I Model

Unstandardized Coefficients

Standardized t

Sig.

95.0% Confidence
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Coefficients B
B Std. Error Beta Lower Bound
(Constant) 614 .100 6.142 .000 417
AUTHOSTYLE -.145 .042 -211 -3.433 .001 -.228
PERMISTYLE .029 .030 .052 943 346 -.031
ASSERTSTYLE 198 .039 332 5.021 .000 120
RELATSTYLE 229 .038 350 5.988 .000 154
GROUPSTYLE .049 .034 .090 1.425 155 -.019
WORKTIME -.006 .028 -.011 -.226 .822 -.061
CLASSSIZE -.002 .031 -.004 -.069 945 -.063
i]]“)YLEWORKLO 172 .059 170 2.916 .004 056
a. Dependent Variable: TOTALJOBPER .
O
Residuals Statistics
Minimum | Maximum | Mean [ Std. Deviation

Predicted Value 1.0564 2.5991 1.5409 27294 320

Residual -.88884 1.04205 .00000 .30260 320

Std. Predicted Value -1.775 3.877 .000 1.000 320

Std. Residual -2.900 3.400 .000 987 320

a. Dependent Variable: TOTALJOBPER

. Av
~\
Model Summary
Adjusted R Std. Error of Durbin-

Model R R Square Square the Estimate Watson

1 .580° 336 332 33311 1.689

a. Predictors: (Constant), TOTALWORKLOAD, TOTALMGTSTYLE

b. Dependent Variable: TOTALJOBPER

ANOVA?
Model Sum of df Mean Square F Sig.



Squares
1 Regression 17.799 2 8.899 80.201 .000°
Residual 35.175 317 A11
Total 52.974 319

a. Dependent Variable: TOTALJOBPER
b. Predictors: (Constant), TOTALWORKLOAD, TOTALMGTSTYLE

Residuals Statistics

A\

Minimum | Maximum | Mean | Std. Deviation
Predicted Value 1.1500 2.3842 1.5409 23621 320
Residual -.89463 1.03292 .00000 .33206 320
Std. Predicted Value -1.655 3.570 .000 1.000 320
Std. Residual -2.686 3.101 .000 .997 320

a. Dependent Variable: TOTALJOBPER

Appendix 11
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Job Performance in Private and Public Secondary Schools Questionnaire (JPPSSQ)

Dear Esteemed Respondent,

This instrument was designed to gather data regarding the research topic stated above.
Rest assured that all information provided will be used exclusively for research purposes and
treated with the utmost confidentiality. Therefore, we kindly request your honest sincere
response to all the items in this instrument. Your participation is highly valued

Yours Sincerely, ’\< 0
The Researcher %
Section A QQ

Instruction

Please, tick the space provided in front of th & that best fit your responses to the
questions below \Q?b
1.  Gender: Male () .Fg&e\( )

)

2.  AgeRange: Less than 3 s ( 31-40years () 41-50( )

Above 50 years ( .$Q

(O8]

Academic Qualﬁ@ion: NCE( ) OND( ) HND( ) B.Sc( ) B.A( )

B.Ed(<)> Se( ) M.Ed( ) PhD( )

4. Yearé( Experience: Less than 10years () 11-20years (  )21-30years ( )

\/%;Qe 30years ()

5. Marital Status: Single () Married( ) Divorced( ) Widow( )

Widower( )
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Section B

This section contains items to collect information from respondents on the level of job
performance, mostly used classroom management style and status of teachers’ workload of
private and public secondary school teachers. Please respond to the statement in the tables
below using the following scale;

Always (AL), Seldom (SE), Rarely (R), Never (N)

Section B1: Items on teachers level of job performance \
S/N Item: AL SE R Q‘l‘&

Instructional Job Performance ( N
1. demonstrates subject-matter expertise and /\V

knowledge. O

AN

2. encourage active participation and critical $

thinking among students. Q

N

3. provide clear and organized instructional

materials {\\
4. make use of a variety of instruct

strategies to engage students.

NS

5. provide timely and constmctiv&t&ﬂaack to

students. N

Administrative Job Pe@‘n}ance
o\

6. maintain accurate p-to-date records of
student attendQ performance.
7. effectivczl %nﬁ, classify and register
stude '&1 ely manner.
>
8. condyct examinations and invigilate them
ing established protocols.

0. \ ficiently processes examination results and
ensures their accuracy.

10. actively participates in students’ welfare
services, such as counseling and support.
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Section B2: Items on teachers’ mostly used classroom management style.

S/N Item: AL SE R
Authoritative Style
1. set clear and consistent rules and
expectations for student behavior
Ay
2. effectively manage disruptions and maintain Q
order in the classroom 0
3. use a direct and firm communication style /\V
with students. O
\ 4
Permissive Style
4. encourage student self-expression and
individuality in the classroom Q
\
5. am lenient and flexible when it com tb}‘
enforcing rules and expectations. %
6. give students a high degree of &fl n
making choices about their learn;' g
Assertive Style \
)
7. effectively address di gons and maintain
order in the classro
AN
8. set clear and\ n ﬁ-negotiable rules and
expectatlorﬂr student behavior
9. prom e afocused and task-oriented learning

6 ent.

@Yionship-based Style

10. Fvalue and nurture positive relationship with
students

1. encourage open and honest communication
with students

12. actively seek to build a sense of community

and belonging among students.
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Group-based Style

13. encourage collaborative group work and

activities among students.
14. actively promote a sense of unity and

community among students.
15. emphasize the importance of teamwork and

cooperation in the classroom.

\
Section B3: Items on status of teachers’ workload < 0
A

S/N | Item: AL NR
I. regularly work longer hours than my -

contracted teaching time. 0

P\

2. find it challenging to balance my teaching \)

responsibilities with my personal life due to™\

excessive work hours. ’b,\
3. feel that my workload negatively af] %my

overall job satisfaction.

\

4. often work on weekends to'l\ with my

teaching responsibilities.

O

5. believe that a mare geable workload

would lead to i N teacher well-being

and student o»t\c\:%

Class Siz

PR

6. fin i&&h}henging to provide individualized

atterition to each student due to the large
1ze.

elieve that smaller class sizes would lead to

7.
better student outcomes.

8. believe that reducing class sizes would
improve both teacher well-being and student
learning experiences.

9. believe that the current class size hinders my

ability to address the diverse learning needs
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of students.

10. often feel overwhelmed by the demands of
teaching a large class.
Section C

This section contains items to collect information from respondents to determine the
influence of classroom management style and teachers’ workload on job performance of

secondary schools. Please respond to the statement in the tables below using the fgllowing
scale; Q
Strongly Agree (SA), Agree(A), Disagree(D), Strongly Disagree(SD) < Q
S/N Item: I perform or don’t perform basic | SA !\ D SD
instructional and administrative job
duties because; ’%
[N

1. I effectively maintain discipline and order in \)

the classroom Q

O\

2. I foster a relaxed and open lea inb‘\

atmosphere. %
3. I enhance accountability and st Tiro)in the

classroom.

B

4. I promote trust and a posﬁ@_;@ﬁcher—student

relationship.
5. I encourage collab @e learning and team

work. 6
6. I pos1t1ve uence student engagement and

learni \
7. ing a heavy workload during the

)4

@ week often results in burnout and
SS.

8. "Excessive working hours impact my ability to
plan and deliver effective lessons.

0. Larger class sizes hinder my capacity to
manage and engage all students effectively.

10. The current class size affects the quality of

education I can provide.
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Appendix I



Pictures of Researcher during Administration of the Instruments
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Pictures showing the Private Schools which researcher visited to administered
Questionnaire

Picture showing Public‘Sécondary School which the researcher visited to administered

Questionnaire (:\\'
O
\®

265



@ _Shoton AWESOME A70

Picture showing the her and respondents dlsplaylng the admmlstered research

instruments. (Ques &n re)

b
&
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-

Pictures showing the trained research assistant during the administration of the
research instruments.
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the responents when administ_ei'ing- questionnaire at Public

-.

Pictures showing
Secondary School

g
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Pictures showing the respondents displaying administered questionnaire at Private
Secondary Schools.
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A. Personal Data
Full Name: Adebanke Gift OGBODO
Home Address: No 8, Harmony Estate, Elebu Road Ibadan.
E-mail Address: adebankeogbodo@gmail.com
Phone Number: 08051974558
Date and Place of Birth: 15" October, 1982. *
Town: Oke-Bola; Q
State of Origin: Oyo State 0
Nationality: Nigerian Q/
Name and Address of Next of Kin: Mr Ogbodo Kenneth Ughenha. No 8, Harmony

Estate, Elebu Road Ibadan. E

B. Educational Background;
Educational Institutions attended with dates and qua@tions obtained.
Lead City University, Ibadan. Q (In view)
University of Ibadan b’b 2017 -2019
Olabisi Onabanjo University, Ago-Iwoye fb 2003 — 2008
Saint Teresa’s College, Oke — Ado Ib@ 1993-1999
Saint Teresa’s Primary School, Osgsami*Road, Ibadan. 1987 — 1993

N

Academic/Professional Qu ﬁa\ions:

PhD in Educational Man% nt (In view)

M.Ed. in Educationa@p gement 2017 -2019

B.Sc. in Econom% 2003 — 2008
ri

Diploma in Industrial and Labour Relations 2001-2002
West Affri .l%x‘%ﬂnation Council 2002
Prima%;c.aertiﬁcate 1993
C. W, %g Experience with Dates:
\&el Private School, Elebu Road, Ibadan. Position: Proprietress
2021-till date.
Ajayi Crowder University, Oyo, Ibadan. (A.C.U).Position: Part-time Lecturer
2018 — 2019
Ascending College, Liberty Road Ibadan. Position: Lecturer. 2019
Rochas Foundation College (RFC) Ibadan. Position: Civic Education Teacher
2011-2017
Awards and Fellowships (If any):
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