Chapter One
Introduction

1.1 Background to the Study

Performance which is a measure of how well an individual completes an assigned job
determines the success or failure of any organisation where he/she works including the
public and private secondary schools. In the school setting, the job performance of teachers
is very vital to the attainment of school goals and objectives. Infact, as a resu@&b}ﬁe roles
which teachers play in impacting the students, there is therefore nee . %e their job

performance as it could affect students' academic achievement in t lq,p}g run.

In the context of this study, teachers’ job is divided into i @s%on and administration.

Teachers' job performance would therefore refer %‘h@vﬁ:ll public and private secondary
school teachers are able to carry out their basic insttuctional and administrative job duties
in compliance or conformity with the stz(ted@i ons, rules and directives issued by a

super ordinate (probably the school or by the demand of the job'.

Teachers’ instructional job p%grmance include - quality delivery of lessons, adequate
'\

planning of lesson n@a s, improvisation and effective use of instructional materials,

proper monitor"%‘QA evaluation of students’ performance and providing regular feed-back

on stud formance. However, their administrative job performance include -

b

ad@@ classifying and registering students, analyzing attendance data, participating in
students’ welfare services, keeping records adequately, invigilating examinations,

processing  examination  results, collating students’ reports and  quality

disciplineofstudents?®3.

In today's competitive society, public and private secondary schools are in need of teachers

who can perform their instructional and administrative job duties well since they are one of



the most important stakeholders in the educational system of any nation*. However, despite
the importance of teachers' job performance in the realization of educational goals, it has
been observed by the researcher that the quality of teachers’ job performance in many
public and private secondary schools in Southwest, Nigeria has been put in doubts in recent
times as it seems that these teachers do not perform their job well. They seem not to attend
promptly to their lessons nor effectively cover the syllabus. Some of them seem to display
poor mastery of subject content, poor use of instructional materials and tardinﬁ(g:hool.

Infact, writing and updating their lesson notes seem to be a boring acts' i%hem. Some
ective

of them hardly carry out their administrative duties including % disciplining of

[ ) “
students. This should become a cause of serious concern to @\i nal stakeholders and

N\
researchers. . Q)
S

Poor job performance of public and private sec@y school teachers could be disastrous
to the entire educational system in the @%‘b and Nigeria at large. Students' failure in
internal and external examinations % major consequence of this problem®. Failure to
address this problem would ead% the production of sub-standard school graduates and
poor intake of these publi nd\private secondary school graduates into tertiary institutions,
or workplaces. H @, hen public and private secondary school teachers perform their
job well, they %kqld be able to groom students into useful living by teaching, training and
modification of their behaviour which would lead to the fulfillment of the goals of the
sc his would also invariably result to the production of manpower for the

educational sector and the society at large.

Few indigenous researches have been able to unravel factors causing the abysmal
performance of public and private secondary teachers at their jobs in Southwest, Nigeria.
Some of these factors include: personality traits and work commitment, professional

development school climate indices, Infrastructural Facilities, Teacher Professionalism and
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Government Support Services® 73919411 Apart from the fact that only few studies have been
carried out on the factors predicting teachers' job performance in Southwest, Nigeria, two
salient factors such as 'workload' and 'job security' have not been given due consideration

which identifies a gap that needs to be addressed.

Teachers' workload is how heavy (overload) or light (underload) the instructional and
administrative duties given to them to complete at a particular time are'?. It is th@e the
sum of all the activities (instructional and administrative) that take the time ublic and
private secondary school teacher. Teachers' instructional and adm@ve workloads,
whether heavy or light have been shown to have a link with thei)q‘\bk)p'érformance. A study
showed that too much workload on teaching and adminis@%uties was not conducive
for teachers' performance'®>. Work under load may r .&& passivity, increased frequency

of nervous symptoms and complaint, low self-estdem), lack of interest in social activity and

work performance output'. C.J)\\a

There are various ways of meas%@,'Qachers’ workload in public and private secondary
schools. They include - claNe, working hours, subject areas, condition of service,
school policy, teaching@grength and abilities'**!>. This study seeks to examine two
important indices\of %chers‘ workload - working time (hours) and class size. Teachers'
working ‘@cludes all working hours specified in conditions of service. This is
ex§%in the number of hours in actual instructional, administrative and extracurricular

activitres!©.

A study has shown that on average, Nigerian teachers spend about twenty hours (4
hours per day) of their time each week in classroom teaching and activities!”. A study
revealed that workload increased as a result of longer working hours'#. Spending too long
at work is negatively associated with job satisfaction, well-being and mental and physical

health which might consequently affect teachers' performance!8. With extended hours and a
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heavy workload, it is easy to fall prey to teacher burnout!®. Studies carried out in England,
Japan and Pakistan revealed that long working time (hours) had negative impact of
teachers’ job satisfaction, stress responses and time management skills (in areas of
departmental task, planning, scheduling and priority list)?*?'422, However, search of
literature reveals that studies on the influence of working time on teachers’ job performance
in secondary schools, Southwest, Nigeria is scanty.
N

Class size is the number of students per teacher in a class?®. Class size Q'g&}e small,
medium or large. When a public and private secondary teacher teac '\%12 of over 70
students, the teacher is faced with the challenges of classy\é%;fﬁ)l, assessment and
evaluation of students. Too many students in a same clas&%\ts the teacher’s ability to
follow-up each of the student individually. The teach@’s up becoming de-motivated and
exhausted which could affect his or her job per ance'. A study reported that school-
level physical infrastructure such as tea ’ng&%berials, and class size also affected teacher
performance in Turkey?*. Another gtudy revealed that class size significantly affected
teachers’ classroom control i p@%secondary schools in Uyo Educational Zone, Akwa-
Ibom State?>. A study s e‘q that smaller classes can improve teachers’ work such as
teacher-student 1 a@% individualized instruction, decreasing time spent on discipline

issues which wéuyld ultimately improveteachers’ morale and satisfaction?. However, search

of literatﬁ%veals that indigenous studies on the influence of class size on teachers’ job

pe@%ce is scanty.

Apart from workload, another factor that could influence teachers' job

performance is job security. Job security is the probability or confidence that a public and
private secondary school teacher will keep his or her job for a long period of time that is,
he/she is free from the fear of being dismissed from his/her present employment or simply

job loss?’. Jobs which are not backed by indefinite contract or cannot be guaranteed for a



reasonable period of time are deemed to lack job security. Furthermore, it was noted that
the concept of job security influencing job performance swings on a two-way pendulum,
there exist assertions that job security reduces the zeal and motivation of the public and
private secondary school teachers and thus decrease their performance. This results from a
laxity that develops amongst them as a result of the assurance of the jobs that they possess.
Teachers who face perceived and real threats to their jobs are likely to put in more efforts
to perform better with a view to securing their jobs; also, some other@‘ht be

Q

overwhelmed and may not perform efficiently and rather be seeki .%mployment

elsewhere?’- 28,

. 6'\

A study revealed that job security could influence teacheré:{g%}uctivity by making them
productive at their task, giving them a sense of bel(;mgl» , making them abide to school
rules, reducing their interest to leave the job and fulfilling their psychological need in
missionary education centres in Delta 't)g%\ﬁgeria”. The result of a study revealed
positive significant relationship bet@n job security and teachers’ retention in private
secondary schools in Akwa I om@é, Nigeria®’. A study found out that job security had a
positive influence on all r,glimensions of organizational commitment as well as career

satisfaction of tea; e@ape coast, Ghana’!. Studies however seem to be scarce on the

influence of joB&e‘curity on teachers’ job performance in Nigeria.

@re several indicators or measures of job security. A study noted that job
se& elements include: job advancement and promotion opportunities, good work
circumstances, participation in management, career training and development opportunities
and attractive remuneration®?. This study considers - job advancement and promotion
opportunities, participation in management, and attractive remuneration. Job advancement
and promotion opportunities has to do with the advancing or promoting teachers at their job

as at when due without any form of injustice. A study noted that there is a statistical



significance strong relationship between promotion opportunities and classroom teachers’
job satisfaction in Senior Secondary Schools in Taraba State, Nigeria*>. Another study
findings revealed a significant relationship between staff development, promotion and
teachers job satisfaction in secondary schools in Ekiti state’*. Findings of a research
revealed that there is a positive and significant correlation between career development and
the performance of university non-academic staff*>. However, studies are scarce on the

influence of job advancement and promotion opportunities on teachers’ job @M’mance

hence the need for this study. *‘i \QO

A study noted that participation in management which\\‘ udes participation in
decision-making, designing methods and objectives signi%g%r and positively influence
teachers’ job performance in public secondary sch. th Ogun state’. Another closely
related study showed that teachers’ involvement@cision making and academic planning
highly influences teachers’ job perform. N e¢ondary schools in Kwara State, Nigeria*®.
Another research work showed that t%pers’ involvement in decision making management
of secondary schools predic tl%ﬁ job performance in Bayelsa State, Nigeria®’. A study
revealed significant relati ns;hip between teachers’ decisional participation and job
satisfaction in se @( hools in Ekiti State, Nigeria’®. However, search of literatures

also reveals scéuy of studies on the influence of participation in management on teachers’

job performance.

QO
QAttractive remuneration are rewards, incentives, pay packages like bonuses and
allowances and other forms of benefits that are given to public and private secondary
school teachers at their workplace especially as it accrues to them. A study also revealed
that job security elements such as attractive remuneration and promotion opportunities
positively influence teachers' job performance in Rivers state as they decrease their fear of

losing their jobs*®. Another study finding showed that remuneration predicted teaching staff



morale by 1% in secondary schools in Imo state®’. A study showed that remuneration

influences teachers’ motivation in Anambra State Secondary Schools*!.

However, there are scarcity of studies on the influence of remuneration on teachers’ job

performance in Southwest, Nigeria.

Public and private secondary teachers are important agents that help learners gain
knowledge, reach their highest potential, become responsible citizens and mégxxbver for

the nation's economic and industrial sector. Public and private seconda% %S therefore

play a critical assignment in the lives of students, but over the years teaching seems to
become increasingly stressful as many teachers' workload an;%\‘}‘d mand are rising with
little or no job security. The government and other sc]Q&bwners seem to be recruiting
fewer teachers into the educational system w}y@%\iably impacts more stress on the
teachers which consequently makes them @capped in meeting with all their duties.
Even amongst the few teachers em O)Q‘kme of them seem not to be given attractive
remuneration and promotion oppc@s instead more work is heaped on them as they are
made to even teach more clasSes” which could be beyond their capabilities. This may be
affecting the performa %};\ngst many teachers at their job in Southwest, Nigeria. There
is therefore need te _address this problem. Apart from the fact that literatures show paucity
of studie %e combined influence of workload and job security on teachers' job
pece which is a justification for this study; the moderating influence of school type
on the relationship is also scarce. This study therefore, also examines the moderating role

of school type on workload and job security as predictors of teachers' job performance in

secondary schools in Southwest, Nigeria.



1.2 Statement of the Problem

Despite the importance of public and private secondary teachers' job performance in the
realization of educational goals, it has been observed by the researcher that the quality of
teachers’ job performance in many public and private secondary schools in Southwest,
Nigeria has been put in doubts in recent times as it seems that these teachers do not perform
their job well. They seem not to attend promptly to their lessons nor effectively cover the
syllabus. Some of them seem to display poor mastery of subject content,@ use of
instructional materials and tardiness to school. In fact, writing and u 'a& heir lesson
notes seem to be a boring activity to them. Some of them ar'(}ﬂ carry out their
administrative duties including effective disciplining of stude.%s)\\l’h' has become a cause

A\

of serious concern to educational stakeholders. o QQ)

Poor job performance of public and private sec @r school teachers in

Southwest, Nigeria could be disastrous .H)éh re educational system in the state and the
nation at large. Students' failure @nternal and external examinations is a major
consequence of this problem? Faituire to address this problem would lead to the production
of sub-standard school gx%la,tes and poor intake of these public and private secondary

school graduates G)@%}r institutions, or workplaces. However, when public and private

secondary sc eachers perform their job well, they would be able to groom students
into usefuiéivmg by teaching, training and modification of their behaviour which would

le fulfillment of the goals of the schools. This would also invariably result to the
production of manpower for the educational sector and the society at large.

Few indigenous researches have been able to unravel factors causing the abysmal

performance of public and private secondary school teachers at their jobs in Southwest,



Nigeria. Some of these factors include: personality traits and work commitment,
professional development school climate indices, Infrastructural Facilities, Teacher
Professionalism and Government Support Services®”8%10&1 - Apart from the fact that only
very few studies have been carried out on the factors predicting teachers' job performance
in Southwest, Nigeria, two salient factors such as 'workload' and 'job security' have not
been given due consideration which identifies a gap that needs to be . addressed.
Furthermore, studies on the moderating role of school type on workload and j %’zg}urity as
predictors of teachers' job performance in secondary schools in Sout . > eria is also

scarce in literature. This study is therefore carried out to clo th.'\s identified gap in

literature. &%\

1.3 Aim and Objectives of the Study Q
The aim of this study was to 1nvest1gate wo load” and job security as predictors of job
performance among secondary school@ rs in Southwest, Nigeria. It also aims to

examine the moderating role of sch?&"%pe (private and public) on the subject matter.

The objectives were to:
L identify the le:el ﬂperformance (instructional and administrative) of teachers in

secondary in Southwest, Nigeria;

1. 1de@y :he status of teachers' workload (working time and class size) in secondary

ools in Southwest, Nigeria;

m. identify the status of job security (job advancement and promotion opportunities,
participation in management and attractive remuneration) of teachers in secondary

schools in Southwest, Nigeria;



Iv.

VI

ascertain the joint contribution of workload (working time and class size) and job
security (job advancement and promotion opportunities, participation in management
and attractive remuneration) on teachers' job performance (instructional and
administrative) in secondary schools in Southwest, Nigeria;

examine the relative influence of workload (working time and class size) and job

security (job advancement and promotion opportunities, participation in management

and attractive remuneration) on teachers' job performance (instn&hﬁg and

administrative) in secondary schools in Southwest, Nigeria; and é \QO

determine the school type difference (public and private) dn ors' job performance

A
in secondary schools in Southwest, Nigeria. Q‘)&%

1.4 Research Questions @

1. What is the level of teachers' job pe@ance (instructional and administrative) in

N

secondary schools in Southwe.ét,ﬁyria?

2. What is the status of%%s’ workload indices (working time and class size) in

secondary schools in Sotghwest, Nigeria?

'\
3. What is the st@@job security (job advancement and promotion opportunities,

participq{‘ in management and attractive remuneration) of teachers in secondary

su@ Southwest, Nigeria?

I.ontheses

Hol: There will be no significant joint contribution of workload (working time and class

size) and job security (job advancement and promotion opportunities, participation
in management and attractive remuneration) on teachers' job performance

(instructional and administrative) in secondary schools in Southwest, Nigeria;
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Ho2: There will be no significant relative influence of workload (working time and class
size) and job security (job advancement and promotion opportunities, participation
in management and attractive remuneration) on teachers' job performance

(instructional and administrative) in secondary schools in Southwest, Nigeria;

Ho3: There will be no significant school type difference (public and private) in teachers'

1.6 Significance of the Study . \QO
kl
'}

The study is significant in that it would predict the influence of wox:a indices (working

job performance in secondary schools in Southwest, Nigeria.

time and class size) and job security (job advancement a@o otion opportunities,
participation in management and attractive remunenatj%%&n teachers' job performance
(instructional and administrative) in secondary@'%\in Southwest, Nigeria. It would
also provide knowledge on the moderating @f school type (public and private) on the

subject matter. The study should a,](ser_)}f salient benefit to principals, teachers and

government. Q)(b,

To the principals, the findings from this study could help them to see how heavy or light
workload may b, @%g teachers' job performance positively or negatively. Those
principals wh%@lt the best from their teachers would swing into necessary actions based
on the findings of the study in ensuring that teachers are given workload that suits their
ab and passion. Teachers should not only be given work or tasks they are able to do
but also tasks that they love to do. For instance, teachers should not be made to teach
subject they don’t want to teach as is the case in some private secondary schools. Principals
could also do all they can within their powers to ensure that their teachers feel secured at
their jobs (especially in the aspect of participation in management) as it could help them

perform better.

11



The teachers especially those teaching at public and private secondary schools in
Southwest, Nigeria would need the findings of this study as it would reveal to them the
status of their workload, job security and job performance. The findings could make them
realize the need to appeal to the school management (government and ministry of education
in the case of public schools and school proprietors in the case of private schools) to make
the necessary efforts in ensuring that they as teachers are given workload that

commensurate with their capabilities, remunerated, promoted as at whe '&\ given

opportunities for career advancement and allowed to participate %N@@managerlal

activities so that they feel secured at their jobs. &
"l

Government should create enabling environment for tea thrlve and unleash their
potentials. Government could also use the findings % study to ensuring that teachers
are not overworked nor underworked and also chred in their jobs. All the attractive
remuneration and promotion opportuni . x«t ccrue to teachers especially those who

teach in government owned schools@bhc schools) should be given to them as at when

due. VQ)%

This study could be a %f reference and guide to researchers who wish or seek to carry
out further inves@gﬂons on the subject area. The study would also be significant to

knowled qublication.

I.QOQpe of the Study

The study is strictly limited to workload and job security as predictors of teachers' job
performance in secondary schools in Southwest, Nigeria.The variable scope covers two
independent variable (workload and job security), one dependent variable (teachers’ job
performance) and a moderating variable (school type). The first independent variable

(workload) would be treated using indices such as working time and class size. The second
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independent variable (job security) would be treated using indices such as job advancement
and promotion opportunities, participation in management and attractive remuneration. The
dependent variable (teachers’ job performance) would be treated using indices such as
instructional and administrative job performance. The moderating variable (school type)
consists of public and private secondary schools. The geographical scope covers all the
public and private secondary schools in Southwest, Nigeria. The population consists of all
public and private secondary school principals, teachers and senior secondaryé»m(g‘ three
students in Southwest, Nigeria. Both questionnaire and interview .o&%e used as

instruments for data collection. Data gathered would be subjected to descriptive and

N
\\
&

1.8 Operational Definitions of Terms Q

inferential statistics at 0.05 level of significance.

Job: This refers to the instructional, admiqig@e and all other form of duties/activities of

a teacher in public and private seconq(ar@l, Southwest, Nigeria.

Job Performance:This refeu%ﬁlw well public and private secondary school teachers in
Southwest, Nigeria are a, to carry out their basic instructional and administrative job
duties in complia@%formity with the stated decisions, rules and directives issued by

a super ordina%gro ably the school head) or by the demand of the job.

Tea:@ nstructional Job Performance: Thisinclude - quality delivery of lessons,
adequdte planning of lesson notes/plans, improvisation and effective use
ofinstructionalmaterials, proper monitoring and evaluationofstudents’performance

andprovidingregularfeed-backonstudents’ performance.

Teachers’ Administrative Job Performance: This include - admitting, classifying and

registering students, analyzing attendance data, participating in students’ welfare services,
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keepingrecords adequately, invigilating examinations, processing examination results,

collating students’ reportsandquality disciplineofstudents.

Workload: This refers to how heavy (overload) or light (underload) the instructional and
administrative duties given to public and private secondary school teachers 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. ° (b

Working Time: Teachers' working time includes all working hours specifi éonditions

of service. It is expressed as the number of hours in actual instmctior@inistrative and

extracurricular activities. . &'\
S

Class Size: This is the number of students per teacher i]Q ss. Large class size indicates

more students to teacher ratio while small class @ates less students to teacher ratio.

Job Security: This is the probability (confi ﬁ that a teacher will keep his or her job for
a long period of time that is, he/she%ﬁree from the fear of being dismissed from his/her
present employment or sim j(g)loss. Job security can be measured by examining: job

advancement and promo%h\opportunities, participation in management and attractive

remuneration. Q)QQ
N\

Job Advan nt and Promotion Opportunities: This has to do with promoting or

ad@@ teachers at their job as at when due without any form of injustice.

Participation in Management: This refers to the involvement of teachers in management
affairs like decision-making, designing of teaching methods and objectives as it could make

teachers feel a sense of belonging to the school.
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Attractive Remuneration: These are rewards, incentives, pay packages like bonuses and
allowances and other forms of benefits that are given to teachers at their workplace

especially as it accrue to them.
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“01.L. Ezeala & S.O. Oluwuo, Reward System and Teaching Stg. e in Public

Q Chapter Two

Literature Review

This chapter presents the review of related literature that would aid the understanding of
concepts and constructs in this study. This chapter is based on the objectives, research

questions and hypotheses of the study. It consists of the following subheadings:
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<8
Z.Q)aneptual Review

2.1.1 Concept of Performance

The term “performance” describes how an employee carries out the task that makes up the
job. It could also be viewed as the capability of a worker to combine appropriate behaviour
towards the realisation of organisational goals and objectives. Performance could thus be

expressed in terms of quantity and quality of output, levels of absenteeism and turnover,
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profitability and the quality of industrial relations!. Performance is a behaviour, process,
procedure, way of working or an attainment. Performance refers to both behaviours and
results which implies that it needs to be measured with both behaviours and outcomes. In
addition, it is a process of accomplishing an action that can be measured using certain

indicators?.

Performance is a concept of achievement results achieved by employegs\('e,yough
applicable procedures under the supervision of their managers®. It is also ed as the
quantitative and qualitative expression of the level of the achievemen‘%}é intended goal
of a person, a group, a unit, or an organization assigned to do.a)jobarid the effort made to
achieve the specified objective®. It is the overall value th@t{@%\ompany expects from the
different set of behaviours that individuals bring to t y ﬁ of the standard period of time”.

Similarly, it is the completion of assigned du and the results produced on certain

functions or work activities during a cer@fﬁ,ﬁ%

Performance indicates anything é@ned by employees, which may be in the form of
their task completion effecti\%& cooperation relationship with other parties, quality and
quantity of their job ou %’21 their attendance at work. It is an important tool to measure
the effectiveness @1@ individual and organizations’. Performance is important for the
organisa@ell as the individual. For instance, organizations need high performing
indi 'd%s in order to meet their goals, deliver the products and services they are
specialized in, and also to achieve competitive advantage over others. However, for the
individuals, accomplishing tasks and performing at a high level can be a source of
satisfaction, with feelings of mastery and pride. Low performance and not achieving the

goals might be experienced as dissatisfying or even as a personal failure®.

2.1.2 Concept of Job Performance

21



A job is something a person or group of persons engage 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 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, con@ or conformity
with stated decisions or directives issued by a super—ordinate.osﬁéhded by a job. This

0 tl@@em set for performing the

shows that performance of any job must be according t
tasks. In addition, it is the attainment of a person's wo.@ﬂ particular period that has gone
through a standard work process'!. Job performance refers to the execution conduct,
compliance or conformity with stated d ’S\i@f directives issued by a super ordinate or
demand by a job'2. It is viewed a@easurable actions, behaviour and outcomes that

employees engage in or brir%@’hat are linked with and contribute to organizational

13
goals'’. ® -

Job perfo@e is the sum total of workers’ execution of assigned tasks'®. Job
performa;%@een as the overall behaviour in relation to a job. In addition, it assesses
whe e@ individual performs a job well or not. It is the implementation of an action or
one’s¥bility. Good job performance is related to achieving quality, quantity, dependability
and creativity. The notion of job performance could be viewed from different perspective.
First, the determination 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
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might enhance or hinder employees’ efforts as well as willingness or desire to perform

effectively and efficiently'.

It was summarized that:
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 tm@

2. Job performance is episodic: which means that an employee Q}%netimes be
i §

engaged in activities that do not contribute to organizationalﬁb"e} ives and
3. Job performance is evaluative: which means that %youral episodes can display

variance in terms of the extent of the c%%@ they provide for organization's

2

Job performance is explained as the le\Q_g)f success achieved by an individual as a result

objectives'.

of his efforts. It is also the end res e application of efforts by an individual employee.
It further refer to whether anMidual performs well in his job or not. It was also added
that performance is a v; %}lcial issue for an individual, organization and nation at large.
Low level of per(erpnce results to non-achievement of organizational goals which could
also be rega as a personal failure. On the contrary, carrying out jobs by performing at a
hi%@ is a source of satisfaction to an individual, achievement of targets for the
organiSation and production for the nation which ultimately gives feelings of mastery and
self importance!®.

Job performance is the level of efficiency and effectiveness displayed at the point of
realizing the goals 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
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organisation. It is an index for improvements, idleness, recompenses, retributions, reviews

and remuneration changes. It also gratifies the desires for employees to realize themselves!'®,

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 beendefined as the

O

over time'®. Job or employee performance is an indicator of financial or o tcome of

worth of organisation can anticipate from distinct behaviours performed by an oyee

the employeethathasadirectconnection with the performance of the o@ion as well as
its attainment®’. Employee job performance is defined as the.p@c'ﬁve of those factors
either human resource practices which have direct impa%%%uch relationship?!. It has

been defined as the task specific behaviours that indi@ exhibit as part of their job?2.

2.1.3 Concept of Teachers' Job Perforr_ng&

Teachers’ job performance refers to agiejs whereby teachers accomplish or carry out the

given work within or outside theé@o

when measured or seen, will s the expected behaviours from the teachers. The author

system satisfactorily to the extent that the output,

further noted that teach%j l?performance could be seen as leadership function; executive
function and interactive function. A teacher’s job performance entails the achievement of
educatio through the process of teaching-learning'.

@the secondary school setting, the job performance of teachers is very vital to the
atta&en‘[ of school goals 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 teachers conduct and execute their duties in compliance or conformity
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with the stated decisions, rules and directives issued by a super ordinate (probably the

school head) or by the demand of the job'2.

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;
curriculum developer, a mentor, facilitator, motivator, team leader, researcher, decision

maker, innovator and a mobilizer. Duties of teachers are to be discharged moré¢ within the

>

school system and be extended to the society at large'®. Teachers’ job per &ce is the
ability of teachers to impact the relevant skills and knowledge usingf%}prlate methods
consistently over time to enhance students’ learning and achie f3. Furthermore, it is

viewed as their contribution to the achievement of educatio&zls and objectives while in

some studies it is limited to teaching behaviour”.g&
Job performance of teachers in sec_o@ school can also be measured in terms of

the quality of their students. The perf%r nc\may be high or low depending on the level of

input and output. In addition, it 6@,

Q

techniques and methods, etﬁg}e skills. Another method of measuring teacher’s job

so be measured through evaluation of teachers’

performance is through %a.(\:her’s lesson presentation which ranges from introduction of
lesson to teacher’Qytery of subject content, class participation, class control, supervision,
effective 1€ @np, motivation, morale among others. Teachers are expected to render a
Veﬁ@performance and the state Ministry of Education is always curious regarding the

job pérformance of her teachers®*.

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
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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 learning difficulties.
Teachers are the engine house that powers knowledge, ideas, information and skills transfer
to learners®®. Teachers are those that make strident efforts to improving human capital in a
school. This is to say that teachers are those that help in academic, social and emotional
development of students?. (b
Teachers' attainment of their primary duties depend to a great ext Q}&}leir job

performance. It therefore indicates the level, way, manner, processe@ommitment of

secondary school teachers to their activities of teaching and admi\f&%ﬁbn in schools.

A\

Teachers’ job performance could be measured thm%%achers’ job satisfaction and
attitudes such as job commitment, feelings, (jo Q}llenges, job objectives and job
responsibilities. It can also be described as xtent to which the activities of teachers in
terms of teaching have yielded eff ech_)and efficient output. Effective teachers’ job
performance can be characterized =punctuality, regularity, excellent lesson preparation,
efficient classroom managw skill, good knowledge of teaching subject, good

relationship skill, facilisq r?lethod of teaching, constant employ of teaching aids among
others?’. ( Q)

It ‘was" explained that teacher job performance is concerned with the overall
eff@gess 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 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
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set period of time®°, Traditionally, job performance was evaluated in terms of the
proficiency with which a teacher carried out the tasks that were specified in his or her job

description’!.

Job performance is how effective and efficient teachers execute a given task within
an allocated timeframe against benchmarks set by the school. Those who meet or exceed

the targets set will be performing according to expectation, below that tlm& ill be

underperforming*2. . Qg)
S

Teachers’ job performance applies not only to the classroom or school, but also to any
other setting where students are present. Teachers' job \ ?1ce is regarded as
multidimensional because it consists of several dime%& such as preparation for the
lesson, instruction, student evaluation, commi \ﬁtracurricular activities, effective
monitoring and inspection, effective lead.egs\a , motivation and discipline, instructional,
professional and personal qualities,Qf))\ﬁéxtual and task performance, classroom

management, considering individuab erences among students, using motivational tools

continuously, teaching style methods, finding solutions to students’ problems and

guidance!>%3, '® '\

Q
TeacheﬂQ‘g)performance could also be described as how well they perform their
duties at‘%wen time in a school geared towards achieving both the daily school and
cla@g 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 without distorting teaching and learning, preparing plan of any lesson to be taught and

so on and forth34.
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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 learning processes,
which would definitely result in the attainment of the stated educational goals. This means
that a high performing teacher would possess the qualities for effective te&%&g and
pleasant learning within the school setting. He/she would know what t %& w to teach,

and whom to teach?>.

Teachers’ performance can be manifested in 1mpr0ven%€;h production, ease in the
employ of new technology and high level of motivatigri\It'should be noted that teachers are
vital assets in any learning institution; their Yob/ performance is very important in

determining the extent to which instruct'@;&m ss is enhanced?.

Teachers’ performance is also deﬁ@ “how effective they influence others in ways that

generate the desired institutichtcomes”.

Teachers’ ormance includes prompt attendance to lesson delivery and
coverage of the&zﬂgaus among other issues. Teachers’ job performance, therefore, refers to
the abili@eachers to combine relevant inputs for the enhancement of teaching and
lea@?rocesses, 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

effective teaching®. The second component considered to be necessary for job performance
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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 the third

component, teacher motivation is also important for achieving high performance*&.

When declarative and procedural knowledge and skills of teachers are @bined
with their desire to teach, teachers would be more likely to performs b%. However,
having declarative and procedural knowledge and skills may not beé\sufficient to teach
effectively, which leads to the role of motivation in teachers' pbl&\‘ nee. Positive attitude
towards the profession, the ability to see things posﬁwe%@i enjoying the work have
positive effects on teacher motivation, lead%@be improvement of teacher job

performance over time and the teaching process

It was emphasized that the key aspeets Qﬁachers ' job performance involve the employ of
instructional materials, class cont@qbnastery of their subject matter, regular assessment of
students, teaching metho ing lesson plans, conduct of fieldwork, assessment of
pupils, teachers’ parti % in sports, keeping of records, students' discipline, attending

school assemb gﬁ(})ng others*!. Teachers’ job performance play a vital position in

promotir\%@tion, learning and professional growth of learners*2.

2.14 Teachers' Job Performance Indices
In this study, measures of teachers' job performance include — instructional and

administrative job performance.
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2.1.4.1 Teachers’ Instructional Job Performance

Teachers’ instructional job performance include - quality delivery of lessons,
adequate planning of lesson notes/plans, improvisation and effective employ
ofinstructionalmaterials, proper monitoring and evaluationofstudents’performance
andprovidingregularfeed-backonstudents’ performance?®’. Teachers’ instructional job
performance is the ability of teachers to impart the relevant skills, knowle using
appropriate methods consistently over time to enhance students’ learning, a %}%evements.
It denotes teachers’ ability to function effectively in performing thelr%}mg duties with
high skills and effort with regards to their subject matter using-a&\o“;xd'})edagogical content
that leads to student’s understanding and effective lear@%' hus, to achieve these in
teaching performance, teachers should master ¢ $ subject contents, know the
characteristics of good teaching, have the Qledge of different and appropriate

pedagogies, learning styles of learners géve e their own strengths and weaknesses in

teaching in order to perform their tea%g responsibilities effectively?:.

Teachers’ instructional tasks%?g)statutory curricula functions that are performed by the

teachers to enable learr\@t?eve the set educational goals in schools?’.

2.1.4.2 Teachers’ Administrative Job Performance

T‘e%s’ administrative job performance include — admitting, classifying and
reng students, collecting money, chasing absences, analyzing attendance data,
participating in students’ welfare services, keepingrecords adequately, bulk photocopying,
copy typing, producing standard letters, producing class lists, filing, analyzing attendance
data, invigilating examinations, processing examination results, collating students’ reports,
quality disciplineofstudents, administering work experience, ICT trouble shooting,

commissioning ICT equipment, ordering supplies, maintaining equipment, coordinating
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2&3 A teacher's administrative duties

and submitting bids and giving personnel advice
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 Concept of Workload

Total teachers’ workload is a product of the number or range of tasks that K to be
completed and the amount of time needed to complete by someone. It i um of all
workloads for individual tasks. It is the amount of work, the numbé%}asses, also the
number of students that the teachers teach and the different activi %{ﬁht teachers perform.
The many responsibilities of a teacher usually cause longég%\ng hours for the teachers
thus contributing to a high workload?. Workloa(ﬁg@cial teacher/learner ratio versus

the real one on the ground is also of significance™;

Workload is basically categ risQ_y)}\od mental and physical workload, in which,
mental workload majorly exist a hool managers such as principals whereas physical
workload exist majorly arw teachers*. There are three categories of teachers’
workload:- overload, r %a’l\nd underload. Overload refers to the condition of teachers’
load over or above the prescribed number of workloads. Then, regular load refers to the
normal loa (@16 teachers. Meanwhile, underload is refers to the condition of teachers’
lo%@@ 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
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
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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
causes threats and the reactions of nervousness, anxiety, frustration, pressing, or annoyance

as well®.

Teachers' workload is the sum of all the activities (instructional, adminis’t@p, and
so on) that take the time of a teacher. Teachers' instructional workload is ex in terms
of preparation of lesson notes, curriculum organization, learners’ eng@ n curriculum
instructions, classroom management, continuous assessment.( ﬁ%aﬁd so on. It is also
directly measured by the total number of teachers availabl%&ctﬁ:\school system as against
the number of students that are taught, the number .®ipts that are marked, and other

responsibilities that are regularly or often assigned\to teachers*&46,

N

Workload is the cost spent by an em IOQ?) practicing a task to fulfill the requirement of
a particular job. For example, teac orkload goes beyond the duty of just teaching, it
involves the broader scope of volving a wider institution roles to make the teaching and
learning a successful %ﬁe of the key factors that result in teachers' workload is
increase in the pufgsuit)6f knowledge, because the need to advance knowledge has increased
pressures;ﬁx‘formance expectation. Most teachers pay more attention to interacting
with ot@s, eeting deadline, pressures and schedules just to make sure that they meet up
on@iifferent 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*’.

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
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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
extra hours after work in order to be more effective and productive in their teaching

profession®’.

The workload of teachers include the actual teaching carried out in the classroom, marking

of students' work and assignment, supervision of students during the school timq@ after

>

ol authority*s.

school like preparatory time, games, time-tabling, examination, supe of other

o

Workload is professional and non-professional job carried out-by\ﬁ'%t%hchers as they carry

teachers at work and other duties that may be assigned to them by

out their duties in the instruction of students. Often, the @%rsome work load of these
teachers tend to be accompanied with stress as thei@; escription entails working long

hours and this could lead to stress if not properl led®.

Teachers' workload is how heavy (@) or light (underload) the academic and
administrative duties given to t ﬁ@ complete at a particular time are**®>°, Teachers’
heavy workload can be attributed to various reasons, for instance, teaching many periods,
lack of teaching faci&@Z)\ing administrative and non-administrative activities. Light
workload is a gox ition whereby teachers work under their normal working load. In this
conditio gchers do not have too many things to do. They do not have many periods
to Qnd they do not need to do such administrative stuff?.. Teachers with greater
adﬁtraﬁve workloads are less likely to spend time on instructional preparation and

giving feedback on learners’ assignments>!.

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
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activities, keeprecordsanddisciplinestudents®?. 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

demanding career as teaching’!&%,

With a focus on administrative duties, teachers’ workloads have also been affected by the
shifting of some work assignments from school administrators to actual classroOrK%ching.
The workload of the teachers has been observed to increase tremendousl g}result of
more administrative duties, increased expectations from parents @mers, and the
constant new non-educational thesis in schools. It is arguedyQé&'éxcessive workload
especially due to handling administrative work is found &%\a major cause of teacher
dissatisfaction®. The increased workload is also eVid:& by the teacher being assigned a

lot of paperwork and management of indiscipline dasgs>*.

However, workload can be sajd Qa_)e)}\(:rmal if there is a regular balance in the time
employed to carry out numerous 1zational goals and duties in such a way that the
mental and physical state ofNerson doing the work is not affected. When calculating
normal workload, three@%‘gn‘[ variables should be considered. These are task, time and
frequency of la‘gox st refers to the job to be done. Tasks can be broken down into daily,
detail an, . Daily tasks are those routine jobs that need to be carried out on a daily
basi %xample of such tasks for a teacher is teaching. Detail tasks can be performed on a
segdule 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. 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 amount of hours allocated for each tasks. Time here can be divided into

teaching contact hours, attributed hours for teaching preparation, attributed hours for
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evaluation and attributed hours for functions. Teaching contact hours represents hours spent
in the classroom instructing students. This is a scheduled teaching hour assigned to the
teacher by the university. Attributed hours of preparation represent the number of hours
spent preparing for classroom activities. This is based on how a teacher prepares his lecture
notes, how many levels the teacher is teaching at once and how many times the teacher has
taught the course in the past because the more experienced a teacher is at Qelivering a
specific course, the fewer hours he will spend on preparation. Attribu@)urs of
evaluation have to do with the number of hours spent evaluating . g student’s
assignments, projects, teaching practice, examinations and SO Qttributed hours for
complimentary functions represent the number of hours asg@ for routine out of class
assistance to students, community service, reseﬁ;d\Q and publication and normal
administrative duties. Frequency of labour is h o% different work or jobs associated
with the lecturing profession is carried ﬁ;{@;t of these jobs that teachers perform are
9

carried out daily, some weekly, whil are done once or twice in a semester or at the

end of the first or second sem%c@)(b‘

It was reported by a 1 %ﬁ}:r that the formula for normal workload = task x time (to
perform task) x @Qcy = 44 hours per week. The researcher went further to note that
considerin :00am to 4:00pm daily 5 days working schedule of a teacher, and
additio@ féur hours should be stretched within the week to balance lecturing duties.
An g within the 44 hours working weekly schedule can be termed normal workload

duties. Excess 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
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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 taking care of their own mental and physical health needs®’.

According to the Educator Quality of Work Life Survey, sixty one percent of teachers
indicated that their jobs were always or often stressful. Just as alarming, if not more so,
fifty eight percent of respondents cited poor mental health as a result of that'g@. The
teaching profession involves being subjected to various job demands that &derpin a
perception of a heavy workload. Other examples of job demands are %p\le meetings that
interfere with preparation time, administrative paperwork gene@ﬁy the management,
and being subjected to constant reforms and changes thaté@ﬂ reorganization of work
and work tasks. Almost half of the group of the inte ‘é\(ﬁel teachers stated that an increase
in administrative work tasks added to the high w ad. Thus, the high workload was not
associated with the teaching itself but @b@at the continuous growth of new demands
that were added without removing o@ work tasks. Teachers stated that they had to deal
with new technological syst s,%w requirements for long term educational planning to
align the teaching with th oa{s, new needs for grading and assessment of students’ results,
and extensive indjvi @%Velopment plans for each student with increasing time pressure.

It was perceiv@ cause unplanned changes in the schedule and a higher workload>®.

It @sited that Zimbabwean classes at early childhood development level (04 years)
haﬁaverage size of 1:48 instead of 1:20 and grades 1-2 (5-6 years) had 1:56 instead of
1:40%. 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 mark at home and

conduct remedial lessons, which they find straining®®%!, In some extreme cases, teachers
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must contend with teaching multi-grades (that is, composite classes) or double shifting

(which is, hot-sitting)®.

2.1.6 Workload Indices

It was posited that the various ways of measuring teachers’ workload among others include
class size, working hours, subject areas, condition of service, school policy, teaching staff

strength and abilities®*. This study seeks to examine two indices of teachers' '@oad -

%\Q%’

. \ "
Teachers' working time includes all working hours speciﬁe@ﬁtions of service. This

working time (hours) and class size.

2.1.6.1 Working Time (Hours)

is expressed in the number of hours in actual 4 @Jctional, administrative and
extracurricular activities®?. Study has shown thw%%age, Nigerian teachers spend about
twenty hours (four hours per day) of theinj%e each week in classroom teaching and
activities®>. Spending more than usu ocgﬁnal hours of work at job place is seen as long
hours of work. The number of h%%onsidered to be long hours vary from work to work
and place to place®. Resear%g revealed that workload increased as a result of longer

'\
working hours®. Wi@e ded hours and a heavy workload, it is easy to fall prey to

teacher bumouf&.

Spending too long at work is negatively associated with job satisfaction,
Wgand mental and physical health which might consequently affect teachers'
performance®. In a study, it was maintained that teachers were being made to work longer
hours after normal working hours and that made some of them to be inefficient at certain
periods of the day. A large percentage (43%) of the teachers noted that working long hours

was contributing to low productivity among them®®.
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2.1.6.2 Class Size

Class size is the number of students per teacher in a class®’. Class size

composition is one of the sub-variables of school quality that exerts significant influence on
teachers’ instructional and administrative workload in terms of lesson planning, teaching,
assessment of students’ academic performance, disciplining, registering and keeping of
students' records and general classroom management. Class size whether large\%small
could determine teachers’ job performance in a school. Large class siz Id lead to
teachers' burnout if not properly managed which may invariably leadﬁi}r failure in the
completion of academic curriculum. Furthermore, large class si®e%ially one that is not
supported with technology poses a serious challenge to @%achingleaming process as
teachers may sometimes have difficulty in dealing w'. %dents on individual basis. When
a teacher teaches a class of over seventy (70)Qdents, the teacher is faced with the
challenges of class control, assessment ¢ @tion of students. Too many students in a
same class affects the teacher’s ability to follow-up each of them students individually. The
teacher ends up becoming %%wated and exhausted which could affect their job

performance®. N
2.1.7 Concept of Job Security

Jty is personnel’s belief pertaining to permanence in their employment. It has to
do with employee belief over loss of job or loss of attractive on the job benefits such as job
advancement and promotion opportunities, good work circumstances, career training and
development opportunities and, attractive remuneration®®. Job security is also regarded as

the assurance that an employee has about the continuity of his job which may come as a
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result of the contract of employment, collective bargaining, or labor legislation that prevent
arbitrary dismissal®.

In a school situation, job security is defined as the probability or confidence that a
teacher will keep his or her job for a long period of time that is, he/she is free from the fear
of being dismissed from his/her present employment. Jobs which are not backed by

indefinite contract or cannot be guaranteed for a reasonable period of time are deemed to

lack job security. &
Q

Job security leads to sense of fulfillment and satisfaction when an 1ffdi 'gaﬂmderstands
that they are secured/safe in whatever profession they invo é%[ﬁemselves. Once an
individual is assured of security especially of his job, and &Csak it practically displayed,
he may be motivated to be the best he could be since .G@g poses as a threat to him in this
wise. The workplace is expected to be a comfo e for workers and a place of refuge
from some challenges of life like econ .i@ social challenges which are some of the
aftermath of losing one’s job. The m%mperative thing an employee needs in employment
relationship is job security that @g%d’ntees peace of mind. Security is one of the second
fundamental needs of ma& Rostulated by Maslow’s hierarchy of needs’!. Job security is
the sensation of an appropriate job and the assertion of its continuance in

forthcoming asWyellas the absence of aggressive factors’.

Q
Job se@‘ﬁs one's expectation about continuity in job situation. It has to do with
emp%ee feeling over loss of job or loss of desirable job feature such as lack of promotion
chances, current working conditions, as well as long-term career opportunities. Job security
is an important factor in employee commitment. Institution teacher job security is ensured
after confirmation of appointment. In other words the staff is accorded the tenure status.
This means that the teacher cannot be dismissed from the job arbitrarily. Tenure, therefore,

give the teacher a sense of job security”>.
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Job security is the hope an employee has concerning the continuity and stability of
their employment. It concerns the employees’ emotions regarding the loss of a job or
desired aspects of a job such as good working conditions, promotions, or desired longterm
career prospects’®. Job security is about an individual’s perception of themselves, the
situation and the potentials. Employees with a high level of job security have a low
probability of losing their job in the near future. Certain professionals or employment
opportunities inherently have better job security than others”. Job security is@ rtant to
teachers. A teacher’s job is secured when he/she cannot be unfairly y Q@vfully fired
from his/her job. Job security therefore refers to a situation whege school organizations
cannot sanction and demote a teacher without following le @ed due process’®477,
Teachers, who contribute towards goal achievement in J&%&;chool, expect that the school
should reward them with job security. This means e school should in recognition of
their input, formulate polices that protect Ihﬁom losing their job or demoted to handle
responsibilities below their cap ci@\qualiﬁcation and experience. There are
responsibilities that should be h% y beginning teachers and it may seem unfair to
assign such responsibilities tcwxperienced teacher who has over the years of their career
risen to the ranks of DQt 2 Job security therefore protects teachers from all forms of
unfair labour pra@:@gor treatment from employers. Sometimes, in other to protect the
interest Q %ganization or due to result scarcity or certain unplanned changes in the
org 'z@)n, the management may decide to cut-down on some of the rights and privileges
ofﬁ employees. In other to ensure that organizations do not do this recklessly or

unfairly, employees solicit for job security’’.

Job security to a teacher is that his/her job is not threatened and that the teacher will be on
the job for as long as he/she wants to keep the job with no feeling or reasons whether

objective or subjective that he/she might lose the job’®. Job security also implies that the
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roles and responsibilities assigned to teachers in the school should not be done based on
any form of bias, favouritism, nepotism, ethnicity or any form of discrimination.

This implies that in a secondary school where there is perceived job security, the school
principals should not employ any form of bias or discrimination to assign or withdraw
responsibilities to/from teachers. Teachers should be treated with equality, fairness and
merit. A teacher assigned a duty or position where he or she gets some form of incentives
should not be removed from the duty or position because the principals wants %@E it as

an act of favouritism to another teacher. When teachers’ perceive tha Is are bias

when it comes to delegation of duties, teachers who feel that such bias’negatively affects
[ } ﬁ
them may become nonchalant as they will expect only the f@‘o es to contribute their

best to the school”’. . QQ)
Y

With the present situation where there are so m&ayoffs, early retirement, contract staff
and part-time staff, teachers may not b .er:*éin hat they will be in their employment for
longer period as many employers of dfabour now lay off their employees due to economic
reasons and the inability S(%jz workers to keep pace with the dynamic changes
experienced in the univerj%'ﬂklis situation could lead to challenge/threat to the workers in
diverse employmerits re not convinced of what might be their survival in this era of
sacks and eve mature retirement. It is generally believed that once an employee on the
job passes“the probationary period, the need for job security quickly appears to recede its
im@%&ﬂg. As this is achieved, the individual becomes relaxed and complacent in a job

situation’!.

2.1.8 Job Security Indices
There are several indicators or measures of job security. A study noted job security
elements to include: job advancement and promotion opportunities, good work

circumstances, career training and development opportunities and, participation in

41



management, attractive remuneration®®. This study considers - job advancement and
promotion opportunities, participation in management, and attractive remuneration as

measures of job security for teachers.

2.1.8.1 Job Advancement and Promotion Opportunities

Promotion is the move from one position to another which has a higher status and
responsibility. It is an increase of a labor or employee at a field”. It also refers® @igher
post carrying greater responsibilities, higher proficiency, status, and salary®?.
Promotion is advancement to a higher position that involves both m@%s} in wages and
status®!. Apart from bringing an employee more money, prom@tl\v@gs'\a higher motivating
effect and it serves as a mark of recognition of individual@%rmance. Hence promotion
can be seen as feedback that the workers have pe. %ed well. Furthermore, it offers
opportunities for growth and is also one of the Hetzbérg motivators which can be employed
to enhance retention®2. Promotion is an jrhy issue, not only in the selection/placement

of the right people in the right plac'@ut also as a tool through which superiors/leaders

boost or motivate subordinate%qgielop themselves to achieve more®’.

s

N
Q
2.%@tlcipaﬁon in Management
h

This dincludes participation in decision-making, designing methods and objectives. The
direct involvement of secondary school teachers in school governance, otherwise known as
participatory management, has been found to be one of the management intervention
strategies that may enhance the job performance of teachers. It also refers to as an inclusive
governance system that empowers teachers to participate in the daily functions and policy-

making processes in the school. In addition, participatory management by secondary school
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teachers allows them to cooperate with the school administrators, thereby, assisting with
the resolution of intensifying problems confronting the school. This involvement serves as
an indisputable asset to the school and the management. Furthermore, it was put forth that
participation of teachers in the decisionmaking and other management processes in a school
system serves as one of the paramount platforms for the realisation of set goals and
objectives of a school. This is because teachers have direct contact with the students, and

are daily observers of issues happening in the classroom and the entire scho%‘lﬁe the

principal or other school administrators!. ":\ \QO

2.1.8.3 Attractive Remuneration . @'\

Remuneration is traditionally seen as individual total @ and consists of various
separate payments determined according to diffe§ ﬁ&sﬁ Remuneration is defined as

compensation (employee benefits) which can in the form of salaries, permanent

L ]
allowances, honorarium, incentives, bo chievements, severance pay or retirement.

The literal meaning of remuneratic:@s "payment" or 'payroll' can also be money or

substitution of money detern@ certain regulations as a reciprocal of a job'°.

Remuneration %'\}vards, incentives, welfare packages like bonuses and
allowances and Qey forms of benefits that are given to teachers at their workplace
especiall Qaccrues to them. In service and profit oriented organisations such as
edu i@l institutions, employees’ welfare package also includes issues regarding wages
an&ry programmes, structures accruing from job descriptions, merit-based programmes,
bonus-based programmes, commission based programmes among others while benefits
typically refer to retirement plans, health life insurance, disability insurance, vacation,

employee stock ownership among others”>.
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Remuneration is the rewarding of employee fairly, equitably, and consistently based on
their value and contribution to the organization®*. Remuneration is direct or indirect
financial or non-financial rewards received by employees as a result of performance®.
Remuneration was defined as a wide variety of services provided by organizations for

employees, and in some cases, for members of employees' families®®.

Remuneration is viewed as ‘compensation’, which includes: ° \(b
1.Short-term employee benefits such as wages, salaries and social secpriQ%:h&tributions,
paid annual leave and paid sick leave, profit-sharing and bonus \payable within

twelve months of the end of the period) and non-monetar)\\‘ efits (such as medical
care, housing, cars and free or subsidized goods c& %&%s) for current employees;
i.Post-employment benefits such as pensions,@%\iremem benefits, postemployment
life insurance and post-employment medicg@&e; ii.Other long-term employee benefits
including long-service leave or sa ba@'}eave, jubilee or other long-service benefits,
long-term disability benefits an%(;,%ey are not payable wholly within twelve months
after the end of the pew profit-sharing bonuses and deferred compensation;
iii.Termination beneﬁQ '\.).Share—based payment®*,
C

>

2.Zgne0retical Framework

Two theories that render support to the relationship between the independent variables

(workload and job security) and dependent variable (teachers' job performance) are:

1) Apple's Theory of Intensification and

2) Functional Theory of Labour Welfare
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2.2.1 Apple's Theory of Intensification

A theorist in 1986 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 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 resources®’. As a result, teachers experience a chronic work pressure®

&of other

people’s decisions. He described the growing separation between conﬁ%}and execution

The theorist also explained that teachers have become the exe

in teachers’ work. Externally pre-specified lists of behavioura].l &d competencies and
objectives tend to negate teachers’ meaningful mvolvem%%cumculum planning. The

growing economic and management oriented pers&c& education, linked to increased

external control, leads to a chronic and a persiste nse of work overload (during school

days as well as beyond it)®’. O

The intensification of teacher work‘&is the result of teacher accountability, high stakes
testing and changes in polici&»v)\andated by federal, state and local governments. With
limited time to carry %@isions made by policy-makers, teachers are feeling more
pressure and dep@egslonalization from the lack of opportunities and time devoted to the
enhancemé % pedagogical knowledge and learning®. What once was the teacher’s
playi eld in how instruction was delivered to students is now being replaced by
prﬁed curriculum, making the creative side of teaching extinct. With all the
curriculum changes comes increased time pressure to implement the changes with lack of
resources and insufficient training. The theorist found that the increase in tasks with limited
time puts many restrictions 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
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tasks implies a process of deprofessionalization. In addition to the deprofessionalization of
teachers work, teachers’ roles are changing. However, the theorist also noted that work

intensification may yield both negative and positive

results®’.
Utilization of Apple's theory of workload intensification in this study
In most public and private secondary schools in Southwest, Nigeria, majo'r'\t%f the
teachers are overwhelmed with excessive duties which places pressute % em to the
extent that they even take work home and hardly have time for the s, families and
friends. According to apple's theory, intensification implies a gré\qt;g'éxtemal pressure on
teachers as they have to execute more and diverse tasks, wi %e or no time and resources.
This may invariably detract teachers from the poss'b@ work creatively and/or to direct
their own professional learning, thus further '@ing the very nature of teaching and
administration itself and their perform . \4h long run. The theory therefore supports
the possible influence of Workload%pecially when intensified as is the case of most
secondary schools) on teachets' job/performance in the long run. The theory can therefore
be employed to explain haw teachers are being faced with the growing demands of not only
policy makers b @% society. Utilizing Apple’s theory as a foundation, this study
investigates h@qyorkload is perceived to impact teachers' job performance in Southwest,
Nigeria.Q

Y
2.2.2 Functional Theory of Labour Welfare
The functional theory on labour welfare was pioneered by some scholars who championed
for the welfare of employees within corporate organizations®. The theory is also known as

efficiency theory of labour welfare. The concept behind the theory is that a secured, happy

and healthy teacher is a better and more productive worker. Here, welfare is employed as a
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means to secure, preserve and develop the efficiency and productivity of the labour force. It
was argued that this theory states that a fully mentally and physically satisfied teacher is the
most efficient’!. The functional theory implies that when welfare such as promotion
opportunities, remuneration and sense of teachers' belonging to the public and private
secondary school they work is provided, they are more likely to be effective and
productive®. It was added that if a school owner or the government takes good care of their
teachers by improving production and programmes for housing, educat@» aining,
provision of balanced diet and family planning measures, the teach: .&800 be more
effective and perform well. It was also added that if teachers aﬁf: properly, clothed

adequately and treated kindly, and if the conditions of their \Q‘éﬂ}é congenial, they will

N
. QQ}
&

This theory is a reflection of conterr(;rj&%pport for teachers' job security through

work resourcefully®?.

Relevance of the Theory to the Study

provision of welfare packages, promatign opportunities, job advancement and participation
(which creates a sense of be gi%)to the school). When teachers are made to feel secured
at their job and given a se of belonging, they tend to be more productive and effective at
their job. The intr @ f welfare promoting activities could pay rich dividends in terms
of higher pro%@vity of teachers. Therefore, the theory applies a commercial approach
towards teéachers' welfare activities to make it more economically viable. This theory

the ¢ renders support to the possible influence of job security on teachers' performance.

2.3 Review of Empirical Studies

2.3.1 Workload and Teachers' Job Performance

The purpose of a study was to know the teachers’ perception on workload and performance,

the factors that influenced teachers’ performance, and how to improve the performance as
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well. It was carried out to the homeroom teachers at Primary Global Islamic School 2
Serpong. Further, the study employed a qualitative method with a case study as the design.
The data was derived from observation, questionnaire, interview, and documentation. From
the observation, it was found that the teachers had two kinds of workload; academic and
non-academic workload. Moreover, from the interview result with several teachers in the
school, it was observed that the teachers had both academic and non-academic workloads.

Academic workload is teachers’ workload that related to teaching or ac@c stuff.

Meanwhile, non-academic workload is a kind of teacher workloa(l%\g@ed to non-

teaching stuff. Based on observation, in academic workload, the teachers had to do several

[ } “
duties, for instance planned the lesson before teaching, prov%f)}w 11-designed materials

and presenting it well. They also monitored the stude%&formance and responded to
individual learning needs in order to engage 59@5 learning as well. In maximizing
students' learning process, they integrated Ie@ogy and ensured students' success through
the selection and utilization of app th_e)\methods. Additionally, the teachers provided
enrichment and remediation for t@ho need improvement. Moreover, the teachers did
the daily duties such as recowtudents' attendance, marked or corrected students' work,
kept records on studen®9rmance, reported students' progress, set up the classroom or
teaching area, ad@i}%red tests or exams. Furthermore, some of the teachers also did the
additiona, % for instance educational visits, substituted absent teacher's lessons, drilled
stu th ore joining the competition and invigilated tests or exams. The teachers did
thoseYduties in their working hours. Additionally, in non-academic workload, they had to
do several duties, such as did morning greeting, did administrative work, engaged in
extracurricular activities, did daily communication with parents, attended meeting with
parents, organized events, participated in committee meetings, supervised students during

snack time or free time and accompanied students during the competition. The teachers said

that they sometimes did those duties out of their working hours as additional duties. The
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teachers did the communication with parents even at night. Moreover, from the interview
result with several teachers, it was found that the teachers perceived workload as the duties
that had to be done by them. Additionally, 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 &\:g:hers’

L ]
performance; environment, motivation, workload, school facilities, sala%i%o on. There

were thirty six percent of teachers who said the environment Wa%l important factor for
'}

them. Then, fifteen percent of the teachers said that their moti@éﬁ}‘l ad an impact on their

performance. Meanwhile, seventeen percent of the tea% mentioned workload, fifteen
percent of the teachers mentioned school f@i@ twelve percent of the teachers

mentioned salary, and five percent mentipr@@ther factors such as had time for enough

sleep or rest as the factors that inﬂuen(ce@ir performance.

Moreover, this study found eve%) ways to improve the teachers’ performance as well.
Forty one percent of the f¢achers chose to discuss with friends, thirty three percent of the
teachers admitte @%erformance can be improved by joining training, seminar,
workshop, fo@n percent of the teachers mentioned supervision, seven percent chose
reading bo nd the rest had another opinion to improve their performance such as by
o@g other classes and joining online seminar or webinar. From this study, it can be
concluded that a better level of teachers’ job satisfaction, workload management, worklife
balance, reward, environment, and lower level of teachers’ job stress, the teachers’
performance will improve. The study concluded that a better level of teachers’ job
satisfaction, workload management, work-life balance, reward, environment, and lower

level of teachers’ job stress, the teachers’ performance will improve. Workload becomes
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one of the main pressures which is found to correlate with emotional exhaustion among
many 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, since the teachers are always faced with several tasks, roles and responsibilities

that must be performed every day>. Q')&\(b

Workload which is the amount of work assigned to or expect@ a worker in a
specified time period remains one of the principal factor deeidi oth productivity and
turnover of the employees. Light workload will evoke I@Qand cause employees to
involve in group politics and thereby affect their pe .OQ‘%HCG and career in their field, at
the same time, heavy workload produces health ed issues, and dissatisfaction pushing
them quit the job*. Teachers with mo .atéin ructional workloads are said to perform

better than teachers with heavy woridb‘ in the secondary school system*’.

A research determinea‘;(ﬁc)lationship between teachers' workload and instructional
delivery of Business E %9:1\ courses. Survey research design was adopted for the study.
The population ofithe)study consisted of eighty seven (87) Business Teachers from Rivers
States Univ @s. There was no sampling as the entire population was employed for the
Stl@@ esearchers developed a fourteen - item instrument titled "Teachers Workload
and Bffective Instructional Delivery of Business Education Courses (TWEIDBEC) which
was employed to collect data for the study. The study adopted a 4 point rating scale of High
Extent (4), Moderate Extent (3), Low Extent (2) and Very Low Extent (1). Two research
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
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between teachers' workload and effective Instructional delivery of Business Education
courses. Item by item analysis was employed to conclude that Business teachers 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 attenti&)& make
instructional materials available for more effective and efficient cour‘s%k%. Teachers'
workload is very important, because a teacher tend to perform better whén given few roles
and responsibilities. The increasing demand for education a ! ﬁadequate number of
teachers makes the few available teachers to carry the.ex@g&vorkload. Teachers' workload
is an indicator in measuring teachers' instructio%'&}ring which in turn lead to students'
academic performance. Many teachers Qo@xe both administrative functions and the
academic aspect which makes the orQlesy on their part. Excess workload result to
poor planning, stress, boredom an&)&level of productivity?.

A similar research wed that workload had no significant impact on job
performance among te %'\A plausible explanation to this is that most teachers in the
study have more than sixteen (16) years of experience in the teaching field. They may have
the expertis @nred in performing their work because they have adequate experience in

exe%i%their tasks and responsibilities related to teaching. Hence, heavy workload has no

bearing on job performance among teachers in this study*’.

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 correlational 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 reliability estimate
and the reliability coefficient of the LWS was 0.872 while that for LPS was 0, &arson
Product Moment Correlation was employed to answer research questio .@@ and 5. The
corresponding hypotheses were subjected to 0.05 alpha level of. si%n icance. Research
question six was answered using Multiple Regression whiéeé}q VA associated with
multiple regressions were employed to test hypothesis, s;ﬁ%e results revealed that there is
significant high negative relationship betwee@@s’ teaching workload and their
productivity. As the scores of teachers’ t_eaKhdm% workload was increasing, the scores of
productivity was decreasing. This r su{i_s)\not surprising, the implication is that, much
involvement of teachers in instru delivery affects their daily performance negatively
and as such there is need forwtion of assistant teachers to teachers in teaching in order
to reduce their workl %y:l\ enhance instructional delivery. Furthermore, the finding
revealed that, thgjs significant high negative relationship between teachers’ scripts
marking w d and their productivity. This means that, as the scores of teachers’
marki @orkload was increasing the scores of productivity was decreasing. This result is
noﬁrising, this is because, teachers’ involvement in much marking workload yield low
performance in their job. In addition, the results showed that, there is significant high
negative relationship between teachers’ supervision of students’ project workload and their
productivity. This implies that, as the scores of teachers’ supervision of students’ project

workload was increasing the scores of productivity were decreasing. The result of the study

is not surprising. It implies that, teachers’ supervision of students’ project decreases their

52



performance in their daily service. The finding showed that, there is a significant high
negative relationship between teachers’ research workload and their productivity. This
means that, as the scores of teachers’ research workload was increasing the scores of
productivity was decreasing. The finding also implies that, when teachers engage in much
research, it affects their job performance negatively. Lastly, the results showed that there is
significant high negative relationship between teachers’ participation in community service
workload and their productivity in universities in Delta State. This implie ‘l@g as the
scores of teachers’ participation in community service workload was i :&8@, scores of
productivity was decreasing. This also means that, participatio iﬁlmunity service
negatively affects job performance of teachers. It was reco@@ on the basis of the
findings that 1). Teachers should always ensure that&@ teaching activities are well
prioritized so as to give adequate attention to@ need of students; 2). University
Councils should ensure that a comfortable_sb@—teacher ratio policy is well implemented.
Additionally, there should be a limjt t@ number of universities a teacher can act as
adjunct/part time teacher so as to e teaching and research workload; 3). Universities
Management should device Mod of obtaining feedback from their workers regarding
the work situation so a: %aﬂe to redesign job to enhance productivity; 4). There should
be a revamp onlg motivational factors available in the Universities especially in
supervision tudents’ project and research. This can be done through ensuring
pro @e periodic salary increment, staff development programmes as well as teachers
in\ﬁment 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

named after them*’.
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The results of a study showed a major negative relationship between workload and
teacher efficiency. More workload means that teachers' job performance will suffer. A high
workload for teachers may have a detrimental impact on their health, causing stress,
stresses, and psychological effects. The results revealed that secondary school teachers in
Nigeria had a modest level of job success. Teachers with less responsibilities perform well
in their classrooms and other tasks (home)>!. (b

It was noted in a paper that increased workloads is being linked %ssue of
teachers’ turn over from the profession due to resignation, exit or at@ue to a host of
health-related factor. The paper established how teachers’ foad influences job
satisfaction. The study’s focus was on public secondary @%\s in Nakuru County. The
study adopted a descriptive research design with a t;@opulation of three hundred and
twenty six (326) teachers drawn from nine (9) ig secondary school teachers in Nakuru
West Sub County. A sample size of o .l\ d and fifty (150) respondents was then
obtained using stratified random sar@ng. Structured questionnaire guide was employed
for data collection and was al@ using descriptive and inferential statistical methods.
The findings of the stud ey\ealed that most teachers teach many lessons per week as
indicated by the j@j %) of the respondents who strongly agreed and 44.5% who
agreed. The majqrity (51.8%) of the respondents strongly agreed that they work for many
hours whe y are on duty. This shows that when teachers have many lessons, they could
la@n@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 teachers also

teach many remedial classes as indicated by the majority (79.1%). Further, most teachers

(90%) claimed that they teach during weekends and that they are also involved in more
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than one co-curricular activities (82.7%). Consequently, the study concludes that workload
has a significant effect on job satisfaction. The finding implies that the current levels of
workload experienced by teachers in secondary schools in Nakuru West sub-county
affected their job satisfaction levels. In other words, a unit increase in workload could

influence up to 0.108 units of teachers’ job satisfaction®,

Teaching is becoming more challenging as a profession: more paperw more
bureaucracy, and more unruly classes. Teachers have many things in mingd, %ention is
divided into many tasks, and they also consider many things such as %}g students who
lack motivation, maintaining discipline in the classrooms i@%o'ﬁting general time
pressures and workload demands, being exposed to a @Ve%amount of change, being
evaluated by others, having challenging relationship@ colleagues, administration, and
management, and being exposed to generally poo rking conditions. The above activities
tend to expose teachers to many source y g&ss It was noted in a study that teaching is a
rewarding but demanding profession'éeachers are prone to burnout due to long hours of
teaching and a heavy wor oa&) e purpose of their study was to investigate the
relationship between teache s'agvorkload, burnout, and job performance. In their quantitative
study, the descri Q&elaﬁonal design was employed. The respondents of the study
were fifty se@(ﬂ) elementary teachers selected through convenient and purposive
sampling. Role Overload Questionnaire, Burnout Questionnaire, and Individual
Pé@ance Commitment and Review Form (IPCRF) were employed in the study. The
statistical tools employed in the study were the Mean, Standard Deviation, and Pearson
Product Moment Correlation Coefficient. The findings revealed that teachers have a high
level of workload. Their burnout level is also high. Teachers' work performance, on the
other hand, is very satisfactory. Workload has a significant impact on the level of burnout

experienced by teachers. Workload has an impact on teachers' performance as well. To
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avoid stress and burnout, it is recommended on the basis of the findings that every school

administrator adhere to proper workload assignment®”.

Teachers’ workload is a critical determinant of their productivity and turnover
because if their workload is below the standard workload, it would evoke laziness and
provide opportunity for them to be idle and indulge in non-productive activities like group
politics, with its attendant implications on performance. On the other hand, if tlre@;kload
is above the standard workload, there is a tendency that the employee will b helmed;
this will result in hazards like burnout and subsequent breakdowns %} as ill feelings
and dissatisfaction and subsequently cause them to quit the, jo&ﬂless strenuous jobs
where available*34%, Q}&%\

The extent of teachers’ effectiveness in their .ri@y responsibility most often may
not be guaranteed in the face of excess workloa(@%is usually accompanied with stress.
Ordinarily, when there is a normal work mere is a tendency that a teacher would
achieve more, but when the workloads miich or excess in quantity and quality there is the
tendency that the teacher max%@z)rm well. In addition, if teachers' work is overloaded,
it can also lead to develo@en‘[ of deviant behaviours such as lateness, absenteeism, poor

decision making, er@'on duty and burnout among them. Teachers are a very busy

group of profes%n s because of the number and type of responsibilities they carry out on
a daily bﬁ%@ey prepare their lesson notes, teach many students at the same time due to
la size, grade assignments, mark examination scripts, supervise students, carryout
research, attend statutory meetings, participate in administrative services and other social
obligations. A visit to the office of a teacher reveals the enormous responsibility that they
are called to fulfill everyday and are expected to perform these responsibilities to the best
of their abilities. It has been observed that teachers work under serious mental and physical
pressure due to excess workload. In some cases, the excess workload has had serious

consequences on their productivity. Some teachers have developed stress related illness as a
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result of the pressure they go through while some have recorded low teaching and
performance because of so many responsibilities they undertake simultaneously. This
worrisome state of affairs may not lead to teachers' productivity in the secondary schools.
This excess workload seems to contribute to quality issues that are observed in schools

today*%%,

It was noted that teachers are motivated if workload is reduced on their Wrs as
they would remain very healthy and fit for work. Also their findings revea %‘. if given
off-days from duty apart from the normal holidays, it could also put th'%l he right frame
of mind towards their work®>.With mounting load and pressure, ¢€rs find out that their

satisfaction at work has dipped®®. Consequently, de-mo&@ and diminishing work

.Q\Q

At present, the teachers face constag\lﬁal enges in meeting the diverse needs of

performance set in”’.

students and performance requirements.ﬁ he'}f) essure becomes overwhelming for them, and
when stress ensues, their capacity es?®. Furthermore, when teachers are subjected to
greater job demand of taskswcommon manifestation is numerous errors and delayed

responses. Additionall “causes of diminishing performance quality are high-task

workload and tasl@exity”.

A

Workloz%he crucial factor influencing teachers’ decisions to leave the profession and
th@t threat to retention!®’. An unimaginable workload is a common and consistent
given reason that make teachers leave the profession'®!. Constant changes to curriculum,
more time spent on assessment and greater accountability through inspection cycles have
steadily increased workload pressures on teachers steadily over years. Addressing the issue
of workload is identified as a priority because of its connection with job satisfaction. A
reduction in workload would reduce teachers’ average working hours, increase their job

satisfaction and improve retention rates'®?. Teachers increasingly respond to constant top-
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down changes and have little control over this situation which increases their stress

levels!®3,

A study examined the effect of job stress as a result of workload on employee performance
in tertiary institutions, using Delta State University, Abraka Campus as the study area. The
literature review was partitioned into four main sections namely; conceptual review,
theoretical framework, extant literature and empirical review. The study\(@ppted
descriptive survey research design. Statistical tools of analysis were sumn%&tistics of
percentages and Chisquare (y2) test of independence. All tests were co \e at 0.05 level
of significance. Findings indicated that long hours of work as\@yfée of job stress has
negative and significant effect on employee performance %&%?\ary institutions. The study
concluded that putting too much pressure and stress y loyees often results in negative
consequences which are capable of reducing tl&erformance. The study recommended

among others that employers should en .\@t always assign tasks that their employees’

capabilities can adequately cope with@®,avoid situations that lead to work stress!'%,

A similar study examined [NQV)ed influence of work overload on academic staff job
performance in universities 1?1 Rivers State. The study was guided by three research
objectives from Q@% three research questions were posed and three hypotheses
formulat study adopted a descriptive survey design with a population of three
hu Qn thirty seven (337) teachers — one hundred and eighty (189) males and one
hundréd and forty eight (148) females)from the Faculties of Education in the three public
universities in Rivers State (University of Port Harcourt, Rivers State University and
Ignatius Ajuru University of Education). The entire population was employed for the study,
hence the census sampling technique was adopted. The instrument for data collection was a
structured questionnaire titled “Influence of Work Overload on Academic Staff Job

Performance Questionnaire”. The instrument was validated by experts in the Departments
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of Educational Management and Measurement and Evaluation. The internal consistency of
the instrument was determined using the Cronbach’s Alpha statistics. Reliability
coefficients of 0.986, 0.981 and 0.984 were obtained for the various sections of the
instrument respectively, which showed that the instrument 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, supervi n& large
number of undergraduate projects and postgraduate theses influence .ng@rmance of
academic staff in universities in Rivers State to a high extent. Based on the findings, it was

[ } “
recommended among others that the Federal and State Gove@o%‘lt should employ more

N

academic staff either as contract, adjunct, sabbatical pr& anent staff in the universities

as this will reduce the number of courses asd@@m each teacher per semester and

eventually improve their efficiency on the JO@

It was stated in a study that the attair@'nt of excellent achievement of students in a subject
hinge on the training and w kl(%d of teachers in the schools. Excellent achievement of
students does not occur by chance unless some factors are looked into. Much task in terms
of teaching units @%pment to teachers, can make or mar the achievement of students
in the schools@g interplay was a rallying point of the study which attempted to ascertain

the effect of training and workload of teachers’ on achievement of students' in mathematics

in@%ropolis Plateau State, Nigeria.

Theoretically, the study was based on 'Skinner’s theory of Operant Conditioning'. As a
descriptive study which made employ of descriptive research survey type of research
design, it consisted of two research questions and two null hypotheses tested at 5% level of

significance with ten (10) teachers and four hundred and fifty (450) students. The
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Mock results of teachers’ from Jos metropolis of Plateau State were employed. Two sets of
questionnaire were generated as basic instruments for data collection which consisted of
effect of teachers’ training on students’ achievement and effect of teachers’ workload on
students’ achievement 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 having less or moder@ rkload
performed better than those of teachers having much workload. Thi .bg@ show that
when teachers have much workload, they tend to be less effective %:16 instructional and

administrative duties. The analysis revealed that teachers’ w‘%%b predicted students’

achievement more than teachers’ training. This implies %&}n though a teacher is trained
so that he/she becomes competent, if he/she is @@ed with work, his/her teaching and
administrative quality would still be afchﬁt was recommended on the basis of the
findings that extra effort needs to b m@ schools to supplement the teachers’ duty in
preparing students for national examigtdtions by reducing their workload. This is because,
the more burdened the teaclMecome, the more ineffective they are which invariably
affect students’ achiev lAng?n Mathematics. Furthermore, the government, through the
Ministry of Educ@j should consider the teachers’ workload so as to ease their weekly
workloa Qequate content coverage in mathematics. All levels of administration
(De$@nt of Education, district office, and schools) should be considerate in assigning
tasks Yo teachers for effective Mathematics teaching. In addition, it was recommended on
the basis of the findings that the government should ensure that schools are adequately

staffed with Mathematics teachers to manage workload to provide quality teaching to

students in secondary schools'?’.
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A similar study investigated the relationship between job demands, workloads and
job satisfaction among teachers in public secondary schools in Kaduna metropolis, Nigeria.
Specifically 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 instm@%gged
Job Demand, Workload and Job Satisfaction Questionnaire (JDWIJS . %ped by the

0}

researcher was employed to elicit data from respondents. Fogxp rts validated the
lected were analyzed

instrument. Direct contact was employed for data collection. %\}6
using descriptive statistics of mean and standard devj@ '&to answer the two research
questions. In the rest of hypotheses, Pearson Pr@merﬂ Correlation was employed at
0.05 level of significance. Results indicated @ significant relationship exist between job
demand, workload and job satisfactign Qg)}:hers in public secondary schools in Kaduna
metropolis, Nigeria. By implicatj nce stress is one of the factors affecting the job
contentment and commitmewteachers, it can be concluded that best expected from
teachers in terms of d %%f quality teaching, quality products, and quality outcomes
may be hard dueQﬁe high level of stress and reduced level of job satisfaction. It was
finally reco %ﬂed on the basis of the findings that state ministry of education and
pringi @should provide welfare facilities and rewards to motivate hardworking teachers
mcﬁpecially those with much workload, also educational management should provide
and encourage activities on developing professional identity for teachers. As this research
indicates that job demands, workloads, interpersonal conflicts; motivation and
administrative leadership styles (stressors) are negatively related to job satisfaction, the

Ministry of Education should enforce certain policies or standards for stress management

among teachers. The result of this research work could help the officials of Kaduna state
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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, 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: ° \(b
1. Workload has a direct and significant effect on employee competence ﬁgé

Secretariat of the Directorate General of Construction and ‘$\
2. Workload has a direct and significant effect on the performance 'g) the employees of

the Secretariat of the Directorate General of Constructic@

A related study sought to establish the relationshiE %e n teachers’ workload, class size

and students’ academic performance from five se d secondary schools in

Singida Urban. The study was guided Q_tj;r\ede objectives and three research hypotheses.
The study employed correlation &—sectional design. A sample size of two hundred
ninety four respondents Wandomly chosen from five secondary schools. A
selfadministered questi 1 '\was employed to collect information from respondents. The

collected data were,analysed by Statistical Package for Social Scientists (SPSS) using

Karl Pea@ginear Correlation Coefficient and Multiple Regression Analysis to assess
thgation between teachers’ workload and class size and students’ academic
performance. The study results indicated that, there was no significant relationship between
teachers’ workload and students’ academic performance in surveying secondary schools in

Singida Urban at the five percent level of significance!!°.

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
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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-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 %ﬁnctlonal
stress has negative and significant effect on employees’ productivit e with the
findings, the study recommended among others, that manageme ﬁﬁrst understand
that one of the most effective strategies for reducing dysfunc%%’s ess in the workplace
is to ensure that there are adequate numbers of staff av%g]b to do the job and that those
workers are not over-burdened with workload. Wd help to avoid work overload and
can result in job satisfaction and impr employee productivity. Also, the study
recommended on the basis of the nc@;}m hospital management should establish a
consultancy unit in the personnel ment to provide proper training for employees, so

as to reduce the likelihood oMmctional stress (distress) caused by vagueness associated

with a task!!!, Q@ﬂ
O

A study inve%@ted workload occupational stress and teachers’ job effectiveness in
secondary “schools in North Central States, Nigeria. Two research questions guided the
st\@r?ﬂe two hypotheses were tested. Descriptive survey research design was adopted
for the study. The population of the study consisted of thirty four thousand, four hundred
and seventy three (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
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employed to select the respondents for the study. A thirty five-item structured four-point
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 reliable to be employed for field survey. Data
obtained from the study were analyzed using descriptive and inferential staggi(.bMean

and standard deviation were employed to answer the research qu .tégoFrequency,
h é

percentages and charts were employed in testing the responses fromt : interview while the
chi-square (y2) test of goodness of-fit was employed to tes%)éﬁ 1 hypotheses at 0.05
level of significance. The findings indicated that wo@ stress due to unconducive
working environment and inadequate infrastq@ﬁcﬂities has significant negative
influence on teachers’ job effectiveness in s@lary schools. It was recommended among
others that management of seconda thj'}s, that is the government, parents and other
education stakeholders should m chers work environment more conducive by giving
more attention to the motivati%ga» needs of teachers such as fringe benefits, good offices,
canteen and good recra@%n‘[re& They should also try as much as possible to allot to

teachers work that\is within their capacity so as avoid increase workload and burden on the

teachers so %improve their performance!!2.

A@y aimed to evaluate the teaching workload management and its impact to 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 the study. A standardized questionnaire was employed in data gathering. The results
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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 their teaching effectiveness thus, the researcher accepted the null hypothesis.
It was concluded that teaching effectiveness does not depend on the tasks @‘ﬁnctions
given to the teachers, hence, they can still achieve satisfactory rating .&%he fact that

they are bombarded with designation and responsibility!!?. .

2
A study ascertained the extent to which components of w@%management predict job
performance of university teachers in Rivers State, \ %‘a Correlational research design
was adopted for the study. A sample of six huné@O) university teachers was selected
for the study through purposive sampli .fe@m' ue. Two instruments namely “Workload
Management Strategies Questionnaire® (WMSQ) and “Teachers’ Job Performance Scale”

(LJPS) were employed fo da@)collection. The face and content validities of the

instruments were establisb% Reliabilities of WMSQ and

LJPS were deter@@d through Cronbach’s Alpha and test-retest methods respectively.
Overall reli %y coefficients of 0.972 and 0.970 were obtained for WMSQ and LJPS
res t@ly. 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; components of workload
management (distancing, avoidance, social support, planful, and emotion focused) jointly

contribute to job performance of university teachers by twenty eight percent as indicated by
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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 universities in Nigeria are adequately staffed to reduce the

level of workload on university teachers!'.

It was stated in a research that the teaching career is a profession at high risk tress.
Teachers have experienced stress and burnout from different sources and at '@nt levels.
The research attempted to determine the relationship between ‘%}?ag pressures;
unsatisfied needs/wants, new technology and working environrh@vﬁth job performance
among secondary school teachers in Malaysia. A total of t%%cta\ulred and seventeen (217)
sets of questionnaire were distributed to teachers fr@ster secondary schools in Kota
Bharu. The list of cluster secondary school teac was obtained from PejabatPelajaran
Daerah Kota Bharu. Data was analy i %h descriptive and inferential statistical
techniques. The findings supported the hypotheses of the study. The findings also
revealed that workload pre ur&g(ge the highest impact on job performance among
teachers, followed by ne ed;mology, unsatisfied needs/wants and working environment.

Among all the i }@ t variables, workload pressure was the highest contribution

towards deper%qs variable (job performance)'!>.

A si @ study investigated the mediating role of sleeping problems in the relationship
be& workload and outcomes (emotional exhaustion, presenteeism, job satisfaction, and
performance), and over commitment was examined as a moderator in the 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 presenteeism,

and the negative indirect effects of workload on job satisfaction and performance, through
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sleeping problems, were only significant among overcommitted teachers. Workload and
over commitment were also directly related to all four outcomes, precisely, they both
positively related to emotional exhaustion and presenteeism and negatively related to job

satisfaction and performance!''®.

A closely similar study was carried out to study workload of primary school
teachers in Punakha dzongkhag. The study involved potential additional work \a%,s that
burden primary school teachers. The study employed mixed-method . Survey
questionnaires and interview were therefore employed to collect data.‘%z\rget population
consisted of primary school teachers and parents in Punakh& ongkhag. The entire
population was seventy nine (79) participants from ni%ecram\ary schools and a few
Extended Classrooms (ECRs). Out of seventy nine .&pﬁarticipants, thirty percent (30%)
was taken for random sampling. Five teachers v@elected from primary schools and one
teacher from Extended Classroom for .%e iew. Mixed gender was selected for the
interview. Ten parents were intervie@ rom different primary schools. Quantitative and
qualitative data were presented separately and analyzed. The data triangulation was done in
the findings and discussions. Tpe study findings showed that teachers’ over workload has a
negative impact o l@m teaching and learning due to limited time for lesson planning
and tasks asse&%q;nt. Teachers in primary schools had to devote certain time doing non-
academic activities. Study found that even among the primary schools, teachers working in
sc with less than hundred (100) 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 of two subjects to enhance effective classroom

teaching'!’.
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A similar research was investigated on the influence of workload and work
environment with work motivation as a mediation variable on employee performance in PT
Ciptajaya Sejahtera Abadi. This study method used quantitative research with causal
methods. The population consisted of two hundred and twenty (220) employees of PT
Ciptajaya Sejahtera Abadi. A sample of one hundred and forty two (142) respondents were
used which was derived by slovin sample size determination formula. Data collection was
achieved using both primary and secondary data. Data analysis was don&hissiﬂg path
analysis methods (Path Models) with the help of SmartPLS versio 3297 The results
showed that work sacrifices have a negative and significant efféct on employee

[ } “
performance. Workload has a negative and significant eff%t)\}‘l ork motivation and

performance. The work environment has a positive, a%&liﬁcant effect on employee
performance. The work environment has a %@and significant effect on work
motivation. Workload and work environmﬁave a positive and significant effect on
employee performance. Workload, worlgry}onment and work motivation have a positive

and significant effect on employe mance!'3.

The specific obje .Vﬁ\Of a study was to establish the extent to which English
teachers’ worklo @heir employ of ICT in teaching of English in public secondary

schools. The t%@ population of the study was sixteen (16) head teachers and fifty (50)

EWC ers. 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 the teacher respondents who had a high number of lessons (28-33) per

week, rarely employed ICT in teaching of English. The teachers with few lessons (below
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20 per week) per week frequently employed ICT in teaching of English. The study
recommended on the basis of the findings that more teachers of English be hired to reduce

their teaching work load'".

The objective of another closely identical study was to determine the influence of
teachers’ workload on student’s academic performance in secondary schools in Suba
SubCounty. The study employed descriptive and Correlation survey design. 'T{@Study
population consisted of thirty three (33) secondary schools with thirty t 3) Head
teachers, one hundred and sixty four (164) teachers and one thousand'%}rty five (1,035)
form four students. Stratified sampling was employed to det@se'\sample size which
consisted of three hundred and eleven (311) form four stud@%ty nine (49) teachers and

thirty (30) head teachers in the four existing zones; K@Gwassi,

Kiabuyaand Central. The study revealed @he influence of teachers’ workload on

o ON
BCJ

A related study was ex%}%&d on the impact of satisfaction and workload in

academic performance is significant!

improving teachers’ perfo agee. The study employed quantitative research methods while
interviews and q t@es were employed for data collection. The respondents in the
study consisted*Qf all seventy three (teachers) in the study area. Multiple linear regressions
was empll%%r data analysis. The results revealed that variables of job satisfaction and
we@@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
counseling services in state senior high schools in Bandar Lampung City. The study which

was quantitative employed ex-post facto methods. The total population was sixty nine (69)
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guidance and counseling teachers in seventeen (17) state senior high schools in Bandar
Lampung City. The data were collected by using questionnaires of workload and
performance of guidance and counseling teachers with Cronbach’s alpha reliability scores
of 0.815 and 0.974 respectively. Results showed that workload has a positive effect on the

performance of guidance and counseling teachers'?2,

2.3.1.1 Working Time and Teachers' Job Performance Q&

Teachers' working time includes all working hours specified in conditi .\ rvice. This
is expressed in the number of hours in actual instructional, '}a ministrative and
extracurricular activities®®. A work has shown that long hours.'%@ t in job stress do not
allow teachers in Nigerian universities to perform at the'Q&al level of productivity and
efficiency. Long hours of work when it is not Ko*ds@i causes severe stress that breaks
teachers down and lower their performance. @s allowed to persist in an organization, the
climate of such organization may b c&e_}u\azardous to teachers, affect their health and
performance. Long hours of WOI‘%@ teacher performance negatively. The government

and policy makers should striveyté create a working environment where there is stress-free

climate by reducing the@u?)urs of work and other stress causing agents®*.

It was ?&%ued that employers in Nigeria are concerned about keeping teachers
engaged a mmitted in whatever way they can. Flexible working hour arrangements
c better way to keep teachers fully engaged and committed to an organisation goal

and objective’®.

Teachers who are unable or unwilling to work long hours to keep up with the high
workload find out that their workload becomes unmanageable and are more likely to leave
the profession. Indeed, recent research has highlighted that many teachers say that their

“level of workload was only manageable because of the long hours that they worked'?!.”
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The issue, however, is not the number of hours teachers work. The OECD’s study in 2013
found that the number of hours worked did not significantly affect job satisfaction, but
teachers who reported their workload as ‘unmanageable’ had lower levels of job
satisfaction!®.

Whether long hours of work adversely affect teachers performance at work place
has been debated for ages and this seems to make adequate policy on working hours in
organizations very difficult. On one hand, long hours of work could lead to te s@tigue
which goes a long way to bringing about a decrease in performance a .ﬁ@@\ctivity. On
the other hand, long hours of work could lead to higher performance and>productivity if the
long hours offer better utilization of opportunities and humat%\gﬁl. This is the reason
scholars identified two reasons why the effect qof lﬁ%&ours of work on teacher
performance is not a straightforward predi%@cording to them, unobservable
characteristics of industries, firms, institutipq&ganizations, productivity and performance
account for the difficulty in correlati g@\sof work and performance. Another reason is

that external shocks could influenc hours of work and performance which makes the

estimation of the effect impre&&?
'\

It was arg@@éteachers spend long hours at work or take work home making

them incapable‘ﬂf‘ eing productive at work. Teacher’s performance in private schools is
also deter ing as teachers are unable to reach their full potential due to long working
ho@n@woﬂdoad that impede their performance in the classrooms while they try to meet
short deadlines'?*. Scholars showed that majority of studies on the link between working
hours and performance still find reduction in performance due to long hours. It was further
acknowledged that long working hours, especially in combination with other adverse
aspects of work organization such as irregular working hours and intense performance
demands are strongly associated with fatigue, stress, decrements in performance, adverse

health behaviours, and both acute and chronic physical disorders. Having observed the
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obligatory overtime for nurses, two scholars maintained that long hours of time bring about
reduction in the quality of work performance by teachers!'??

A related study examined the role of flexible working hours’ arrangement on teachers’ job
performance and the retention of teachers. Flexible working hours’ arrangements are
preferable for teachers across different cohorts, levels, gender, and are one of the most
sought-after benefits. Purposive sampling technique was employed to collect data from two
hundred and twenty seven (227) permanent and contract teachers from five r@acmrmg
industries in Agbara, Ogun State. Data were collected through the e a flexible
working hour questionnaire. An eight-item questionnaire of a‘tﬁ organisation
commitment was employed to measure teacher retention. @(h r questionnaire was
employed to measure teacher work stress. The data Q%&ted was analyzed based on
descriptive analysis of demographic mforma%’%ng table. Linear Regression and
Pearson Correlation were employed to te‘st@hree hypotheses presumed for the study.
The study found out that teachers ar an_ghr best when they are given the opportunity to
schedule their working hours bas@,gheir individual ability to carry out the task given to
them. As flexibility allows te%v?s the freedom to decide when, where and how they want
to function, flexibility @1]}/ leads to enhancing the output of teachers. Furthermore,
teachers are alw appy when they are able to work flexibly, which will eventually
encoura to continue working in such an organisation. In general, teachers would
cho @stay for a longer period of time if flexible job schedules are enforced by the
orﬁation. Flexible working hour schedules will provide teachers with flexibility and
autonomy over how they schedule their work and their personal lives, allowing them more
time to relax when necessary and alleviate work stress. Teachers feel less stressful when
they have more control over their schedule. In summary, flexible work-hour arrangements
improved teacher performance, increased retention of teachers and reduced teacher work

stress. It was recommended on the basis of the findings that a proactive strategy be adopted
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by organisations to improve the alignment between flexible work-hour agreements and
other human resource policies such as recruitment, promotion, training, rewards and

performance assessment!%3.

There 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't‘@gular
work arrangement in Nigeria, which is from 8:00 a.m. to 4:00 p.m. or 5;00¢¥%m. and from
Monday to Friday or Saturday, in some cases every week for severaf%\l’ exible work-
hour arrangements, such as part-time jobs, shift job, work-shari@&nfmened 24-hours per
day, work from home for nursing mothers, five-day job @%\(, sabbatical leave, career
flexibility, leave and so on, need to be taken in. %ount by the human resources
department of an organisation to minimize the k-life conflict of teachers, motivate
teachers and improve their performa%‘é@ ble working hours is one of the most
innovative ideas in the area of huma%source management and the business environment,
and can only be an innovaf()% cffective and successful leaders who understand the

dynamics of the increasin%d{anging global business environment'2,

A study ing\restigated on the relationship between long working hours and stress
responses_1 %ior high school teachers in Japan. Psychological and physical stress
res @Were assessed using the Brief Job Stress Questionnaire. Results showed that
mﬁ of the participants worked eleven hours or more per day. Additionally, the length
of working hours significantly differed across job titles. It was further revealed that
working hours of above ten hours was significantly associated with high stress, compared

to those who worked less than nine hours per day!'?’.

A similar study was carried out to examine the relationship between working hours

and commercial bank workers’ wellbeing and performance in Cross River State,
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Nigeria. Two research objectives were raised for the study, which led to the formulation of
two research hypotheses 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, charts and Pearson Product Moment Correlation at 0.05 confidence
level. Out of the two hundred and thirty two (232) questionnaires distributed, Qw two
hundred and thirteen (213) were return without missing items or mutilati d these
number were employed for analysis. Results revealed that there is sta '.ﬁ@@onsiderable
relationship between working hours and commercial bank wo;é wellbeing and
performance in Cross River State, Nigeria. The study recom d among others that
management should put in place adjustable and working h@%r employees in order to
make them more comfortable!?®, . QQ)

\

Another similar study was carried out to@t gate the influence of three variables
of work-life balance namely personal li e@jﬁng time and job stress on employees’
performance in select Nigerian banks’.& anks were selected for the study based on their
ranking as top Nigerian banks b@ Corporate Finance Institute, namely; Zenith bank,
GTB, Ecobank Nigeria and First Bank of Nigeria Plc. Primary data was collected using

'\
structured questio&é%) lation of the study was four hundred and one (401) bankers

in twenty one GQ)
two huncﬂ%‘( ) bankers was drawn from the population size using

anches of the banks, located in Akwa Ibom State. A sample size of

Ta@amane’s sample size determination formula for sample determination. Chebyshev
Proportionate formula was further employed to determine the sample proportion of each
branch. Hypothesis was tested using multiple regression analysis. Computations were done
by means of Statistical Package for Social Science (SPSS). 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
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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!'?’.

2.3.1.2 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™ ment
in schools hence teachers are observed to have heavy workload based on 4 %}sed class
size’®. When teachers exercise their tasks in accordance with th@%}onal Policy of
Education, for example, teaching an average of twenty—two-gi\@ie'ﬁiods per week and
having a reasonable number of students in a class, the r@%er assumes that teachers

would avoid non-administrative positions, which w Tskl prove the efficacy of their job

performance’.

3

A study sought to establish the rel ti&@)}\getween teachers’ workload, class size and
students’ academic performance g&ive selected secondary schools in Singida Urban.
The study was guided by thtee” objectives and three research hypotheses. The study
employed correlationalaCros Qectional design. A sample size of two hundred ninety four
respondents was Qt}%mly chosen from five secondary schools. A self-administered
questionnai %s employed to collect information from respondents. The collected data
Wer @/sed by Statistical Package for Social Scientists (SPSS) using Karl Pearson’s
LiﬁCorrelation Coefficient and Multiple Regression Analysis to assess the correlation
between teachers’ workload 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
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class size if teachers are to become more productive and improve the performance of their

students!10,

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 Is in
Makueni Sub County, Makueni County, in Kenya. The study was guided %'é&following
research questions: What is the distribution of the teaching staff in p%\primary schools
in Makueni sub- County? How does teachers' work load inﬂuen@cﬂhing and learning in
public primary schools in Makueni sub-county? W%%allenges are caused by

understaffing to the teaching-learning process in Mal@ub—county?

What can be done to improve staffing m@gublic primary schools of Makueni sub-
County? The methodology employ 1(t_bb study was both quantitative and qualitative
research methodologies mainly h a cross-sectional survey design and narrative
research design respectively.ﬁ‘lw}population of the study involved teachers employed by
the Teachers Service ission who included head teachers and assistant teachers in
public schools ianBueni Sub County. The study also involved an education officer and
the staffi r in the district. The Sampling methods in the study were simple random
for @chers and stratified sampling for the schools. There was purposive sampling for
boﬁ head teachers and the heads of curriculum (HOC) (or subject panel heads) in the
schools. The researcher 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) HOC:s, 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.

The validity of the instruments was achieved by involving stakeholders in the research
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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 percentages with special
regard to the SPSS version. The qualitative data were organized and coded according to the
themes that emerged from the collected data. The findings of the study g‘z&d the
following: that there was unfair distribution of teachers and high pupi .e&%ratio in the

sub county and that affected teaching and learning in the schools; that in understaffed

t
[ } “

schools where teachers have high teaching workload, effec}ti@% ing and learning are
negatively affected; that there were many challeu%g)associated with curriculum
implementation and high pupil-teacher ratio @'@ered by teachers in understaffed
schools; and that fair distribution of teachqr@review of staffing policies were some the
effective measures of improving sta mQI_;}Ge schools. It was recommended on the basis
of the study that regular recruitmé) deployment of teachers within a specified period

of time; ensuring fair distributidnof teachers with regard to the staffing need; and provision

of enough social sewicg@g teachers in hardship areas!*.
O

A stud&qps investigated on class size and teachers’ classroom control in public
secondary ols in Uyo Education Committee (LEC) of Akwa Ibom State. Two research
qs 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 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
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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 deviation were employed to answer the research questions while the independent
t-test was employed to test the hypotheses at 0.05 alpha levels. The findings of the study
reveal that there is significant difference in teachers’ engagement of students during class
activities and supervision based on class size. The study therefore concluded that a school
should have a class size that the teachers should be able to manage whi%%?g cost
effective since the size of a class significantly relates to teachers’ ¢ .% control in
public secondary school in Uyo Local Education Committee of W'% om State. It was
recommended on the basis of the findings that all the teacher:%ﬁi a Ibom State should

N

be trained and re-trained in classroom management'3!, @

Q>

A paper revealed that smaller classes ca&rove teacher-student interactions and
individualized instruction, decreasing t .Qpe t on discipline issues, leading to better
student behaviour, attitude, and effo%Smaller classes generally have greater advantages
for younger students, and effects %more observable in class sizes of less than twenty (20).
Small classes may shrinj%:k\ievement gaps, decrease dropout rates, and increase high
school graduatio @%ﬂd appear to enhance academic outcomes, particularly for
marginalized %@5. Small classes have been found to boost teachers’ morale and job

satisfaction.>>.

QO
T&ove previous related empirical studies shows inconsistencies among the variables
(workload and teachers' job performance) and also among the results which justifies 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.
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2.3.2 Job Security and Teachers' Job Performance

Job security makes employees loyal and committed to their organisations because
employees with a high sense of security in organisations have a high sense of regards for
the organisations, consider them as theirs and, have passionate feeling for them. In addition,

security of jobs creates pleasant rapport between the workforce and

organisations®, N \(b

A study was investigated on the contribution of job securit;@%éining and
development to teachers’ job engagement in public secondary school vers State. Six
research questions were answered while six corresponding null\*@gtﬁeses were tested at
0.05 alpha level. The study adopted a correlational researc%g%n. The population for this
study consisted of all the nine thousand, four hund e@fty-two (9,452) teachers in two
hundred and forty seven (247) Public Senior Qary Schools in the twenty three (23)
local government areas of Rivers State : Si le size for this study was three hundred
and fifty (350) teachers representing %’percem of the entire population; it was determined
using the Taro Yamane’s pledsize formula. Teachers’ Job Security, Training and
Development Questionna%TJSTDQ) and Teachers’ Job Engagement Scale (TJES) were
employed for da @c on. Face and content validities were ensured. The Cronbach’s
Alpha was er@qyed to establish the reliability coefficients of the questionnaires which

were found\o be 0.881 and 0.921 respectively. Data collected from the questionnaires were

su@%to descriptive and inferential statistical analysis.

Results revealed that job security contributes positively to teachers’ job engagement in
public secondary schools in Rivers State. It was also revealed that teachers’ training and
development also contributes positively to their engagement in the schools. It was

recommended among others, that the teachers should be made to be secured in their jobs
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and regular training and development programs should be organised for teachers to

improve their engagement®’.

It was noted that the concept of job security influencing teachers' job performance
swings on a two-way pendulum, there exist assertions of job security reducing the zeal and
motivation of the teachers and thus reducing their performance. This results from a laxity
that develops amongst them as a result of the assurance of the jobs® ® they
possess.Teachers who face perceived and real threats to their jobs are likel & in more
efforts to perform better with a view to securing their jobs; also, &%@ hers might be

overwhelmed and may not perform effectively but rather begin{%a'ﬁch for employment

\\
&

A related study empirically examined job security and productivity in

elsewhere’®.

missionary education centres in Delta Sta_‘[e&eria. This study adopted an ex-post-facto
research design of the descriptive su ein_l}}ﬁod. A sample of four hundred and thirty six
(436) school personnel — one hund d fourteen (114) principals and three hundred and
twenty two (322) teachers wasz\drawn from a population one thousand, one hundred and
eighty eight (1,188) sc ‘%‘aghers including principals using stratified sampling technique.
Self-structured @mnnaire, titled - “Workers Job Security and Productivity
Questionnat @SPQ)” was employed to seek information. Data analysis was done using
descri @ statistics and t-test statistics at 0.05 level of significance. Findings revealed that
Ways%) provide job security for workers includes; constant training of workers, provide
adequate physical and instructional facilities, encourage workers to attend professional
development programmes, allow workers to be passive when making decision, make
workers feel the impact of management through democratic leadership and seek workers’
view on how to enhance the school. Finding also revealed that areas workers are productive

includes; task assigned to workers were delivered, teaching students, preparing lesson note,
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making students scripts, preparing students results, ensure that discipline is maintained
within the school and regular to school. Test of hypothesis revealed that administrators
experience does not significantly differ on rating of workers productive in Delta State
missionary education centres. Lastly, finding shows that influence of job security on
workers’ productivity includes make workers productive on their task, give workers sense
of belonging, help workers to be dedicated to their job, make workers abide to school rules,
acquire more skills on the job, reduce workers interest to leave the jo@@fulﬁll
psychological need of the workers. Test of hypothesis revealed t .\ loyers and
employees mean rating does not significantly differ on how worke j(%b security influence
productivity in Delta State missionary education centres. Thi:%@ could be as a result
that workers who are guaranteed of their job will notbe&%}&enced by job mobility. It was
recommended on the basis of the findings tha\T)S%\re should be constant training of
workers as well as provide adequate physicalyand instructional facilities by missionary
schools in Delta State; 2) Workers thcy}e allowed to participate in decision making,
through this, workers will feel th&)&t of the school organisation as feel less insured in
the school; 3) Workers shouNstantly be encouraged to put in their best on the job by
assigning task to work@znsme that discipline is maintained within the school and 4)

School administrators)in Delta State missionary schools should make appropriate provision

for quali %tions of service for teachers. Also during staff induction, teachers should
be %@eed of their job within the school’".

Another closely related study examined motivation, job security and teachers
dedication in private secondary schools in Delta State. It was a descriptive survey adopting
the ex-post-facto design, with a population of ten thousand, one hundred and thirty six
(10,136) principals and teachers in registered private secondary schools in Delta State.

Purposive sampling technique was employed to sample eight hundred and ninety four (894)
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respondents which was made up of four hundred and thirty (430) principals and four
hundred and sixty four (464) teachers in private secondary schools. A selfdeveloped
instrument titled — “Motivation, Job Security and Teachers Dedication Questionnaire
(MJSTDQ)” was utilized to gather information from the respondents. The instrument was
split into two, one administered to teachers and the other administered to principals. The
instrument was validated through face and content validity, thereafter it was subjected to
test-retest reliability test using forty (40) teachers and principals who were eé@ from
the main study. The scores were correlated using the Pearson Product .o'xk Correlation
Statistics and a co-efficient of 0.981 was obtained. The responses were c verted into mean
scores and standard deviation for the purpose of answering %éés arch questions while
Pearson Product Moment Correlation Statistics and neg&&)n were employed to test the
hypotheses at 0.05 level of significance. Flndln% d that motivation and job security
were significant to teachers’ dedication in.p;&w secondary schools in Delta State. It was
therefore recommended on the bagis Qf_)}e findings that private secondary schools
particularly in Delta State should n ways to motivate teachers for optimal dedication.

Also, teachers should be guarariteed of their job in order to make them stable and work hard

to achieve the obj ectix@ﬁooln.

A stud&s@ght to assess the effect of job security on the commitment of teachers in
the Cape Coast Metropolis of Ghana. The study further assessed the mediating role of
ca@%sfaction in the relationship between job security and organizational commitment.
Using an explanatory survey design, two hundred and twenty eight (228) senior high school
teachers were systematically selected and surveyed accordingly. The estimated target
population was five hundred and thirty (530) teachers. An internal consistency of 0.977 was
recorded for the instrument. Data processing and analysis were done using SPSS and

SMART PLS to assess the effect of job security on the four dimensions of organizational
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commitment (affective, continuance, normative, and value commitment). The measurement
model met all the quality criteria. It was found that job security had a positive influence on
all four dimensions of organizational commitment as well as career satisfaction. Similarly,
career satisfaction had a positive influence on all four dimensions of organizational
commitment. Furthermore, career satisfaction mediated the relationships among job
security and all dimensions of organizational commitment except value commitment. Thus,
the findings suggest that Ghana Education Service should institute policies %&sures
that enable teachers to feel more secure in their job, and increase th c unities for
career development in Ghana’s public senior high schools. Additi n%II , teachers should

% by their respective

take advantage of human resource development policies j@é&}e

institutions to increase the level of their career sa@on and consequently, their

commitment to their respective schools’. @

The objectives of a study ai .@ relationship between job security and
wellbeing of workers. The instrumegt\employed in the study was a set of questionnaire
consisting of job security a w&aeing. The study was carried out at several banks and
factories in the district a{uPahat and Kluang involving six hundred (600) workers
which was made &hundred (200) bank employees, electronic factory workers and
textile factorb\@rkers each. Job security was measured using Job Security Scale.
Wellbeing'Scale was also employed to measure the health and well-being of workers. Data
co@ were then analysed using Pearson correlation, t-test and ANOVA using SPSS.
The Pearson product moment correlation analysis showed that there is a significant
relationship between job security and well-being of employees. This relationship means
that when employees feel their work is guaranteed and they feel safe, there would be
improvement in their well-being. Bank employees showed a higher job security. This is

probably because a career in the bank is rather more secure because there are a number of
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banks for example Maybank, which has many branches in Malaysia and also overseas. The
findings show that employees have a high level of job security even in a desperate state.
Such information is very useful to the management organizations to maintain job security
among workers. The management also needs to find ways to enhance job security
experience as it can boost the well-being of workers at the workplace. Since it is difficult to
change the objectives of the organization and the environmental factors that contribute to

job insecurity, it is thus crucial to prevent the job insecurity'*3. Q')&\(b

Another similar study investigated job security and teachers’ retentioﬁ%nvate secondary
schools in Akwa Ibom State, Nigeria. One (1) research object'w@i?hised and translated
into a research question and hypothesis. The study ado%i%x-post facto correlational
research design. The target population consisted of fo. f@usand, seven hundred and thirty
five (4,735) teachers in all the private secondary@ols. The sample of the study was eight
hundred and thirty five (835) teacher .ei)éﬂe using multistage sampling and simple
random sampling techniques which s’@/s four hundred thirty nine (439) females and three
hundred and ninety six (396 ag;qhe instrument employed was Personnel Job Security
and Teachers’ Retention esgionnaire (PJSTRQ). The data were analysed using Pearson
Product Moment r@%n The null hypothesis was tested at 0.05 level of significance.
The result re@d positive significant relationship between job security and teachers’
retention. Based on the finding of the study, it was recommended among other things that
cns of service for staff be enacted while improved working environment be
considered a priority by the proprietors of the private schools'4.

A research examined whether perceived job security positively impacts the effectiveness of
job performance among employees of unionized organizations vs. employees of non-
unionized organizations. Job security’s effect on job performance was identified, as well as

the difference in the perception of job security among employees from unionized vs. non-
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unionized organizations. The sample consisted of hundred (100) employees from different
positions and different organizations, with both union and nonunion participation from the
Miami International Airport. They were surveyed on a Likert scale questionnaire that had
items targeted to measure their perception of job security, and job performance. The
evidence yielded results that supported the literature review, and indicated that employees
are more susceptible to show better performance at their work place when in the context of
the security offered by unionized organizations. The results indicated thatz)a%\security

offered by union participant organizations can be employed as a pre(@creased job

performance, and to some extent to the employee’s behaviour with&he rganization'®,

. \ N
A partially related study investigated teachers' quality of \é‘)&%ﬁfe and job engagement in
public secondary schools in Rivers State. Six resear %stions were answered while six
corresponding null hypotheses were tested at 0,05 alpha level. The study adopted a

correlational research design. The po@éﬁor this study consisted of all the eight
4

thousand, four hundred and ﬁfty—two% ) teachers in two hundred and forty seven (247)
Public Senior Secondary Sc ols%(ke twenty three (23) local government areas of Rivers

State. The sample size for,the s\tudy was four hundred (400) teachers representing 5% of the

entire population;@%%ermined using the Taro

Yamane's I%e size formula. Teachers' Quality of Work Life Assessment Scale
(T%I@) and Teachers' Job Engagement Scale (TJES) were employed for data
collection. Face and content validity evidence was ensured. The Cronbach’s Alpha was
employed to establish the reliability coefficients of TQWLAS and TJES to be 0.708 and
0.877 respectively. Simple and multiple regression were employed to answer the research
questions while t-test associated with simple regression and ANOVA associated with
multiple regression were employed to test the null hypotheses at 0.05 alpha level. It was

found among others that quality of work life contributes moderately to teachers' job
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engagement. Furthermore, it was found that quality of work life is a significant contributor
of teachers' job engagement in public secondary schools in Rivers State. The findings of the
study also showed that job security contributes a little to teachers' job engagement in public
secondary schools in Rivers State. The extent to which teachers job security contributed to
job engagement is not disheartening, because teachers who do not have job security may be
less concerned to the dictates of the job. On the other hand, going by the level of
unemployment in the state, the teachers should not lean on job security in g@; to shy
away from their statutory responsibilities. The hypothesis tested in th .hk howed that
job security significantly contributes to teachers' job engagement i}n public secondary
schools in Rivers State. This means that the provision ot;égv\c rity to teachers also
provides to a great extent the level of their engagemmt&%&y. Invariably, the increase in
the job security of the teachers is significant t(@)@lmitment of teachers in secondary
schools in Rivers State. This shows that vyi% provision of job security to the teachers,
there may not be any form of enga mQt_)\n the workforce. It was recommended among
others, that the teachers should s pertise and professionalism in their teaching job in
order to fully discharge theiwes in line with the conditions of service. The principals
should devise effectiv %;}ﬁcien‘[ reward management systems that will compensate

teachers who hav@wn brilliance in the execution of their statutory responsibilities!*.

A study‘%grried out on motivation and teachers’ performance in selected secondary
sc in Ikenne Local Government Area of Ogun State. The study adopted a descriptive
survey research design of an ex-post facto type. Four research hypotheses were formulated
and tested at 0.05 level of significance. Data were collected using a selfdeveloped
questionnaire tagged “Teachers' motivation and performance in secondary schools”. The
questionnaire was validated and the Cronbach’s alpha was 0.887 while the reliability was

confirmed at 0.978 using a split-half correlation coefficient. Research questionnaires were
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administered to two hundred (200) teachers that were randomly selected from four major (4)
administrative zones in Local Government Area but only one hundred and eighty-seven

(187) were adequately filled and employed for the analysis.

Data were analysed using Pearson Product Moment Correlation Coefficient and Multiple
Regression statistical methods. The findings of the study revealed a significant positive
relationship between teachers’ job performance and motivation in ensurh@.lality
education in secondary schools. The study also indicated that reward syste &fessional
training and development, work situational factors accounted for belc%}age percentage
of the variance in the motivation of teachers in public secondar)\%o'@ls. It was therefore
concluded that the importance of motivation in the day—g@ performance of teachers
cannot be overemphasized, especially when it comes.&@ing rewarded for a job done and
being happy on the job. It was recommended o basis of the findings that for higher
performance as well as for employee@% sense of belonging, Management must
introduce Management By Objective (MBO) approach so that all staff will take part and be

able to contribute meaningm]@(pdevelopment of the organization'?’.

A study was investi ?1 in-service training and job security as determinants of
teachers’ commit@ in public senior secondary schools in Abia State. There were two
research qu %13 and two hypotheses which guided the study. Correlation design was
emplo for the study. The population of the study included - five hundred and fifty (550)
Viipals in two hundred and seventy five (275) public senior secondary schools in
Abia State out of which two hundred and seventy five (275) vice- principals in one hundred
and thirty eight (138) public senior secondary schools were sampled for the study using
proportionate stratified random sampling technique. Two questionnaires were employed for
collection of data and they included a sixteen-item questionnaire titled ‘Inservice Training

and Job Security Questionnaire (ITJSQ)’ as well as a fifteen-item questionnaire titled:
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‘Teachers’ Job Commitment Questionnaire (TJCQ)’. The questionnaires were face and
content validated by two experts in the Department of Psychology, Guidance and
Counselling, University of Port Harcourt. Cronbach’s alpha was employed to estimate the
reliability of the questionnaire with co-efficients of 0.875 and 0.874 for the sub-sections of
ITJSQ and 0.986 for TICQ. The questionnaires were administered by the researcher with
the aid of two research assistants. Simple regression was employed to answer the research
questions while t-test associated with simple regression was employed ‘Q}est the

hypotheses at 0.05 alpha level. The findings of the study showe % te positive
a

relationship between in-service training and teachers’ job com% s well as high
t

positive relationship between job security and teachers job t@( ent in these schools.
The researchers noted that one of the major factors thaQ determine whether or not a
job seeker will accept an employment offer is th%&?y of the job. The security of the job
also goes a long way to determine the CQU’@GH‘Z of employees on the job. Supporting
this position, the respondents emplo ed@_r)'}ﬁe study agreed that the relationship between
job security and teachers job co ent was indicating a strong positive relationship
between job security and teac};ﬂ> job commitment. It was also reported from the findings
of the study that job i"gy contributes to teachers’ commitment in public senior
secondary school8,in)Abia State by forty six percent as indicated by the coefficient of
determinati Q‘his value reveals the strong influence that job security has on the
co i@nt of teachers in public senior secondary schools in Abia State. It was revealed
N

from he hypothesis of the study that job security significantly contributes to teachers’

commitment in public senior secondary schools in Abia State!®,

A study set out to examine the effect of job security on teacher performance in the
private sector taking cognizance that teacher performance play important role for school

performance. It was anchored on expectancy theory which argues that humans are capable
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of making choices and are able to think rationally. Consequently, they strive to attain
rewards that they value which in turn affects performance. The research design adopted for
this study was the cross sectional survey. A sample size of five hundred (500) respondents
was employed for this study. Findings from the study show that job security virtually do
not exist in Nigeria private educational sector, however if teachers are assured of their jobs
their loyalty to the school will positively improve their performance. It was recommended

on the basis of the findings that Management should assure teachers of jo&gsubrity, a

condition precedent to teachers’ loyalty and commitment to the s@ security is

139

necessary if private sector teachers are to perform maximally &

A closely identical study was examined on th@'(g%\ct of job insecurity on
employees’ performance in Deposit Money Banks .'@agos State, Nigeria. The study
employed a survey research design and a multi-stage/sampling technique to select a sample
of six hundred and twenty three (623) .p@ye s from a total population of twenty four
thousand, one hundred and eighty t'% 4,182) employees in twenty two (22) Deposit
Money Banks in Lagos, Nigeria. @msequently a structured questionnaire was administered
on the respondents while e.Klundred and twenty (520) were duly completed. Descriptive
and inferential s is@%ere employed to analyse collected data. Ordered Logistic
Regression w. &mployed to determine the effects of Job Insecurity on employee’s
performance it Deposit Money Banks in the studied area at 0.05 level of significance. The
st@gwed job insecurity with contributed negatively to employees’ performance in
Deposit Money Banks in Nigeria, that is, as job insecurity increased, employee
performance decreased. The study concluded that job insecurity significantly affects
employee’s performance in Deposit Money Banks in Lagos State, Nigeria. It was
recommended on the basis of the findings that managements of the Deposit Money Banks

should formulate and implement policies and practices that will enhance job security in
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order to ensure workers’ commitment, increase their performance and as well as reduce

intention to quit!#.

2.3.2.1 Job Advancement and Promotion Opportunities and Teachers' Job

Performance

Constant promotion as at when due could also be a factor that can boost or cushion
teachers’ workload thereby yielding desired productivity*. A study was é&ﬁ%bred the
impact of promotion opportunities on academic staff development '.%@@tate higher
educational institutions of Borno State. The study raised a question to de ermine the impact
of promotion on academic staff development. Hypotheses w@ﬁ ulated and tested in
line with the objectives of the study. Related literatures &% reviewed based on the stated
objective. Survey method was employed for the @‘ne population of the study were all
academic staffs of the State higher educastig&nstitutions which are one thousand, four
hundred and ten (1,410). The sampl o@}udy consisted of all academic staff from the
four selected institutions — nine héﬂ)& and thirty eight (938) using closed questionnaires.
The collected data was preseMy the employ of simple frequency and percentages, and
later analysed using ChifSqu rg statistical technique. The finding of the study revealed that
since 2015 to date, Qe State government offers paper promotion with no monetary
incremen ry to academic staff in the state higher education. The study also revealed
th%e@is a significant relationship between promotion and academic staff development.
The $tudy concluded that promotion influence academic staff development. It was
recommended on the basis of the findings that the state government should offer the

academics the financial benefits of their promotions to boost morale and for effective and

efficient performance®®.
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It was emphasized that despite the fact that it is stated in National Policy on
Education that promotion opportunities be created at every educational level to allow for
professional growth at each level, teachers’ promotion has not been implemented
accordingly. Teachers who feel stagnant in their positions generally are not motivated, and
when this occurs, they are demoralized, frustrated and dissatisfied with their jobs.
Consequently, they will not stay on in an unfulfilling position and may look elsewhere for
satisfaction. This dissatisfaction can also be manifested in partial commltme&\p work,
early retirement and resignation. Promotion is beneficial to teachers be ux%s related to
an increase in salary, taking up more responsibilities and boosting elr cial status. Thus,

teachers now have higher purchasing power, as they are glvg\ke‘ portunity to employ

their initiatives and improve their competencies; with Q@ clevation, they experience a

high level of contentment with their jobs®2. @

The purpose of a study was to k 3 %omotion of positions held; (2) Employee
job satisfaction; (3) Employee perfo@nce and (4) The influence of promotion and job
satisfaction on employee % ance in Makassar Government Region, -either
simultaneously or partially, \The method employed were explanatory and descriptive survey

method. The pop@ghe research were employees of Makassar Government

W

Region anle of fifty (50) people were chosen. The method of analysis employed
W@@%vency distribution and path analysis. Based on the results of the analysis, the
following findings were obtained as follows: promotion positions Makassar Government
Region has are in accordance with the field and expertise; Employees of Makassar
Government Region were considered as satisfied; they were also considered to have a high
enough performance as well as job promotion. Lastly, their job satisfaction influence their
performance, but when viewed partially, it turns out that the promotion of dominant

positions affect their performance®?.
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A similar study was examined on the impact of promotion as a personnel policy for
teacher retention and efficiency among secondary school teachers in South-Eastern Nigeria.
The study sought to provide answers to three research questions and three hypotheses. The
design of the study was descriptive survey which was carried out “expost-facto”. There
were three objectives pursued by the study, which also formed the basis of the research
questions. A sample of two thousand six hundred (2,600) teachers in one hundred and
thirteen (113) schools from a population of twenty five thousand nine hundre @yseventy

six (25,976) were drawn from secondary schools in Abia, Anambra, gbsggEnugu and

Imo States of Nigeria through stratified random sampling, us1 ultistage cluster
sampling technique which divided South-Eastern States of @a into twenty one (21)
Education zones. Data were collected using a qws@lre titled “Personnel Policy
Implementation Teacher Retention Questionnai@Q)”. The reliability of instrument
which was determined by Pearson’s Prod oment correlation gave a value of 0.781
which was considered appropriate OIQ@ study. Data collected were analyzed using
frequency distribution, means sc é) ndard deviation and pooled mean for the research
questions while Z-test statistics§ywas employed for the test of hypotheses at 0.05 level of
significance. The stud&%};\lled that, personnel policy implementation of promotion
enhanced teacherQeyormance on the job and has positive impact on teacher retention
among seco schools in South Eastern Nigeria. The study recommended merit and due

pr%gthe promotion of teachers. More so, unnecessary delays in the implementation of

staff pfomotion should be discouraged'*!.

A study focused on the effects of career growth on employees’ performance with reference
to the Non-academic Staff of Michael Okpara University of Agriculture Umudike in Abia
State, Nigeria. Beyond the broad objective, the study sought specifically to determine the

effect of career development on the employees’ performance and ascertain the effect of
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career advancement on the motivation of Non-academic Staff of Michael Okpara
University of Agriculture Umudike. The researcher adopted survey research design, both
primary and secondary sources of data were employed. The population of the study
consisted of all the Non-academic Staff of the university which numbered two thousand six
hundred and thirty (2,630) employees, using Taro Yamane’s formula at a normal
confidence level of ninety five percent and error tolerance of five percent, the sample size
of the study was deduce to be three hundred and forty six (346). Simple rand@hmpling
techniques were employed to sample the respondent. Pearson Product .0& Correlation
analysis was employ to analyse the objectives with the aid of Statistical Packages for Social
Sciences (SPSS) version 26. The major findings revealed %ﬁéﬁ%re is a positive and
significant correlation between career development, qﬂ& performance of the Non-
academic Staff of the university, and also caree;@@ment is positively correlated with
motivation of the Nonacademic Staff of the @ersity. It was concluded that the impact of
career growth on the performance a rQ[_iy}[ion of employees in the university cannot be
succinctly stated and recommend% harmony with the programmes and policies of the
university, management shouldwét relent in contributing to the career growth of the Non-
academic staff by pro %gbundant opportunities for self-development, advancement,
structured leamingt}\nding career development programmes, and providing incentives to
those w %wor career development as these are sine qua non in maintaining and
su%@ outstanding administrative performance in the institution which is vital in

facilitdting learning and academic researches carried out in the university'42.

A related study explored the role of timely promotion as a motivational factor among pre-
primary school teachers. Two districts (1 urban affluent and 1 rural poor) were selected.
Stratified purposive sampling was employed in the selection of sixteen (16) schools — eight

(8) from each district; thirty two (32) pre-primary school teachers — four (4) from each
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school, and eight (8) school principals. Data were collected through interviews,
questionnaires and documentary review. Regardless of urbanicity, findings revealed that
the primary responsibility of teachers was to ensure children’s holistic development.
Achievement of this role solely depended on timely promotion and other motivational
factors such as the involvement of teachers in decision making, appreciation from
educational officers, and good working conditions. It was recommended on the basis of the
findings that joint efforts among pre-primary education stakeholders should tlm&;mote
teachers, pay their salary arrears, upwardly review teachers’ Welfa‘r@ s, and the

conditions of services'®

A study sought to investigate the influence of motivation @%chers job performance in
public secondary schools in Rachuonyo South S b$unty. It was guided by three
objectives; influence of in-service training, workihg ¢onditions and promotion on teachers’
on job performance. The study was gr .@y the basic assumptions that respondents
would be willing to give informatio@ectively and honestly, data collection instruments
would be valid and reliable i m%}uring the desired outcomes and that the study sample

would represent the targeg%m*lation in its major characteristics.

The study ado tteﬂuantitative research paradigm which employs a descriptive survey
research desi he targeted population consisted of one thousand, five hundred and sixty
eig @8 teachers in public secondary schools in Rachuonyo South Sub-county from
W& ten percent sample size of one hundred and fifty eight (158) respondents was
selected using stratified random sampling techniques. In this study, data was collected
using questionnaire, whose validity and reliability were ascertained before being
administered in the field for actual data collection. To ascertain the effectiveness of the data
collection, instruments, a pretest sample of ten percent of the study sample size was

employed with a sample that was similar, but not the actual study sample. The
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questionnaire was prepared in such a manner that different items were integrated to ensure
collection of maximum data, with most questions being closed ended and a few open ended,
contingency and matrix items. Data was analyzed with the aid of SPSS (Statistical
Packages of Social Scientists) using computer in which descriptive statistics such as
frequencies and percentages were generated and presented in frequency distribution tables.
The study, upon data collection realized a good questionnaire response rate of seventy SiX

percent (76%), hence a strong justification for the analysis. The study Qhﬁg\afed that

motivation was crucial in enhancing teachers’ commitment to job pe
most public secondary schools in Rachuonyo South Sub-counzy h&galiﬁed teachers and
were therefore expected to perform their tasks well, yet this I;KQSMed a tall order as a result
of the presence of motivation gaps. It was concludé@t motivation strategies such as
frequent in-service training, regular promotion aﬁ@%neral improvement of the working
conditions that formed the major stud '@es, were critical in enhancing teachers
commitment to their tasks performan% policy formulation, the study recommended on
the basis of the findings that h@@ﬁis‘[raﬁon of public schools should formulate internal

motivation policies for ephancing commitment to task performance, the government to

'\
formulate policieQ;@ geared towards improving the general working conditions in

public schoolsé%)‘ acilitate superior job performance. On further research, the study
recommended™ an investigation of the influence of intrinsic rewards on teachers job
pe@ance, the extent to which working conditions alone influence teachers job
performance, the difference in job performance between teachers in Rachuonyo and other

areas in Kenya and an examination of significant negative influences of motivation'#+.

A study examined the influence of Support Staff Promotional Opportunities on

Learners’ Academic Performance in Public Secondary Schools in Kenya. The study
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utilized the convergent parallel mixed methods design. The study population consisted of
sixty eight (68) principals, sixty eight (68) Board of management chairpersons, sixty eight
(68) Director of Studies and two hundred and seventy two (272) support staff who heads
security, laboratory, kitchen and academic/secretariat departments. Questionnaires and
interview schedules were employed for data collection. Quantitative data from closed
ended sections of the questionnaire were analysed by employ of descriptive statistics and
also inferential statistics such as Pearson Correlation. Qualitative data was a&}ysed on
content on the on-going process as themes and subthemes emerged. T .ﬁ{%s indicated
that there was statistically significant positive correlation between support staff
promotional opportunities and learners’ academic performance%’ﬂ%e‘t emes which emerged

from qualitative results were employ of job experiencg @otion, employ of certificates

acquired by a support staff, the length of stay in %@n\d fairness in promotion'*.

Another study similar to the above .@%amined the relationship between staff
development, promotion and teacher@b satisfaction in secondary schools in Ekiti State.
The study adopted a descriptive @;)erch design of the survey type. The population of the
study consisted of all the ven thousand, five hundred and thirty eight (7,538) teachers in
the two hundred @Q‘Z 3) public secondary schools in Ekiti State. The sample for the
study consisteébf eight hundred (800) respondents — six hundred and forty (640) class
teachers, one hundred and twenty eight (128) Head of Departments and thirty two (32)
V@\%ipals from thirty two (32) public secondary schools in Ekiti State via multistage
sampling procedure which involved simple random, stratified and purposive sampling
techniques Two sets of instruments tagged “Staff Development and Promotion
Questionnaire (SDPQ)” and “Teachers Job Satisfaction Questionnaire (TJSQ)” were
employed to collect relevant data for the study. The face and content validity of the

instruments were determined by Educational Management experts, experts in Test and
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Measurements. The test-re-test method of reliability was employed to ascertain the

reliability of the instruments. The reliability coefficient of 0.891 obtained for SDPQ while

0.984 was obtained for TJSQ. The research hypotheses were tested using Pearson’s Product
Moment Correlation at 0.05 level of significance. Findings revealed a significant
relationship between staff development, promotion and teachers’ job satisfaction. It was
recommended on the basis of the findings that regular staff development pr mes
should be organized by government for continuous professional developme &}achers. It
was also recommended on the basis of the findings that teachers shou‘%}fomoted as and

when due and whenever there is delay in promotion, the arream@gt& financial benefit of

A study was carried out to examine the relat@etween promotion and classroom

such promotion should be paid in full'4S,

teachers’ job satisfaction in Senior Secoqd@:hools in Taraba State, Nigeria. Two (2)
research questions and one (1) h otlQi_g)\was formulated and tested at 0.05 level of
significance. The population of @gdy was three thousand, and ninety three (3,093)

teachers from various public\yzior secondary schools in the nine education zones in
Taraba State. A sa@: for the study was three hundred and fifty four (354)
participants cak(Q using Taro Yamane’s Formula. The data collected was analyzed
using mm%gtandard deviation and Pearson product moment correlation was employed
to the hypothesis at 0.05 level of significance. There was a statistical significance
strong relationship between promotion and classroom teachers’ job satisfaction in Senior
Secondary Schools in Taraba State, Nigeria. This study concluded that promotion is high.
Classroom teachers ‘job satisfaction is low in senior secondary schools in Taraba state,
Nigeria. It was recommended on the basis of the findings that the Taraba State government
should ensure regular promotion of teachers and implement payment of promoted teachers

with their promotion status and other allowances'#".
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A related research was done to establish the relationship between career advancement
and job satisfaction relating to secondary school teachers confined in Igembe North sub-
county. A descriptive survey design was applied as it was appropriate in obtaining
quantitative data from the sampled respondents which was analysed quantitatively to
describe the variables of the study. The study targeted four hundred and twenty seven (427)
teachers who formed the total population of the study. Secondary schools were classified as
boarding schools and day secondary schools in the sub-county through the ap&hi@xon of a
stratified technique of random sampling. A sample size equivalent .O%Jndred and
twenty nine (129) teachers was selected representing thirty per cent.of the€ target population.

'}
A five Likert scale closed-ended questionnaire was utilised to@é\}ﬁ uantitative data from

the selected teachers. To assess how the questip%éwas reliable and valid in
accomplishing its intended task, seven teachgﬁ\@l Igembe South sub-county were
selected for piloting purposes. This was apk@i by applying a test and re-test technique.
Cronbach’s alpha coefficient of 0.994 was)obtained which was above the recommended
value of at least 0.700. DescriptiV&) nferential statistical tools were applied in analysing
the data. Regression analysN utilised to establish the extent to which the predictor
variable influenced th %I?SG variable. For easier interpretation of the data, pie charts

and tables of distributions were deemed appropriate. Results revealed that career

advanceme % a moderate positive impact on job satisfaction'*.

@otber closely similar study was implemented on the effect of career development
programs on employee performance in National Hospital Insurance Fund headquarters
Nairobi. A case study design was employed. The study targeted a population of four
hundred and two (402) employees of National Hospital Insurance Fund headquarters
Nairobi from which a sample of one hundred and twenty (120) respondents were drawn

using thirty percent (30%) of the target population. The sample was selected using stratified
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sampling technique. The researcher collected primary data using a questionnaire. The
questionnaire was pilot tested to ascertain the reliability of research instrument using
Cronbach’s Alpha. The study employed both descriptive and inferential statistics to present
and analyze the data. A correlation analysis revealed that there is a positive and significant
relationship between career development programs and employee performance. Findings
showed that career development programs contributed moderately to employee
performance. The study findings also revealed that a statistically signifi a&ﬁpositive

relationship between employee training; career counseling, employee ‘@ and career

d that career

'}

advancement on employee performance. It was therefore %Cl de
mended on the basis

development programs influence employee performance. It w%@o

of the findings that all hands should be on deck in Qgﬁing that career advancement

programs are regularly conducted'®. Q’Q\

A study was investigated to kn .Q‘ﬁmotion of positions held; (2) Employee
job satisfaction; (3) employee per@lance; (4 The influence of promotion and job
satisfaction on employee el%Jmance in Makasar Government Region, either

simultaneously or partiallgTJ}e research method employed is descriptive survey method
and explanatory. gj@ of fifty (50) people in the study area were employed for the

study. Metho%‘o\f;

revealed that™ promotion positions and Job Satisfaction of employees in Makasar

ata analysis was frequency distribution and path analysis. Results

G@nent Region have a high significant influence on their performance but when
viewed partially, it turns out the promotion of dominant positions affects their

performance'°,

Another similar study was investigated on the influence of promotion opportunities
and professional development on the job satisfaction of secondary school teachers in the

Central region of Botswana. The quantitative approach was employed as the method of
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analysis. A five-Likert scale Teacher Job Satisfaction Questionnaire (TJSQ) was employed
to collect data from two hundred and six (206) secondary school teachers in nine secondary
schools in the Central region of Botswana. The validity and reliability of the questionnaire
was established before it was administered to the teacher respondents. In order to ensure
that the instrument was correct and effective, a pilot study which consisted of fifteen (15)
teachers not included in the actual study was conducted. The Statistical Packages of Social
Scientists (SPSS) version 26 was employed during the data analysis. The d ans then
presented through the employ of descriptive statistics, One-way A: .b&xf variance
(ANOVA) and independent sample t-tests tables. The findings of t ‘sglsyshowed that the
male secondary school teachers in the Central region of Bo@&re not satisfied with
their job and promotion opportunities when comparsd@%eir female counterparts. The
study further revealed that secondary school tea@%e Central region of Botswana are
significantly satisfied with the provision Q&Ofessional development in their various
schools. The study recommended (;@Qay\ls of the findings that the government should

promote gender equality in th% ing profession especially during the times of

promotion'3!, w

'\
A similar u&s also investigated on the payment of teachers’ salary and

promotion as égelate of teachers’ job performance in Senior Secondary Schools in
Adamawa State, Nigeria. This study employed two research questions and two hypotheses.
Ta of the study was Adamawa state, the population was three hundred and thirty
seven (337) principals and five thousand, one hundred and twenty eight (5,128) teachers. A
stratified simple random sampling technique was employed to select two education zones
out of five and a sample of three hundred and thirty two (332) principals and teachers was
determined using Taro Yamane’s formula. Questionnaire was employed to collect data. The

data gathered was analysed using mean and standard deviation for research questions and
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the null hypotheses was tested using Pearson Product Moment Correlation (PPMCC).
Findings indicated significant relationships between payment of teachers’ salary, promotion

and teachers’ job performance in senior secondary schools in

Adamawa state, Nigeria. It was concluded that payment of teachers’ salaries in senior
secondary schools in Adamawa state is moderate and promotion of teachers’ in senior
secondary schools in Adamawa state is also moderate. It was recommended on t is of
the findings that government should pay teachers’ salaries promptly and @ ing them

regularly and this will enhance teachers’ job performance'2. ‘%\

. "
2.3.2.2 Participation in Management and Teachers' Job Pee%éﬁlce

A correlational survey study examined professi%g) development, participatory
management, and teachers’ job performance in public*secondary schools in Ogun State,
Nigeria. The sample size consisted of ﬁye@hed and four (504) participants selected
through a multi-stage sampling tech iq@§m twelve thousand, seven hundred and forty
five (12,745) teachers in two hu nd seventeen (217) public secondary schools. The
study was guided by two nMotheses (Ho), tested at 0.05 level of significance. Two
researcher-designed in Rts namely - "Participatory Management and Professional
Development Qu@maire (PMPDQ)" and "Teachers’ Job Performance Scale (TJPS)",
were em @to collect data for the research. Descriptive and inferential statistics
(Pe @’roduct—Moment Correlation) were employed for data analysis. Results showed
thgchers’ job performance was significantly and positively related to both professional
development and participatory management respectively. The study concluded that
teachers’ job performance could be enhanced through these two management intervention
strategies. It was therefore, recommended among other things, that concerned authorities
should improve on existing teachers’ professional development programmes and encourage

participatory management among the teachers'.
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It was opined that consulting teachers on issues that affect the students, teachers,
and the entire system, often enhances the mental health of the teachers. The importance of
participatory management therefore includes the commitment of the teachers to the
achievement of jointly set goals in the school system, the discouragement of competition
and rivalry among the teachers, and the achievement of robust conclusions on any subject
matter. The involvement of teachers, therefore, has the potential to increase teachers’ job
performance, giving the teachers a sense of ownership of the school, a%ﬁ&‘ing a
democratic atmosphere in the school!. The involvement and inclusi \ classroom

-

teachers in decision-making in matters relating to school man t and education

e
. "
administration in general will equally help to motivate teacher%%‘s ill give them a sense

2

of belonging and the feeling of being important in the sy

\

A study sought to investigate the @ence of teachers’ participation in
decisionmaking on their job performance? ."P!\\E ieve the purpose of the study, six research
questions and six hypotheses were @iﬂ)ated to guide the study. The study adopted a
descriptive survey design. T p%}%ation of the study was three thousand, seven hundred
and sixty-five teachers. ee, hundred and twenty teachers randomly drawn from eight
secondary schools @sa State constituted the sample. A self-developed questionnaire
titled ”Teach&&)q{u’ticipation in Decision-Making Questionnaire (TPDMQ)" and
"Teachers™Job Performance Questionnaire (TJPQ)" were employed for data collection. The
Q@Qaire consisted of structured items. The instruments were validated by experts and
corrections made were effected appropriately. The reliability of the instrument was
established using Cronbach’s Alpha technique. An overall coefficient value of 0.987 and
0.891 were obtained for both instruments respectively. Mean and standard deviation were

employed to answer research questions and independent t-test was employed to test the

hypotheses at 0.05 level of significance. The results obtained indicated that teachers’
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participation in decision-making influence their job performance. Among the six variables
investigated, the results revealed that curriculum and instruction, school planning,
promotion of school-community relations and making school policies have high influence
on teachers’ job performance. Teachers’ participation in budgeting in school indicated low
influence on their job performance. It was therefore, recommended on the basis of the
findings that school principals should create conducive environment by adopting leadership

style that would encourage teachers’ participation on decisionmaking. This w&;&?;bnhance

teachers’ job performance consequently leading to students’ high acac@vemenﬂ“.

An identical study was investigated on the level of teachers@apation in decision-
making as correlate of job satisfaction and morale in pu%%ﬁor secondary schools in
Delta State. The target population of the study co@ of all public senior secondary
schools in Delta State. A sample size of nine &ed and seventy six (976) teachers in
thirty six (36) public senior secondary .bés ih Delta State were drawn using stratified
random sampling technique. The stu'%yvas a correlational research aimed at determining
the relationship among lev ozparticipation in decision-making, job satisfaction and

morale of teachers. The r angher therefore, formulated three research questions and three

null hypotheses t@% study. A research instrument titled

“Questionnai Qﬂ Levels of Participation in Decision-Making, Job Satisfaction and Morale
of a@rs > (QLPDMIJSMT) was designed by the researcher. The instrument was
V&&d in its face and content value and found reliable at a reliable index of 0.987 using
Cronbach’s Alpha technique. Nine hundred and seventy six (976) copies of the
questionnaire were administered on the respondents with 100% return rate. Data collected
were analyzed using Pearson's Product Moment Correlation Coefficient ‘r’ and multiple
regression at 0.05 level of significance. The results obtained revealed that levels of

participation in decision-making was significantly related to teachers’ job satisfaction and
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morale, and that there was a significant relationship among levels of participation in
decision-making, job satisfaction, morale, sex and teaching experience of teachers. Based
on the result of findings, the study recommends that autocratic style of leadership should
not be employed by school principals, teachers be involved in as many decisions as they
prefer, all categories of teachers regardless of sex or experience be involved in
decisionmaking. However, teachers should be involved occasionally and not
indiscriminately. Expertise of teachers to contribute meaningfully to the decisi &Vance

of the decision to the teachers and competence of teachers to impl@ecision be
'}

considered before involving them in decision-making'>.
)

According to an investigator, teachers’ participation in the %Q%gment of change has been
highlighted as a significant contributor to their moti. ion. The investigator carried out a
study whose purpose was to establish the level o hers’ participation in management of
school change in the secondary sch .%41 its effect on teachers’ motivation. The
objectives of the study were to establish: the effect of teachers’ level of participation in
management of curriculum and il%uction on their motivation, the effect of teachers’ level
of participation in mana ent of physical facilities on their motivation, the effect of
teachers’ level o e@%tion in management of students’ and teachers’ activities on
teachers motix@gp, the effect of teachers’ level of participation in management of school-
communit rtnership on teachers’ motivation and the effect of teachers’ level of
pon in management of school financial resources on teachers’ motivation. The
study was anchored on Change Management Model and Hertzberg Motivation Theory. The
study employed correlation design. Proportional stratified random sampling technique was
employed to select a sample size of four hundred and three (403) respondents comprising
of fifty eight (58) principals and three hundred and forty five (345) teachers. Data were

collected using questionnaires for teachers and principals and self-administered check list.
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The study employed Quantitative statistics. Means were computed to compare the teachers
and principals' opinions on the level of teachers’ participation in management of change.
Simple and multiple Regressions was employed to establish the effect of teachers’ level of
participation in the management of curriculum and instruction, physical and material
resources, students’ and teachers’ activities, school community partnership and financial
resources on teachers’ motivation. The study established that teacher were at different
levels of participation in the five areas of school management. In objective oéx(gstudy
revealed that teachers’ level of participation in management of curric .ﬁx% instruction
had a statistical significant effect on their motivation. In objective two, the study showed a

[ ) “
statistical significant relationship between teachers’ lev%)\}f articipation in the

management of physical facilities and their motivation. @tbird objective, it was found
that teachers’ level of participation in the mana@s f students’ and teachers’ activities
had a statistical significant effect on teach@r@tivation. In the fourth objective, the study
established that teachers’ level of p i@g}ﬁon in the management of school community-
relations significantly affected th tivation. For the fifth objective, it was found that
teachers’ level of participe%g)in management of school finances had a statistical
significant effect on r'g’ motivation. It was concluded that teachers’ level of
participation in th %gement of the five task areas of school management was a positive
determin Qachers’ motivation. It was recommended on the basis of the findings that
sch Qm race participatory structures that encourage high levels of teachers’
participation in management of change in order to increase their motivation. The study
recommended sensitization of school principals and other stakeholders on the need for
teachers’ participation in management of school change through their conferences

workshops!»

. In a similar study, it was also opined that involvement in decision-making is
viewed as a major component of democracy that ensures great satisfaction and commitment.

The study was examined on teachers’ involvement in decision making and job performance
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in secondary schools in Kwara State, Nigeria. Survey design of correlation type was
adopted for the study. The population for the study consisted of all the three hundred and
thirty four (334) Principals and six thousand, nine hundred and thirty nine (6,939) Teachers
in the three hundred and thirty four (334) Public Secondary Schools in the sixteen (16)
Local Government Areas of Kwara State. A total of five hundred and forty (540)
respondents participated in the study. Research instruments tagged “TIDMQ (Teachers’
Involvement in Decision Making Questionnaire)” and “TJPQ (Teachers’ Job &Mance
Questionnaire)” were employed to collect data for analysis. Descripti .s@@ic of mean
and ranking order were employed to answer research questions raised. Findings of the

[ } “
study revealed that the level of teachers’ involvement in decis@@o%'la ing process was high

N

in secondary schools in Kwara State; the level of teac@ob performance was high in

secondary schools in Kwara State; and therﬁ\%i@ significant relationship between

teachers’ involvement in academic plannipg{%job performance in secondary schools in

Kwara State, ,6(_)\

Nigeria. The study conclu t@(.tpéachers’ involvement in school academic planning
influence their level o 'obg performance positively in secondary schools. It was

recommended o &is of the findings that school administrators should sustain

teachers’ invo%went in decision making, so as to further improve their job performance!*.

@ter similar study was investigated on the relationship between teachers’
de&al participation and job satisfaction in secondary schools in Ekiti State. The study
also examined the level of teachers’ participation in decision making and level of job
satisfaction. A descriptive research design of correlation type was adopted for the study
while the population for the study consisted all the teachers’ teaching in the public
secondary schools in Ekiti State. The sample consisted of two hundred and seventy (270)

teachers selected through multistage and simple random sampling techniques. Data were
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collected with the aid of a questionnaire. The reliability coefficient for the instrument
employed was 0.984. The data obtained were analyzed using frequency counts, mean,
standard deviation, Pearson product moment correlation and multiple regression analysis.
Hypotheses formulated for the study were tested at 0.05 level of significance. The study
revealed that the level of teachers’ participation in decision making in their respective
schools was low. The study also revealed that there was significant relationship between
teachers’ decisional participation and their job satisfaction. It was also %&é{ed that
teachers’ job satisfaction was significantly related to the level of .b& decisional
participation in school financial matter, conflict resolution, ex ir%a on matters, staff
welfare, disciplinary matters, school academic work and co — ;%%ﬂ r activities. Based on
the findings, that the levels of teachers’ decisional parﬁcj‘&%n in school management were
relatively low, government and stakeholders Q&}tion should ensure that teachers
actively participate during school decisions @{ng which would somehow influence their
profession. Effort to bridge the co in_(;ﬁon gap and alienation, principals of senior
N

secondary schools should allow chers to participate in decision making process on

school financing, conflict resolution, staff welfare, disciplinary matters, academic work,

and co — curricular activ@ﬁﬁs could boost teachers’ level of job satisfaction!>’.

Anoth%@search was investigated on the effects of teacher participation in
decision-making processes on performance. The study was conducted in public secondary
scl@ in Mombasa County, Kenya. The study employed the mixed methods approach
(qualitative and quantitative research methods). The study targeted four hundred and
seventy four (474) teachers in twenty four (24) public schools in the County. These ten (10)
schools were selected through purposive sampling and one hundred and ten (110) teachers
were selected through the simple random sampling technique. Data were obtained through

questionnaires. Descriptive statistics were employed to analyse data using mean,
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frequencies, standard deviation and percentages and the findings were presented using
tables. The study found that teachers were partially involved in the decision-making
process in the school since they participated mostly in one area more than the others. The

findings from the study draw the conclusion that teachers in

Mombasa County do not participate fully in the decision-making process in their schools.
The study recommends that teachers be more empowered and engaged in decisi‘o@aking

processes in all aspects of the school system!'8, . Qg)

A study was carried out to determine the effects of participatory decision making on
employee satisfaction in Afghanistan International Bank. The é%ﬁ& e'Z:tive of the research
was to determine the effects of participation in decisio@g on employee satisfaction
among Afghanistan International Bank staff me e study also examined the impact
of employee commitment, organizational _sl{&re, leader behaviour, academic level, and
workplace on the job satisfaction o tQ_s}\aff. The population consisted of Afghanistan
International Bank (AIB). The inf on gathered in this study consists of primary data
and secondary data including Ql)es, previous research, and websites. SPSS version 26
was employed to analy; %?ﬂformation. Regression analysis was employed to accept or
reject the hypoth@g and determine the relationship between personnel participation in
decision m @ and job satisfaction. The results show that employee involvement in
de@@a ing has a positive effect on job satisfaction, while bank employees still

participate in the decision making on an average level'>’.

A similar study was examined on employee participation in decision-making and
perceived organizational support as predictors of psychological safety among the staff of
secondary schools. A quantitative cross-sectional survey and the predictive design were

utilized for investigating the direct nexus between the variables. Data were collected from
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one hundred and fifty (150) employees working in secondary schools in Awka and
Amawbia of Anambra State, Nigeria, using the simple random sampling technique. The
participants consisted of seventy eight (78) females and seventy two (72) males. Three
standardized self-report measures of psychological safety, perceived organizational support,
and participation in decision-making were employed for collecting the data while
regression analysis was employed for testing the two research. The result of the study

e(bctor of

showed that employee participation in decision-making was not a signiﬁcan%g
psychological safety. This implies that an increase or decrease in par@%n decision-
making does not facilitate psychological safety in the organization'®?. .

2.3.2.3 Attractive Remuneration and Teachers' Job Perfor%&é

A study was explored on the impact of remuneration on@ers‘ performance.

Eighty three teachers of Abdul Gusau polytech@&tate college of education both in
Zamfara state were handed structured queg@aire to solicit data on remuneration and
performance. The dependent variable Qyteachers' performance while the independent
variable was remuneration (sal ges, bonus/incentives). Pearson correlation and
multiple regression model prloyed to analyse the data. The finding suggested that
there is a strong and positiv pelationship between remuneration and teachers' performance
and that salary/wage and bonus/incentives also serve as a form of motivation to the teachers.
The stud leended on the basis of the findings that prompt payment of salaries,
wa @ all entitlements be given to teachers in a bid to encouraging them to perform

well°.

One of the objectives of providing remuneration is basically to provide motivation
and value for justice for every secondary school teacher to compete in a healthy manner to
provide optimal performance to better achieve and bring a good image of the organization

to the eyes of society. Therefore, this remuneration "payroll" system has a big role in
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motivating secondary school teachers to provide high performance and goals determined by

the organization'’.

Remuneration reward system is usually implemented to motivate secondary school
teachers so that they perform better especially in terms of quality and quantity, become
more productive, not easily moved to other companies, establish a service oriented
behaviour, and avoid corruption. A research was conducted on the influence of
remuneration reward system on employee performance through motivatio'n\%d job

satisfaction as the mediation variable. The data in this research was taken fr(%

UniversitasNegeri Semarang’s permanent employees amounting to f@ndred and three
(403) employees. SEM tests are proposed in order to , in® the influence of
remuneration reward system, motivation, and job satisfacti;)ﬁ directly or indirectly on

performance. The mediating roles of motivation and j.olQ isfaction are measured to be an

indirect relation intermediary. The results show t t@neraﬁon and job satisfaction have

a positive influence on performance. Furthermodge, motivation and job satisfaction are

found to be significantly positively influen remuneration. However, the direct effect
i sup

of motivation on performance is ,no ported. Motivation can improve employee

performance, by becoming the m n variable of remuneration reward system. This
study shows that motivation a'%) satisfaction are the variables that can mediate the
relationship between remljgzl‘gi n and employee performance!?.

The ﬁndi@)@%tudy indicated that male and female teachers both perceived
remuneratign %ﬂﬂuence their motivation to work in secondary schools in Anambra State.
Furthermore, the study equally found no significant difference in teachers’ perceptions of
th@ence of remuneration on their motivation. It was also indicative from the study’s
findings that experienced and inexperienced teachers both perceived remuneration to
influence their motivation in the area of study. Therefore, experience could not be said to
influence opinions in this regard. It was equally found in the study that qualified and non-
qualified teachers perceived remuneration to influence their motivation in Anambra State,

although significant difference was found in their mean perception scores. The prevailing
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socio-cultural, demographic and economic sensitivities in the area of the study reflect the
scale of hardship that befell the Nigerian polity since the latter part of 2015 until the time of
this study when the country was attempting to creep out of economic doldrums. With prices
of foodstuff, amenities and utilities more than quadrupled in value without corresponding
review of teachers’ wages, it may not be possible for them to have the mental stability to
dispense their duties assiduously while thinking of how to cater for their fz.lmilies and
sundry responsibilities. Accordingly, gender, experience and teaching qualiﬁ@ did not

influence teachers’ perceptions of how remuneration influences their g@g 6

A study investigated relationship between teachers’ w ‘ﬁs%:p?lckages and teacher
job performance in Public Junior Secondary Schools in&@ia%. The study adopted survey
research design. Three (3) research questions wit onding three (3) hypotheses were
generated to guide the study. The study adopted survey research design. The population of
this study consisted the entire Two H@ﬁd Fifty Eight (258) teachers and Twenty
Four (24) Public Junior Secondar@ools in Dutsin-Ma Local Government Area. The
study sampled One Hundredﬁ&qxty Nine (169) teachers who were randomly selected.
Simple random samplin flique was adopted to give every member of the population an

N

equal chance of s¢lect to the sample. Multi-stage sampling technique was employed to

select resp f@&for the study from a stratified sample frame. The researcher developed
an inst@‘or data collection. The logical consensus of the experts after the validation
of@ustrument yielded 0.986 as index of rational validity. The instrument yielded 0.972
as reliability coefficient of internal consistency. The findings of the study were as follows:
there is significant relationship between the personal welfare packages and teachers’ job
performance in Public Junior Secondary Schools of Dutsin-Ma Local Government Area,
Katsina State and there is significant relationship between teacher’s salary, promotion and

students’ academic performance. It was recommended on the basis of the findings that

111



teachers’ salaries should be paid regularly and promoted at right time by the government to
improve their productivity. It was added that constant teachers’ welfare is necessary to gain
trust and support from teachers. In schools, this means that, instead of worrying constantly
about setting the direction and then engaging teachers in the managerial process often
known as planning, organising, leading, motivating, and controlling, the school
management may focus more on removing obstacles, provision of functional teachers’
welfare scheme, providing materials and emotional support, taking care of the @}&gement
activities that make teacher job performance easy, and identify . %ray of job

performance by teachers to enhance students’ academic achieveme 28.'}
N

Attractive remuneration packages are strategie%égkca?\could be employed in
motivating teachers for better job performance. T@ould be in the form of salary
increment, gratuity, and regular promotion, ensuting job security and establishing cordial
relationship among teachers. They are .ﬁ)t}al element of human resource management
system and should be designed to wo@gether with other elements of the system. A study
was investigated the relatio ip%tween the level of welfare packages and teachers' job
satisfaction among publi copdary school teachers in Ondo State, Nigeria. A descriptive
research design type was adopted to guide the study. The population of the
study consiste&ﬁ@all the sixteen (16) public secondary schools in Akoko North East Local
Governme rea of Ondo State. To generate sample for the study, the simple random
sa@g technique was employed to sample one principal and nineteen (19) teachers from
thirty (30) public secondary schools where a total sample of six hundred (600) respondents
comprising thirty (30) principals and five hundred and seventy (570) teachers was
employed for the study. The instrument for data collection was a researcher-designed
questionnaire titled - "Welfare Packages and Job Satisfaction of Teachers Questionnaire

(WPJSTQ)" which was validated by experts in the field of research and education. It was
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tested and found reliable at 0.987 using Cronbach’s Alpha. The findings of the study
showed that there is a significant relationship between teachers' welfare packages and job
satisfaction in secondary schools. It was also found out that there is no significant
relationship between internal welfare packages factors and teachers' job satisfaction in
Ondo state secondary schools and as that there is a significant relationship between external

welfare packages and job satisfaction in secondary schools. Based on the findings, it was

recommended on the basis of the findings that involvement of teachers in decg&bmaking

should be a practice of modern day principals’>. é \QO

A study was examined on recognition as predictor ers’ commitment in
public senior secondary schools in Abia State. Tw%&%}ch questions and two
corresponding hypotheses were formulated to guide t:@g%dy The design of the study was
correlational while population of the study consi of five hundred and fifty (550) vice
principals in two hundred and seventy ” 59 public senior secondary schools in Abia
State with a sample size of two hundred and seventy five (275) vice-principals in one
hundred and thirty eight (1 &(Pct senior secondary schools in Abia State who were

selected using proportio sgratiﬁed random sampling technique. Instruments employed

for collection of d@t study were a sixteen - item questionnaire titled

‘Promoti ecognition Questionnaire’ (PRQ) and a fifteen - item questionnaire titled
‘T@@ ob Commitment Questionnaire’ (TJCQ) for the dependent and independent
variables of the study. The questionnaires were validated by two experts in the Department
of Educational Management, University of Port Harcourt. Cronbach’s Alpha was employed
to determine the reliability of the two instruments with coefficients of 0.986 and 0.976
respectively. The questionnaires were administered personally by the researcher. Simple
regression was employed to answer the research questions while t-test associated with

simple regression was employed to test the hypotheses at 0.05 alpha level. The findings of
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the study showed a moderate positive relationship between recognition and teachers
commitment in these schools. It was recommended among others that recognition be given
to teachers when due and on merit to enhance teachers’ commitment”’.

Attractive remuneration packages are one of the very important factors of retention
because it fulfills the financial and material desires. Every school, whether public or
private, strives to recruit a pool of qualified and committed teaching staff that can deliver
quality education to its students and in turn produce students of high quality. T&@are, itis
crucial for schools to retain the talented teaching staff. When the quali .ds&%ners for any
reason have intentions of leaving the school system or teaching figl would result to a
negative impact on students and the institution’s overall per%@n e as well. Thus, it is
essential to retain highly qualified teachers in the sqh% tem on continuous basis for
quality education delivery. In many secondary sc @&m Nigeria, the working and living
conditions of many teachers are very poor, @mlly those in the rural areas, irrespective
of the fact that they are arguably thC{g)ost important group of professionals in the
development of the nation. Teaché@ times have to work under the most unsafe and
unhealthy conditions, whicN negative consequences on the academic success of
students and the level %p't\lvation of the teachers themselves. The remunerations for
teachers are also %ely very low when compared with their contemporaries who worked
in other pri @r federal sectors. This has in a way translated into teachers’ low morale in
the @, which in turn has culminated into students’ poor academic performance in
exte examinations. Being intrinsically and extrinsically motivated through attractive
remuneration packages increases job satisfaction which could invariably lead to teachers'

improved performance and retention as well®?.

A similar research was carried out on remuneration and productivity of academic

staff of selected tertiary institutions in Bauchi state, Nigeria. The research investigated the
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effect of remuneration such as pay system, benefits and incentives on the productivity of
academic staff of selected tertiary institutions. The study was to determine the effect of

remuneration on the productivity of academic staff of selected tertiary institutions in

Bauchi state Nigeria. The study was based on Herzberg’s two-factor theory. The study
adopted the descriptive survey research design. The study population was one thousand,
three hundred and eighty nine (1,389) and the sample of the study was three HUK and
eleven (311) respondents, selected using a systematic random sampling te e. Survey
method of data collection was employed. The closed-ended questionr%}ﬁs employed as
an instrument for data collection. Data were analyzed usin@p'be linear regression

analysis. The findings of the study revealed that there is ificant positive effect of
remuneration on the productivity of academic staff. T. @dy concluded that remuneration
has the effect on the productivity of academic“staff of selected tertiary institutions in
Bauchi state, Nigeria. The study rec y x&de on the basis of the findings that the
institutions should ensure fair, equit% jJust and transparent remuneration to all academic

staff based on their value. T st&ggested that further study be carried out to cover the

North-Eastern geographig%gi?n of the country, to give a wider coverage where the result
can be employed ization purposes®*.

Ano Qnmilar study looked at the relationship between occupational incentives
and a@r retention in private secondary schools in Akwa Ibom State, Nigeria. The study
fo&ted four objectives, research questions and hypotheses. The research design was ex-
post facto. The population of the study consisted of ten thousand, six hundred and fourteen
(10,614) teachers and multi-stage sampling method was employed to select seven hundred
and eighty four (784) teachers as sample. Data were gathered using two instruments titled:
“Occupational Incentives Questionnaire (OIQ) and Teacher Retention Questionnaire
(TRQ)”. Pearson correlation statistic was employed to analyse data and test the hypotheses
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while internal consistency was determined using Cronbach’s Alpha coefficient which gave
reliability of 0.983 and 0.993 respectively. The findings revealed that there is a significant
relationship between job security and teachers’ retention in private secondary schools in
Akwa Ibom State. This implies that the strong nature of the relationship existing between
the two variables from the findings prove that job security is related to teacher retention. As
for the positive nature of the relationship, the findings show that both Variable§ change in
the same direction whereby better job security is related to high teacher reten%&ld poor
job security is related to low teacher retention. The reason for thi : e could be
attributed to the teachers feeling of insecurity in their current p.lac f v(ork, thus leading to
their feedback on their responses to the questionnaire. Furt@re, the findings revealed
that there is a significant relationship between reml\@tlon and teachers’ retention in
private secondary schools. This implies that th@% nature of the relationship existing

between the two variables show that b@ in teacher remuneration is related to a
considerable change in teacher reten@t&% for the positive nature of the relationship, the
findings showed that both v ia@g ange in the same direction whereby better teacher
remuneration is related to igll\ eacher retention, and poor teacher remuneration is related
to low teacher reteci) e basic needs of any individual are met with money. The reason
for this is that K\o‘st salaries that teachers receive do not match their work loads, and the
little tha(%id to them is not sufficient for survival, they therefore tend to seek for more
fae conditions in another institution or field in order to meet their basic physiological
needs. If they are not met, an individual will not feel satisfied. Moreover, the school
promises to increase teachers’ salary as the school grows but most people are receiving the
same amount for several sessions despite the increase in enrolment of students. Thus, they

leave in order to seek employment with the state, or something better, believing that their

previous job had given them experience. In addition, the finding showed that a significant
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relationship exist between promotion and teachers’ retention in private secondary schools
in Akwa Ibom State. This implies that promotion for teachers when due and not effected
with the necessary benefits is related to a considerable change in teacher retention. Some
teachers explained that irregular promotion took place in their schools based on favoritism,
some explained the promotion did not affect their salary and other benefits; in other words,
the salary level remained the same after promotion. Lastly, the results revealed ‘Ehat there is
a significant relationship between welfare package and teachers’ retenti%'{&private
secondary schools in Akwa Ibom State. This implies that welfare as .'ﬁs?’@ package to
teacher’s salary contributes to teacher’s retention in this particlllarxlqol. Teachers are not
granted leave. When a teacher is sick, schools do not @H the medical bills yet
management complain that classes are left vacant. Loa‘r@e not granted to teachers to meet
certain needs. These reasons make them say t@%{ion rate is low thus if something

better comes up, they will be glad to L:a\%‘\g%a they are just keeping themselves busy.

Recommendation based on the ﬁndirf& at Private School Management in line with the

government policy on emoh@@ould review teachers’ salaries, promotion and other
'\

fringe benefits®?. ‘%

The speci@Jectives of study were to: determine the effect of financial rewards
on emplo @'\ormance; determine the effect of non-financial rewards on employee
perfi n@ce; and determine the combined effect of financial and non-financial rewards on
en@ee performance. The study adopted a descriptive survey design targeting six
hundred and twenty (620) lecturers in two universities in Kenya namely; Egerton and
Kabarak Universities. Proportionate stratified sampling technique was used to select a
sample size of one hundred and seventy one (171) Lecturers. Primary data was collected
using a questionnaire. Collected data was analysed using both regression and correlation
analysis. The result established that there is a strong positive statistical association between
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combined effect of financial and non-financial rewards on employees’ performance. The

study concludes that financial rewards have an implication on employee performance'®!.

A related study was investigated on the extent reward system predicts teaching staff
morale in public senior secondary schools in Imo State. Two research questions and two
hypotheses guided the study. The study adopted correlation research design. The population
of the study was six thousand, five hundred and sixty six (6,566) teachers 'i;& two
hundred and ninety six (296) public senior secondary schools in Imo Sta %sample of
three hundred and seventy seven (377) teachers of public senior secg%y schools in Imo
State was used. A multistage sampling procedure involving ch@gfﬁpling was adopted.
Two sets of instruments titled: Reward System Questionz@%

(RSQ) and Teaching Staff Morale Questionnaire@)} were used for data collection.

Cronbach’s Alpha was used to determine .t@ability coefficients of reward system and
teaching staff morale questionnaire tQ?j\S and 0.974. Simple regression was used to
answer the research questions an §associated with simple regression was used to test
hypotheses. The findings are%a? remuneration predicted teaching staff morale by 1% in
public senior seconda@ ?s in Imo State. It was recommended that teachers should be

promoted in OﬂgQC.UOOSt their morale in public senior secondary schools in Imo

State162§ Q

QA study was done to examine the relationship between monetary rewards and
teachers’ performance in selected public secondary schools in Kano State. The study is
quantitative in nature, and used survey research design. A total of four hundred and seventy
five (475) copies of survey questionnaire were distributed to teachers and three hundred
and fifty two (352) copies were retrieved and used for the study. Both cluster sampling and

random sampling techniques were used. Descriptive statistics and regression analyses were
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employed in the analysis of the data for this study. The study found that there is significant
positive relationship between salary, allowances and benefits (monetary rewards), and
teachers’ performance in public secondary schools in Kano State. Generally, it is
recommended that monetary reward for teachers in public secondary schools should be
adequately provided. Specifically, it is recommended that teachers’ allowances should be
given priority because it accounts for more variation in teachers’ performance than any

QO

other dimension of monetary rewards (salary and benefits) used in the study'®, '&\

An identical study aimed to determine the effect of reward on%}s’ performance
at state junior high schools of BabatSupat District. Data waé@&eﬁted by distributing
questionnaires to respondents. Data collected were analyz@%\using multiple regression
analysis through t test, F test, and determination c . %ent test. The population in the
study included all state junior high school tea&é at BabatSupat District, totaling one
hundred and thirty four (134) people. .h?\\.a pling technique used in this study was
probability sampling by using Slovit\formula to obtain hundred (100) teachers as the

research sample. The resultsqof % study found out that there is an effect of reward on

teachers’ performance at %*unior high schools of BabatSupat District!%4.

A study \Q)%plemented on rewards and incentives system towards employee
performanc @notorcycle companies in Gapan City. The research utilized quantitative
rese c@emgn and descriptive analysis as it aimed to describe and summarize the data that
ha&en gathered. The study was conducted at five different motorcycle companies in
Gapan City, Nueva Ecija namely, Ropali, Maverick, Wheeltek, Kservico, and Royce
Motorcycle Company. The researchers used a purposive sampling design, specifically a
total sampling technique, to purposively pick respondents that fell under the required
characteristics needed for the study. A total of thirty (30) respondents who were categorized

as employees were surveyed and most of them were rank and file. The data collected from
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the respondents were encoded, tallied, and analyzed using statistical tools such as
Percentage, Frequency Distribution, Weighted Mean, and Thematic Analysis. The results
showed that the majority of the employees were unsatisfied with the rewards and incentives
are given to them due to the company's shortage of rewards and incentives brought about
by the decrease in sales during the pandemic. As such, the improvement of rewards and
incentives system of all the types of incentives and rewards namely, promotion, rewards,

and moral incentives, can be adapted by the companies to increase employee @ ance

and as well the competency of the company'®’. é \QO

A closely similar study was implemented on the inﬂum@iﬁcentive schemes on
academic staff performance in public universities in River%%. Three research questions

and three null hypotheses guided the study. The g@ted a descriptive survey design.

The population of the study was two thousand, en hundred and seventy one (2,771)

academic staff of the three public univer@éjéﬂ ivers State that is,

University of Port Harcourt, Ri®§ate University and Ignatius Ajuru University of
Education. The sample of thM was three hundred and forty eight (348) academic staff
comprising two hundred“an '%hirteen (213) male and one hundred and thirty five (135)
female academic ‘staff of the three universities. Taro Yamane sample size determination
formula wa ted in determining sampling sample size. The nonproportionate stratified
sa 'l@technique was adopted in selecting the sample of the study. The study used a
re&er-designed questionnaire titled “Influence of Incentive Schemes on Academic
Staff Performance Questionnaire” for data collection. The instrument was validated by two
experts in Educational Management from Rivers State University. The reliability of the
instrument was established using the Cronbach’s Alpha statistics. Reliability coefficients of
0.979, 0.981 and 0.982 were obtained for the various clusters of the instrument indicating

the instrument was reliable. The research questions were answered using the mean statistics
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and standard deviation while the hypotheses were tested using z-test statistics at 0.05 level
of significance. The findings of the study among others revealed that male and female
academic staff members perceived that bonuses, staff development and conducive work
environment are among incentive schemes influence the performance of academic staff in
public universities in Rivers State to a high extent. Based on the findings of the study, it
was recommended among others, that Federal and State government should liaise with
university managements to introduce some bonuses such as family leave %ﬁbys, free
vacation, Christmas gifts and allowances for carrying out quality rese .%Q@outstanding

teaching ability to academic staff in universities. This will impr(xth r performance on
. \ N

A related study was examined on the impait igcentive management strategies on

166

the job significantly

employee performance among telecommunica firms in Kaduna metropolis. The
objectives of the study were to determié)ﬂéﬂ acts of monetary incentive management
strategies and non-monetary incenti@nanagement strategies on employee performance
among telecommunication ﬁ%&duna metropolis. The study employed survey design
method in which a speci de;signed questionnaire was used to collect primary data from
respondents in th @ e target population of the study was employees from the head
branches of %{, selected telecommunication firms in Kaduna metropolis; providing
network réception service for calls and inter-net access data to residence in Kaduna
m@?s The firms include MTN, Airtel, 9Mobile and Glo. The population of employees
in these firms’ head branches were; sixty six (66) in MTN, forty nine (49) in Airtel, sixty
one (61) in 9Mobile and fifty four (54) in Glo; making a total of two hundred and thirty
(230). The sample of the study was same as that of the population, as census sampling

technique was used to decide the sample size. Self-administered questionnaire was

designed and used to collect the primary data of the study. The collected data for the study
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was analysed using descriptive statistical analysis tools (mean scores and standard
deviation) to summarize the responses and inferential statistical tool (Regression model) to
determine whether incentive management strategies have impact on employee performance
in the selected firms. The study’s findings showed that both monetary and non-monetary
incentive management strategies have significant impact on employee performance among
telecommunication firms in Kaduna metropolis. Based on the finding of the study, it was
recommended that telecommunication firms continually review existing mone@ d non-
monetary incentive management strategies and design new incentive X g&% in order to

encourage employee to perform better than their current performargev 167,

'}

A research was carried out to determine and analy@&%effect of compensation on
the performance of public elementary school tea é&n Plakat Tinggi district. This
research was descriptive and quantitative type% sample of the research consisted of

seventy seven (77) respondents wi(ﬁ%@%ollection techniques in the form of

questionnaires. The results showed that there is a significant effect of compensation on

teachers’ performance!%s. VQ)%

A study examir@yﬂinﬂuence of remuneration in terms of welfare package on
teacher performa e% private secondary school in Anambra State. Three research
questions '(®16 conduct of the study. Three hypotheses were formulated for the study.
Descripfivie survey research design was adopted for the study. The population of the study
coﬁtwo thousand, seven hundred (2,700) teachers in Anambra state secondary
schools. The Sample size for the study was fifteen thousand, seven hundred and ninety five
(15,795) teachers drawn from one thousand, seven hundred and fifty five (1,755) register
private secondary schools in Anambra State. Sample size consisted of seven hundred and

ninety (790) teachers drawn from the population of the study. The sample consisted of five

percent of the entire population. The instrument for data collection was a structured
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questionnaire titled “Welfare Package and Teacher Performance Questionnaire” (WPTPQ)
designed by the researcher. Data generated were analyzed using Mean and standard
deviation to answer the research questions. Z-test was employed to test the hypotheses at
0.05 level of significance. The findings of the study include: Housing allowances
influencing teacher's performance in private secondary school is high. Co-operatives and
saving facilities influencing teacher's performance in private secondary school is high.
Medical care allowances on teacher's performance in private secondary sch e@w high.
Housing allowances and teachers' performance in private secondary h& Anambra
State was not significant. Co-operatives and saving facilities and t ach s' performance in
private secondary school in Anambra State was not mgmﬁcanf%&}d | care allowance and
teachers' performance in private secondary school in An@%ﬂa State was not significant. It
was recommended on the basis of the findings ]@hers housing allowances should be
paid promptly to enable them concentrate pl@ job for effective delivery. Private school
management and the government sho, lan}e sure that Co-operatives and Saving Facilities
s of teachers are well managed to conformity of regular payment by the appropriate
authorities. The govemmentMrivate school management should motivate teachers by
providing free medicab@vﬁich will spur them to enhance teachers' job performance'®.
O

A sim%\;tudy was examined on employee welfare packages and ways in which
they can promote the performance of public organizations in Rivers State, Nigeria. A
delve survey research design was adopted. The study was guided by two research
questions and two hypotheses. The population of the study consisted of the fifteen thousand,
six hundred (15,600) civil servants in Rivers State. A sample size of seven hundred and
eighty (780) civil servants comprising of four hundred (400) males and three hundred and

eighty (380) females was drawn through stratified random sampling technique. A

questionnaire titled; “Employee Welfare Packages and Organizational Performance
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Questionnaire (EWPOPQ)” was designed by the researcher and was used for data
collection. The instrument which contained twenty three items was properly validated and a
reliability of 0.881 was obtained through Cronbach’s Alpha approach. Percentages, mean
and standard deviation were used to answer the research questions while z-test was used to
test the hypotheses at 0.05 level of significance. The results of the study showed that the
employee welfare packages enjoyed by civil servants in Rivers State included rent subsidy
and transport allowance but they were less than expected. The study revealed ;&quate
employee welfare packages could enhance staff performance‘% oting job
commitment and satisfaction as well as enhance productivity angi efficiency in the
utilization of resources. Based on the findings, the study reconf%\)}ﬁl that the Rivers State
Government should implement adequate welfare pack.ag%%& as the new minimum wage

and ensure that she upholds the agreements reac@ labour unions in the state to avoid

adverse industrial actions!”’. . \4%

A study investigated the relat%ghip between remuneration and job performance of
teachers in government-aide se&ry schools in Western Uganda. Remuneration was

studied in terms of basic pg%'qcome security schemes, and bonuses and allowances.

Teachers’ job per@%ce was considered in terms of classroom teaching, management of
students, @ne and regularity and interpersonal relations. The study adopted a cross-
secti @esearch design using the quantitative approach on a sample of three hundred and
thﬁhree (333) teachers. Data were collected using both a questionnaire. Descriptive
results revealed that job performance of teachers was high while remuneration was
moderate. Inferential analysis showed that while income security schemes had a positive
and significant influence on teachers' job performance, basic pay had a positive but
insignificant influence on teachers' job performance, and bonuses and allowances had a

negative insignificant influence on teachers' job performance. It was concluded that low
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remuneration to teachers impedes high job performance, especially when basic pay is low
and there is a lack of bonuses and allowances. Existence of income security schemes
increases the job performance of teachers. Therefore, it was recommended on the basis of
the findings that stakeholders involved in the management of schools such as Government,
head-teachers, and Boards of governors, devise means of enhancing the remuneration of
teachers. Teachers should be given bonuses for exceeding performance and allowances

when they do extra work. The pension plan and social welfare benefits should é})&%e made

attractive to increase the job performance of teachers!’!. *‘:\ \QO

A study was carried out on the effect of staff remunem@ﬂ\the performance of
Ramat Polytechnic Maiduguri students from 1995 to 201 %%Bmo state. The purpose of
the study was to establish the relationship bet . che variables. Analytical and
correlational designs were employed for the stu@uantitative data was gathered in order
to establish the relationship between t .if:ép dent and dependent variables. The data
was collected from a total populati@f forty five (45) respondents including academic
staff of Ramat Polytechnic ai&guri. The data was presented in a tabular form with
frequencies and percentages for singular classifications of responses. Microsoft Excel was
employed to estapli Q&relationship between remuneration and performance of Ramat
polytechnic %@uguri. Findings on establishing the relationship between staff
remuneration and performance of Ramat polytechnic Maiduguri students revealed a strong
an@%ve relationship between staff remuneration and performance. Similarly, findings
on examining the relationship between staff level of motivation and performance of Ramat
Polytechnic Maiduguri students revealed a strong and positive relationship.
Findings also showed that, fringe benefits and staff nature of working conditions greatly
affected performance of Ramat polytechnic students. The government or management

should put up strategies to ensure that staff (teachers) salaries, wages and other allowances
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are adequate and satisfactory so that they could perform better and provide undivided
attention to their student, avoid absenteeism and strictly follow the policies and regulations
of the ministry of education. Finally the government or management should appreciate the

significant relationship between the variable to ensure continued success and survival'’2,

A study was investigated on the relationship between rewards and job performance
of teachers in secondary schools in Bombo Town Council in Luwero District, U‘ga\%g The
objectives of the study were to find out whether there was a relationship be % monetary
rewards and job performance of teachers in secondary schools; and‘%}%sh whether
there was a relationship between non-monetary rewards and job y&rﬁlance of teachers in
secondary schools. The study adopted a crosssectional su@%\esign on a sample of one
hundred and twenty one (121) respondents. Data was. %ﬁ:ted by employ of questionnaire
and interviews, and analysed quantitatively a ualitatively. Quantitative data was
analysed at univariate, bivariate and .t‘zéni e levels. Qualitative data was analysed
through discursive and thematic metl@. Univariate findings of the study revealed that job
performance of the teachers % r (average). Multivariate results showed that whereas
monetary rewards in te qf salary/wage programmes had a positive and significant
influence on per '%of teachers, allowances did not. In addition, whereas flexible
work time an%@asant work environment had a positive and significant influence on job
performance of teachers, training and promotion did not. Therefore, it was concluded that
sa@age programmes were the most probable monetary rewards necessary to enhance
the job performance of teachers; and flexible work time and pleasant work environment
were pre-requisite nonmonetary rewards crucial for job performance of teachers. Hence, it
was recommended on the basis of the findings that the government of Uganda and directors

of private schools should provide satisfying salary/wage programmes; schools
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administration should implement flexible work time and provide pleasant work

environments'’3.

A similar research was undertaken to examine welfare management practices that affect
teachers' job performance by discussing variables such as working condition and co-
operatives and saving facilities. The study was guided by two research hypotheses.
Descriptive survey design was adopted and the major instrument employed i @ecting
data for the study was a questionnaire. A sample size of one hundred and si 'Kﬁve (165)
teaching staff from the target population was drawn using simp@mm technique.
Analysis of the responses revealed the following;- (a) there waS\?‘éﬂigﬁcal significant and
positive effect of working condition on teachers' job per@%}lce, and (b) co-operatives
and saving facilities had statistically significant ; sitive effect on teachers' job
performance. It was recommended on the basis e findings that school managements
and the Ghana Education Service (G .béou ensure teachers enjoy family friendly

policies, efficient and effective Wo@g conditions, and good and timely payments of

cooperatives and saving facil@%

A cross-sectional stu %&ﬂcarried out on how school welfare provision influences
teachers' performance) in six government aided secondary schools in Uganda. The study
was largel %ied method involving semi-structured questionnaires and interviews with a
con n@ce sample of two hundred and twenty one (221) participants in the categories of
te&, head teachers, deputy head teachers and directors of studies. The findings were
that school administrators provide only those welfare programmes that have a direct
bearing on task attainment. Secondly, teachers' performance was reported to be high mainly
on examination management, punctuality, and co-curricular activities. Thirdly, school
welfare provision was however too insignificant to cause a remarkable teacher performance.

It was concluded that school welfare provision will positively influence teacher
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performance if teachers are reciprocally committed to work and administrators meet

teachers varied needs'”.

A similar study was focused on the appraisal of staff welfare administration in
public secondary schools in Ondo State during the economic recession. The study revealed
the extent to which secondary school teachers' welfare is being taken care of and various
social benefits provided for school teachers towards enhancing their productivity @hools.

N

A well-structured questionnaire was used, four hypotheses were tested usin gasquare and
a descriptive statistical tool. The population of this study consists \e undred and
twenty (120) randomly sampled secondary school teachers as re@e'ﬁts from the three (3)

senatorial districts of Ondo State, in which two (2) Local G@@nent
&

Areas are selected from each senatorial distric &\4) schools are selected from each
Local Government Area, making twenty (24) schools in all. Results showed a
significant relationship between teac er@}are administration and teachers' performance.
Furthermore, the results reveal t there is a significant difference between the
performance of Well—remunerxagdx teachers and those that are poorly remunerated. Also,
there is no significa 1 grence between the teachers' gender and their welfare
administration se@ perception in enhancing their performance. There is a significant
differenc %en teachers' welfare administration during the recession period and
te%@ve fare administration outside the recession period. It was recommended on the
basisYof the findings that there should be government reserves to take care of teachers'
needs in case of a future recession'’,

The objective of a study was to establish the influence of remuneration factors on
job satisfaction and performance among tutors in public teacher training colleges in Kenya.

The study established that remuneration of tutors had an influence on tutor’s performance.

In conclusion, it was established by the study that remuneration factors had significant
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influence on job satisfaction and performance among tutors in public teacher training
colleges. It was recommended that the findings of the study be used by college
administrators, Ministry of Education, Kenya Institute of Curriculum Development and

Teachers Service Commission to initiate and develop'””.

The purpose of a study was to assess the relationship between remuneration and
teachers' performance in government-aided secondary schools in Kasese District. T\%study
adopted a cross-sectional research design with a quantitative approach_to %ﬁ%ollection
and analysis. A sample size of twenty five (25) government-aided sé%}y schools was
purposively adopted in this study in which two hundred and th.irb@ﬂ@%) teachers were
randomly selected to participate in this study. This st@%md out that there is a
significant positive relationship between remunerat'. %ﬂd performance of teachers in
government-aided secondary schools in the e district. Findings showed that a
significant number of teachers usually p ) ‘%emes of work, utilize teaching aids, apply
different methods of teaching, and a: géamers in the teaching and learning process. It
was concluded that remuner ior%t%icts teachers' performance in the government-aided
secondary in Kasese D%q The study recommends that education policymakers,

implementers, an@@s pay much attention to the remuneration packages for teachers

in govemment@e schools. This is hoped to improve teachers' performance in their

preparatio each, deliver, and assess the learners!’®.

QO
Q similar study was sought to investigate on Science Teachers’ remuneration and
their Job Performance among Government Aided Secondary Schools in Mbarara District,
Uganda. The study employed a descriptive survey research design. The target population
was one hundred and twenty six (126) science teachers and head teachers in seven
government-aided secondary schools in Mbarara District. The study randomly sampled

ninety six (96) science teachers and seven Head Masters using Yamens’ formula. A
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questionnaire and an interview schedule were used as source of data from the field. The
study established that Parent-Teachers Association (PTA) and Secondary Science and
Mathematics training allowances were the most common allowances in schools under
investigation. Extra teaching allowances, salary increment, duty allowance and overtime
allowances were moderately perceived to exist. Remuneration motivated teachers in
carrying out such school activities as to complete syllabus, to promote good performance
and quality of teaching and to attend classes regularly. Therefore, the govemme&i&h@ugh
the ministry of education should ensure that science teachers are provide .\)&Q@ractive

remunerations in order to sustain their motivation toward teaching!”

'}

Y

A study was carried out to determine the impact %‘%}ng and compensation on
employee performance through employee job satisfa%&%y using one hundred and twenty
five (125) respondents as a basis for research analysis. The results showed that training and
compensation had a significant positi .e)\%ﬁ’ t on employee performance and job
satisfaction is known to mediate the @ionship of training on employee performance and
compensation on employee %ﬁ%ance at Belmond hotel partially. The findings in this
study provide the implicati ﬂglat to improve employee performance in order to achieve the
company's expec @%ts, the things that need to be considered in terms of job
satisfaction W%Q‘erformance is the way employees can see opportunities and rewards, the
nature of ‘the “job itself, supervision or supervisor, benefits, operational conditions of
er@es, and coworkers as a positive incentive to work. Improvements in knowledge and
skills relevant to the work in each department as well as experienced in the training also
need to be considered. Increasing compensation for salaries, benefits and incentives can

increase their understanding of satisfaction with work results achieved by an employee!®°.
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A study examined motivation and teachers performance in public senior secondary
schools in Rivers State, Nigeria. The study adopted descriptive survey design. The

population for the study consisted of seven thousand, eight hundred and forty two

(7,842) teachers in the two hundred and thirty seven (237) senior secondary schools in
Rivers State. From the population, sample of nine hundred and forty (940) teachers were
selected through the employ of stratified random sampling technique. To ensuré ssful
conduct of the study, five research questions and five hypotheses werg f% ted. Two

questionnaires titled - "Teacher Motivational Rating Questionﬁ%}

"Teachers Performance Rating Questionnaire (TPRQ)" were d@sﬁg{é&fé collect data for the

RQ)" and

study. The reliability of the questionnaires was tested th@g the employ of test-re-test
method which yielded a correlation coefficient of 0% and 0.983 respectively. The face
and content validity of the questionnaires were@lished by the research supervisor and
experts in the Institution of Educati%&%er State University who were given the
questionnaire to vet and ensure that % measure what they are supposed to measure. The
data collected through the q sti@ﬁaires were employed to answer the research questions
and to test the hypotheses Kach of the research questions was analyzed through the employ
of descriptive stati (@J as mean and standard deviation and each of the hypothesis was
tested througt%g employ of Pearson Product Moment Correlation Coefficient. The study
found that\there is a strong relationship between teachers' remuneration and teacher job
pe’@ance. The findings of the study also affirmed that the relationship between working
condition and teachers' performance is positive. Also the study has it that there is a strong
positive correlation between teachers' promotion and their teaching performances. Based on
the findings of the study, it was recommended on the basis of the findings that government
and other secondary school owners should regularly motivate their teachers through

bonuses, allowances and increases in their salary, if they want teachers to improve in their
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performance and that government should regularly promote hard working teachers for this
would not only help to improve their performance but also motivate others to work very

hard!8!,

The objective of a study was to evaluate the effect of remuneration on job satisfaction at
the Public Service Commission in Kenya. The study adopted a descriptive research design.
The population for the study consisted of two hundred (200) Public Service C ission
employees. A stratified random sampling technique was employed to selgct %le of one
hundred and thirty two (132) respondents. A five likert scale questi(@ was employed
to collect data which was analyzed through descriptive and infb@eﬁ’ statistical analysis.
The study found out that that remuneration has a statistic%' ficant effect on employee
job satisfaction at the Public Service Commission in@ at 95% confidence level. It was
concluded that remuneration is an important fac ffecting employee job satisfaction at
the Public Service Commission in Keny; ..IQGS ecommended on the basis of the findings
that the Public Service CommissiogN\in Kenya should improve on financial and non-

financial compensation an inc@se employee wages in order to boost employee e

satisfaction and enhance ﬁw\mance of public

RN
servants . \C)

I%Qated that teachers’ job performance is an index for quality assurance in
ed @ Apparently, motivation strategies such as conferences, seminars, workshops, in-
service training programmed, welfare packages (housing and car loans), prompt payment of
salaries and other remunerations are pertinent to improve teachers’ proficiency. Therefore
the need for government to encourage teachers through payment of enhanced allowances as
pointed out that the lack of interest and low performance among students were due to

neglect of the teachers’ welfare which also affected their own job performance!®3.
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In a descriptive survey study, investigation was made to determine the level of work
motivation among secondary school science, social sciences, and humanities teachers and
ascertained whether proprietor incentives and supervision are predictors of work motivation
among the teachers in Ilorin, Kwara State, Nigeria. Six hundred (600) secondary school
teachers were purposively selected from sixty three (63) senior secondary schools within
Ilorin metropolis. Three valid and reliable research instruments were designed by the
researchers to collect data, namely; Proprietor Incentive Questionnaire ( @kchool
Supervision Questionnaire (SSQ), and Teacher Motivation Scale ( reliability
coefficients of the instruments were 0.994, 0.987, and 0.987, ‘e%ely Multiple
Regression Analysis, statistical technique was employed to a@t e data gathered using
SPSS version 23. Findings in the study showed that %&motlvatlon among secondary
school teachers in Ilorin metropolis was at a mo@&vel This result could be attributed
partially to irregular salary, allowances, apd'&wtlon of the teachers. The implication of
this finding is that the teachers were Q_ya be sufficiently motivated to discharge their
responsibilities. Results of this st wed that significant difference existed between the
levels of work motivation of lic and private secondary school teachers in favour of
teachers in public secorn@aﬁools. This could be ascribed to a relatively high level of job
security enjoy by@hers in public secondary schools among other factors. Indeed, this
finding 1 Qdence to another result in this study which showed that job security was
the (@est predictor of teacher work motivation. In addition, the study revealed that a
mgﬁant difference existed between the work motivation levels of science, social science,
and arts/humanities teachers in favour of social science teachers, while the science teachers
were at a low level. This may be attributed in part to the dashed hope of science teachers in
the restoration of payment of Science Teachers Allowance. The result of the study
indicated that significant relationships existed between the predictors and the criterion

variables. This implies that all the predictor variables are potent tools for motivating the
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teachers. Furthermore, the findings showed that the independent variables (Monetary
rewards, welfare packages, and training/school facilities) significantly contributed to
teachers' work motivation and that monetary reward had the strongest predicting effect on
teacher work motivation. This implies that proprietors of schools could leverage on these
variables to significantly enhance teacher work motivation and performance than other
variables. This result may be due to the premium value placed on monetary rewards in the
face of continuous increase in the number of unemployed graduates in the n Bfg}»and the

threat of layoff could serve as work motivator. Premise on the major }%@@ this study,
ary ’sc

-
the researchers concluded that both public and private senior second gy hool teachers in
Ilorin metropolis were not fully motivated while, significant d@h in favour of public-
school teachers existed in teacher work motivation leye]Q 1al science teachers were the
most motivated while Science teachers were % motivated. Teachers considered
monetary rewards as the topmost work m.oq'&w while training/school facilities were not
considered as motivators. In additio ith_s)k)ncluded that significant relationships existed

between the predictors and the critetionl variables, and that the predictor variables allow a

reliable prediction of the cwn variable. It was recommended on the basis of the

. "
findings that: »®
a) Retren%q;nt of teachers should be avoided or at least reduced to the lowest level at
all oost'to improve job security and work motivation among the teachers;
@%oprietors of secondary schools in Ilorin, Kwara State, Nigeria especially private
schools should urgently raise the level of work motivation among the teachers

through upward review of monetary incentives, compensation and welfare packages

among other types of remuneration;
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c) The implementation of the full complement of the Teacher Special Salary Scale by
the proprietors of secondary schools could significantly improve the level of work

motivation among all the categories of teachers;

d) There is a need for restoration and upward review of science teacher allowance,
accelerated promotion and automatic sponsorship to professional development

programmes for outstanding science teachers. This could uplift the le\’e{%work

motivation among science teachers; . Qg)

e) The adoption of a teacher-friendly mentor-superior parad@&l%y supervisors could

improve teachers' level of work motivation and '&%‘\\‘

f) Proprietors of secondary schools in Ilorin %d pay special attention to the
provision of school facilities in goo gtity and quality, while the school
environment should be equippe@e attractive features and kept tidy always.

This recommendation has a @1 potential to improve teachers' work motivation

levels, attract students% ol, and stimulate students to learn!8.

A study was i Assigated on the influence of motivation on teachers’ job
performance for quality assurance in public secondary schools in North Central, Nigeria.
The study s to find out the influence of payment of regular salaries and provision of
wd@e@ckages on teachers’ job performance for quality assurance in public secondary
schools in North Central, Nigeria. Two research questions guided the study while two
research hypotheses were tested at 0.05 level of significance. The study adopted survey
research design. The population of the study was six thousand, five hundred and sixty
(6,560) teachers from one thousand, two hundred and fifty (1,250) public secondary

schools. Using Taro Yamen’s formula, the sample size of three hundred and seventy seven
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(377) teachers and three hundred and three (303) public secondary schools was selected. A

thirty five- item structured questionnaire developed by the researchers titled

“Influence of Motivation on Teachers’ Job Performance for Quality Assurance
Questionnaire (IMTJPQAQ)” was employed as instrument for data collection. The
questionnaire was validated by experts. The reliability coefficient obtained for the
instrument was 0.968. Descriptive statistics of mean and standard deviation were @}oyed
to answer the two research questions while Chi-square was employed to t Qb&two null
hypotheses at 0.05 level of significance. The findings of the study re\%'}ﬁat payment of
regular salaries and provision of welfare packages signiﬁcan@ﬂhence teachers’ job
performance for quality assurance in public secondary sc@%} North Central, Nigeria.
Based on the findings of this study, the researchej&@‘ommended on the basis of the
findings that adequate funds should be provided\to' pay teachers’ salaries and teachers’

welfare should be of paramount focus foénj%r roductivity on the job!®>.

Another similar study inve(&d the predictive impacts of welfare packages on
teachers' job satisfaction anndtiVity in public senior secondary schools in Lagos State
Education District V. l%)'[?urpose questionnaire titled: Teachers' Welfare Packages, Job
Satisfaction and \Productivity Questionnaire (TWPJSAPQ) with a Cronbach’ Alpha
reliability @ment of 0.973 was administered to two hundred and twenty (220)
pu i@y selected teachers. Two null hypotheses were tested with the aid of multiple
reﬁon analysis. On one hand, the regression model revealed that staff training and
house allowance have positive but insignificant predictive impact while staff promotion and

hazard allowance are insignificant negative predictors of job satisfaction.

On the other hand, the result also showed that promotion allowance is a positive but
insignificant predictor, while staff training, house allowance and hazard allowance are

negative but insignificant predictors of job productivity. In the same vein, staff salary, car
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loan, study leave and leave allowance contributed nothing to teachers’ job satisfaction and
productivity. It was recommended on the basis of the findings that Lagos State Government
should continue to set the pace in making prompt payment of teachers’ salaries but should
improve on the provision of car loan, study leave and leave allowance to all eligible
teachers. Also, the Government should synergize with quality assurance department and
salary-welfare units to properly investigate teachers’ plight and complaints in all the
districts, while teachers should be encouraged to put hard work and commitment ahead of

incentives and welfare packages'®®. . \(b

A study was examined on how teachers’ welfare and commi‘u@%’ determine
productivity in secondary schools in Bayelsa State. It was discovered ‘that teacher welfare
package enhance productivity and further revealed that effecti\fe{\‘%&ment, staff training,
good financial benefits and regular promotion inﬂuenc&iuctivity. The study also
showed a negative but significant relationship bet@;f% chers’ commitment and students’

academic performance in SSCE examinations'®7.

)

A study was sought to understan hggﬂ\ifferent types of incentives (monetary, near
monetary and non-monetary ince influence the “effort” of public school teachers as
perceived by the students in %o}s, Nigeria using a novel measurement tool — the teaching
effectiveness survey 6% gasure the teachers’ outcomes. Using a randomized field
experiment wheicu,\ﬂents evaluated the changes in their teachers’ effort with a standard
teaching Qeness survey and differences in estimation, the research was able to show

how=igicentives could potentially improve (or harm) teaching effectiveness. The results

however showed that monetary incentives and near monetary incentives have no significant
effect on “effort” while non-monetary incentives have a significant negative effect on the
effort of teachers. This could imply that the issues underlying the current state of
productivity of public school teachers in Lagos State run deeper than remuneration or

accountability'®3,
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Another closely related study focused on the impact of teacher remuneration on the
provision of quality education in secondary schools of Zimbabwe. It looked at a single
ignored but most important quality education component: Teachers’ salaries. These salaries
in many African countries are way below prevailing inflation rates. In the study the major
argument was that, if education is perceived as a key institution for socialpolitical-
economic and technological development of any country underpinning sustainable living,
why are people who provide such a vital commodity left at the periphery of er@z(brment?
Research findings suggest that, Zimbabwe will never effectively .kﬁg@sustainable
development goals and quality education if it does not considerately remunerate her
teachers, who would be well motivated to effect positive cli%%s the school system.
Research findings argued that teacher remuneration is i lated to all aspects of quality
education, such that choice to ignore it may affec '@ and benefits of education in very
complex ways. The study recommends th@ing mechanisms to improving teachers’

remuneration is an obvious centrality, fle_;)}inable development!'®’.

S

Analysis of the literature abaye &ﬁcates that there has been a significant effort by several
scholars to examine thq%lqtionship between job security (and indices such as job
advancement, pro t@%rticipation and remuneration) and job performance of teachers.
Nevertheless, @extual and empirical gaps emerge with the fact that there still remain
scarcity of\ studies on the influence of job security and indices of job advancement,
p@on, participation and remuneration on teachers' job performance and its indices —
instructional and administrative job performance. Many previous studies have also not been
carried out in Southwest, Nigeria. Most of the related studies focused on higher institutions
of learning than secondary schools. Besides, most of the similar studies carried out on job

security and performance were international studies with only few indigenous studies.
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Moreover, most of the studies focused on productivity than performance. There were also
differences in the objectives, research questions and hypotheses of the previous studies
with this recent study. These gaps created a need for this study to find out whether job

security predicts job performance of teachers in secondary schools in Southwest, Nigeria.
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Figure 2.1: Conceptual Model of workload, job securities and Teachers job performance
Source: Researcher, 2022
Figure 2.1 illustrates diagrammatically the conceptual relationship between the two

independent variables (workload and job security) and the dependent variable (teachers' job
performance) alongside their indices. The diagram show a hypothesized joint and relative
influence of workload and job security on teachers' job performance. It also shows the
2.5  Summary of Gaps in Literature Reviewed ‘%\

This chapter was reviewed under four major sub-headings:- cou{@seﬁ review, theoretical

influence of a moderating variable (school type) on the outcome of the study.

framework, review of empirical studies and conceptualé%&. The conceptual review

provided a rich insight into concepts and constn&%h@ study such as:- job performance,

workload and job security alongside their indic ndices of teachers’ job performance

include:- instructional and administratiye ance. Indices of workload are - working
time and class size. Indices of jo%security are - job advancement and promotion,
participation in management{andwdttractive remuneration. The theories that formed the

theoretical framework t wide the study are:- 'Apple theory of intensification' (which

renders support lﬁgssible influence of workload and its indices on teachers' job

performanc )@'Functional Labour Theory of Welfare' (which renders support to the
likely inﬁ&we of job security and its indices on teachers' job performance).

QLastly, the chapter looked at various empirical researches that are similar to the
present study. The previous related empirical studies however showed inconsistencies
among the variables (workload, job security and teachers' job performance) and also among
the results which justifies 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
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of workload and job performance employed, research objectives, questions and hypotheses,

study area and methodology.

Analysis of the literature above also indicates that there has been a significant effort
by several scholars to examine the relationship between job security (and indices such as
job advancement, promotion, participation and remuneration) and job performance of
teachers. Nevertheless, contextual and empirical gaps emerge with the fact tha[‘t\t%e still
remain scarcity of studies on the influence of job security and indices of jo %& ncement,
promotion, participation and remuneration on teachers' job performe%nd its indices —
instructional and administrative job performance. Many previou@e'ﬁ have also not been
carried out in Southwest, Nigeria. Most of the related stud%&%.lsed on higher institutions
of learning than secondary schools. Besides, most of. Qslmilar studies carried out on job
security and performance were international & with only few indigenous studies.
Moreover, most of the studies focused Q.Jpédu tivity than performance. There were also
differences in the objectives, researc%stions and hypotheses of the previous studies with
this recent study. These gaps%@d a need for this study to find out whether workload and

job security predicts job%ﬁormance of teachers in secondary schools in Southwest,

Nigeria. C)QQ
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Chapter Three
Methodology

This chapter presents the methodology for this study. The chapter is organized

based on the following sub-headings:

3.1 Research Design

This study employed a mixed method research design which comprises of &

quantitative and qualitative research approaches. The quantitative re éa@dwthod was
%

employed the use of questionnaires to obtain quantitative data while th litative research

[ ) “
method employed the use of interview to obtain qualitative dat@m he respondents.

S
3.2 Population of the Study Q@
he

The study's population includes all tg% and principals in public and private
secondary schools in Southwest Nigefia. \of the time of this study, there are two
thousand, two hundred and sixty—t@262) public and two thousand, three hundred and
eighteen (2,318) private secwschools in the six states of south-western Nigeria. In
these schools, as at the Q}oﬂf this study, there are fifty-six thousand eight hundred and
twenty-seven (564827)teachers in the public schools, while there are forty-six thousand,
two hundred, @*Iorty—eight (46,248) teachers in the private schools. In all, the population
of this %d comprises four thousand five hundred and eighty (4,580) principals and one

hu@ and five thousand and seventy-five (105,075) teachers.
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Table 3.1: Population of the Study

S/N  Southwe Senatorial No.of No. of No.of No.of No.of No. of
st States Districts Publi Public pUblic Privat Private Private

c Sec. sch. sec.sch. e Sec. sch. sec.
Sec.s Principal Teache Sec.sc Principal sch.
chs s r hs s Teache
r
1. Lagos Lagos 74 74 1,580 98 98 1,978
Central
Lagos East 88 88 2,338 102 102 2,056
Lagos 160 160 4,922 201 201 @32
West
Sub-Total 322 322 8,840 8 066
2. Ogun Ogun 100 100 5,164 96 ‘é\ 1,987
Central
Ogun East 134 134 4,782 2,976
Ogun West 108 108 3,016 %\ 121 2,421
Sub-Total 342 342 12 962 Qﬁé 7,384
3.  Oyo Oyo 244 244 3,442
Central '?
Oyo North 171 171 167 167 3,345
Oyo South 210 210 4% 5,954 195 195 3,906
Sub-Total 625 Q;\\d 14,508 534 534 10,693
4. Osun Osun 112 2,406 125 125 2,498
Central
Osun East 15%%1 59 1,493 167 167 3,234
Osun West 123 1,394 131 131 2,543
Sub-Totg&.}% 394 5,338 423 423 8,275
5.  Ekiti Ekiti Q 159 159 2,872 129 129 2,576
i
itiEast 57 57 2,042 78 78 1,545
iti North 64 64 1,753 71 71 1,421
‘% Sub-Total 280 280 6,667 278 278 5,542
6. @@ Ondo 103 103 4,415 109 109 2,089
Central
Ondo North 89 89 2,047 99 99 1,987
Ondo South 107 107 2,050 112 112 2,212
Sub-Total 299 299 8,512 320 320 6,288
Grand 2,262 2,262 56,827 2,318 2,318 46,248
Total

Source:Teaching service commissions (TESCOM), 20221
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Table 3.1 shows that the number of public and private secondary schools across the
senatorial districts and local government areas in Southwest, Nigeria are two thousand, two
hundred and sixty two (2,262) and two thousand, three hundred and eighteen (2,318)
respectively. Furthermore, it also shows that the number of public and private secondary
school principals are also two thousand, two hundred and sixty two (2,262) and two
thousand, three hundred and eighteen (2,318) respectively. It also shows that thé er of
public and private secondary school teachers are fifty six thousand, ¢ig %}dred and
twenty seven (56,827) and forty six thousand, two hundred and fo%;}t respectively.
Lastly, it shows that the number of public and private senior sec@éy'\school three (SSS3)
are two hundred and eighty nine thousand, one hundred an@%b} two (289,132) and ninety

three thousand, one hundred and seventy eight (93,1@60‘@6@.

3.3 Sample and Sampling Technique ~. ©

Multistage sampling technique whic%nsmts of several sampling methods, was employed

to sample a fraction of the po ula@ At stage one, all six states in southwest Nigeria were

grouped into three strata eg3 on proximity, in other words, Osun and Oyo States form a

stratum; Ondo an@@%a es form a stratum while Lagos and Ogun States also form a
i

stratum after thdt, Simple Random Sampling Technique was used to select one state from

each straf%

Q
A& 2, schools were sampled from the senatorial districts of the sampled states using
formulated criteria. In other words, 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

165



for a substantial time frame and are likely to have experienced principals and teachers who

will be able to provide pertinent information to accomplish the study's goals.

At the third stage, Taro Yamane formula of sample size determination?, n= N/ (I1+N (e) 2)
was 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). At

stage four, Simple Random Sampling Technique was used to pick the responden@ed on

the determined sample size in each senatorial district. ; \

'}
Table 3.2: Sample Number of Southwest States (n = 3) &

S/N  South Senatoria No. of No. of No: MO. of No. of No. of
west I Districts Public Public ﬁ Privat Private  Private
s€
acher

States Sec. Sec. sch. e Sec. Sec. sch. sec. sch
schs Prmclp schs Principal zeacher
1. Ogun Ogun 100 10Q \) 75164 96 96 1,987
Central
Ogun East 134 4,782 145 145 2,976
Ogun 1»?8\;() 108 3,016 121 121 2,421
West
Sub- Tot 342 12,962 362 362 7,384

2. Ondo Ce

&4 89 2,047 99 99 1,987
‘% rth

ty Yl‘m 103 4,415 109 109 2,089
ra

Ondo 107 107 2,050 112 112 2,212
QQ South
Sub-Total 299 299 8,512 320 320 6,288
3. Oyo Oyo 244 244 5398 172 172 3,442
Central
Oyo North 171 171 3,156 167 167 3,345
3,906
Sub-Total 625 625 14,508 534 534 10,693
Total 1,266 1,266 35,982 1,216 1,216 24,365
Oyo South 210 210 5,954 195 195

Source:Teaching service commissions (TESCOM)

166



Table 3.2 shows that the three selected states which are Ogun, Ondo and Oyo states have
one thousand two hundred and sixty six (1,266) principals and thirty five thousand nine
hundred and eighty two (35,982) teachers in public secondary schools. It was also revealed
that there are one thousand two hundred and sixteen (1,216) principals and twenty four

thousand three hundred and sixty five (24,365) teachers in private secondary schools.

A
Table 3.3 Sampled Schools in each Senatorial District Q')&\
AN
S/N  Southwest Senatorial No. of No. of ¥ No. of
States Districts Public Sampled rivate Sampled
Sec. Publice \ et Private
Schls. S chlﬁ,c\\ Sehls.  g.pls.

1.  Ogun Ogun Central 100 13%\' 96 10

Ogun East 134 145 15

Ogun West 108@@ 121 12

Sub-Total 342 47 362 37

2. Ondo Ondo Central . 16 109 13
Ondo North Q’% 14 99 17

Ondo South 107 18 112 13

Sub-Total (" 299 48 320 43

3. Oyo Oyo Cenfeal 244 31 172 11
OyOM 171 24 167 10

South 210 28 195 11

b-<Total 625 83 534 32

< Q)T:»)tal 1,266 178 1,216 112

X,
S @‘feaching service commissions (TESCOM),

T r of schools chosen in each senatorial district of each sampled state is shown in
Table 3.3. According to the table, one hundred and seventy eight (178) were chosen from
the 1,266 public secondary schools, while one hundred and twelve (112) were chosen from

the 1,216 private secondary schools.
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Table 3.4 Total Number of Teachers and Principals in the Sampled Schools

S/ South Senatori No.of Number | Number No. of Number | Number
N  west al Sample of of Sample of of
States Districts d teachers | Principal d teachers | Principal
Public in the s in the Private in the s in the
Schls. Sample | Sampled ..  Sampled | Sampled
d Public | pyblic Private | Private
Schls. Schls. Schls. -}&hs.
1. Ogun Ogun 15 652 15 10 171, <KJMo
Central \QO
Ogun 21 715 21 15 Sié \ 15
East "
Ogun 11 512 11 12 '@74 12
West ‘(%
Sub- 47 1,879 |47 Q@" 962 37
Total A
Ondo 16 513 16Q 13 139 13
2. Ondo Central
Ondo 14 489 o -QR 17 402 17
|
North Q\
Ondo 18 67%' 18 13 662 13
South AN
Sub- 48 14673 48 43 1,203 43
Total )
3. Oye Gy @’s 721 31 11 540 11
Centra
Oyo @4 672 24 10 351 10
‘@buth 28 691 28 11 368 11
Q Sub- 83 2,084 83 32 1,259 32
O Total
Y Total 178 5,636 178 112 3,424 112

Source:Teaching service commissions (TESCOM),

Presented in table 3.4 is the total number of teachers and principals in the sampled schools.

It revealed that there are one hundred seventy eight (178) principals and five thousand six

hundred and thirty six (5,636) teachers in the sampled public secondary schools. It also
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revealed that there are one hundred and twelve (112) principals and three thousand four

hundred and twenty four (3,424) teachers in the sampled private secondary schools.

Table 3.5 Summary of Sample
S/ South Senatori Numbe Number  Numbe No. Number
N  west al No. of r of | of ofr of Sampled | of
States Districts Sample Sampled teacher Principal
teacher d Principal Teachers the
sin the Teacher |s sin the in Private - mpled
Sample sin Sample . %‘ Private
d Public
Public Schools SChOOIS ‘%\ Schls.
Schls. Prlvag\% -
Sch
1. Ogun Ogun 652 260 122 10
Central %
Ogun 715 255 17 225 15
E;gst QQ
Ogun 512 223 161 12
West /\' A &
Sub- 1,879 738 \/‘zw 962 508 37
Total
Ondo @V 16 139 107 13
2. Ondo Central \)
Ondo 48 222 14 402 201 17
North "
Ondo & 249 18 662 245 13
South()
S \, 1,673 694 48 1,203 553 43
1
3. Oyo %]yo 721 258 31 540 225 T
Central
Q Oyo North 672 249 24 351 185 10
Oyo South 691 256 28 368 194 11
Sub- 2,084 763 83 1,259 604 32
Total
Total 5,636 2,195 178 3,424 1,665 112

Source:Teaching service commissions (TESCOM),
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Table 3.5 presents summary of sample using Taro Yamane sampling formula?. Two
thousand one hundred and ninety five teachers (2,195) and one hundred and seventy eight
(178) principals were sampled in public schools while one thousand six hundred and sixty
five (1,665) teachers and one hundred and twelve (112) teachers were sampled from the

private secondary school in the study area.

3.4 Research Instruments Q&
The instruments that were used to collect data for the study a;@g 1fdesigned

questionnaires and interviews. The questionnaires are titled — “Wor lo%d and
Job Security Questionnaire (WJSQ)”, “Teachers' A 'ggc)grative Job Performance

Questionnaire (TAJPQ)” and “Teachers' Instructi%% erformance Questionnaire

(TIJPQ)”. These instruments are described.b :

34.1 Workload and Job Se riQQ\uestionnaire (WJSQ)

This instrument was divided into &{&) sections.

Section A was designed to obtaiw’demographic details of the respondents (teachers) such as
gender, age, year of & Qperience and educational qualification and marital status.
Section B wa%{ ighed to examine the identified workload of the teachers using two
indices vn%gz- working time and class size. It consists of ten (10) well-structured items
of @VG (5) items each belong to working time and class size. The rating technique is

as follows:

Very High Level (VHL) =4
High Level (HL) =3

Low Level (LL) =2

Very Low Level (VLL) =1

170



Section C was designed to examine the status of job security of the teachers using three
indices which are:- job advancement and promotion, participation in management and

attractive remuneration. It also consists of fifteen (15) well-structured items of which five

(5) items each belong to the three indices respectively. The rating technique is as follows:

Very High Level (VHL) =4
High Level (HL) =3

Low Level (LL) =2 \
é

Very Low Level (VLL) =1 ; \

3.4.2 Teachers' Administrative Job Performance Ques‘%“'%z'ﬂre (TAJPQ)
This questionnaire was divided into two (2) sections. Q‘)&%
Section A was designed to obtain demographic defa%“the respondents (head principals)

such as gender, age, year of work experience a ational qualification.

Section B was designed to examlnz t Vel of administrative job performance of the

teachers. It consists of five (5) we ctured items. The rating technique is as follows:

Very High Level (VHL)
High Level (HL) = Q

Low Level (LL

Very Lov‘v% LL)=1

34 Q Teachers' Instructional Job Performance Questionnaire (TJPQ)
This

estionnaire was divided into two (2) sections.
Section A was designed to obtain demographic details of the respondents (senior secondary

school three students) such as gender and age.

Section B was designed to examine the level of instructional job performance of the

teachers. It consists of five (5) well-structured items. The rating technique isas follows:
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Very High Level (VHL) =4
High Level (HL) =3

Low Level (LL) =2

Very Low Level (VLL) =1

The interview was of three types. The first interview guide consisted of two (2) questions
such as “How would you describe your workload and job security?” would be administered
to the teachers. The second interview guide consisted of three (3) questions sucl@‘How
would you describe the workload, job security and job performance of &achers?”
would be administered to the principals. However, the third intewieﬁ%} consisted of a
single question such as “How would you describe the perferrKQ‘&xe"of your teachers in

teaching within the classroom?” was administered to theqig%r secondary school three
3.5 Validity of the Instruments . ©

(SSS3) students.

The research instruments was Valid@ using content and face validity type in order to
make sure that the contentgof %j:(b{nstruments truly measure what it is supposed or
purported to measure’. d&termine content and face validity of the instruments, the
questionnaires and-i @%unestion were shown to experts in the Department of Arts and
Social Science§$\I‘Jead City University. These experts vetted and made their input to the

instrumeﬁ%ﬂer their inputs have been made by the experts, the researcher also gave the

in@%s to her supervisor to make final corrections.

3.6 Reliability of the Instruments

The reliability of the instruments was determine by Cronbach's alpha method of
reliability for internal consistency. Cronbach's alpha the degree to which an instrument
consistently measures whatever it measures*. In order to carry out Cronbach's alpha, the

instruments was administered once (usually called a pilot study). After which, the
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instruments wasretrieved, coded and entered into the software for analysis (SPSS) and
Cronbach's alpha was used to determine the internal consistency of the instruments. The

Cronbach’s alpha reliability value obtained was O coefficient/value gotten after analysis.

3.7 Method of Data Collection

A letter was obtained from the Department of Arts and Social Sciences, Lead City
University which was shown to the vice principals of the selected schog@ seek
permission and approval for administration of the instruments. The ’nx%ents would
however be administered personally and also by the help of three research assistants. The
three research assistant were trained for a period of four (4) d@%r ?Jick distribution and

retrieval of the instruments. . Qb)&
S

After the instruments were retrieved, tht@l%ﬁonnaires were coded numerically using their

3.8 Method of Data Analysis

scale values and entered into the Sgélébftware for data analysis. Analysis of the data was
done using descriptive and ﬁ@ial statistics. Descriptive statistics like frequency and
percentage counts wer ed for the demographic information of the respondents;
frequency and p@ge counts, mean (x ) and standard deviation (SD) were used to
answer all thé%Search questions one to three. However, inferential statistics such as

Multip]@e ession Analysis was used to test hypotheses 1 and 2 while t-test was used for

hy@ses 3 all at 0.05 level of significance.
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Chapter Four
Results and Discussion of Findings
The analysis and interpretation as well as discussion of findings based on data collected
from the field through the administration of research instrument were presented in this
chapter. The data were analyzed using descriptive statistics such as frequency, percentage,
mean and standard deviation for demographic information and research. questions,
inferential statistics such as multiple regression and t-test were used to test tl@am(bulated
hypotheses at 0.05 level of significance. Also, the information retrieve § OQQ@ structured

interview of the school principals were analyzed through the use c%n ent analysis. This
4.1 Questionnaire Return Rate Q’Q\

4.2 Presentation of Results on Demogré'r:%@ rmation of Respondents

chapter is organized in the following sub-sections:

4.3 Presentation of Results on Re Questions

4.4 Test of Hypotheses \)
'\

4.5 Discussion (Cl)@%
4.1 Qu@\l‘re Return Rate

Nu 1% Number Percentag | Number Number Percentag
Questiphnair | Questionnair | e Questionnair | Questionnair | e
e Distributed| ¢  Retrieved e Distributed | e
to Public from Public to Retrie
Schools Schools Privat | ved from

e Schools Private

Schools

2,195 2,188 99.7 1665 1,418 85.1

Source: Fieldwork survey, 2022
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Table 4.1 presents the rate of return of questionnaires administered on the respondents. The
information presented revealed that out of the two thousand one hundred and ninety five
questionnaire that were administered on public secondary school teachers, two thousand
one hundred and eighty-eight (99.8%) were retrieved and found useful for the study. Also,
out of the one thousand six hundred and sixty five questionnaire that were administered on

the private school teachers, one thousand four hundred and eighteen (85.1%) we‘t@uieved

4.2.1 Presentation of Results on Demographic Information pf,@xlm Secondary School
Respondents

and found useful for the study.

A}
Table 4.2: Gender of Respondents (Public) Q}&%

Gender Frequency AL & ) Percentage
Male 1056 Y 483
Female 1132 X Q 51.7

Total 2188 )\\ 3 100

Source: Fieldwork survey, 2022 2 \ UM

Table 4.2 presents gender di ibl%n of sampled secondary school teachers who took part
in the survey. Result obtai ed\ and presented above revealed that female teachers (1132)

(51.7%) are more@% d in the study that male counterpart (1056) (48.3%).

4.3: Ge@ Respondents (Private)

Frequency Percentage
MalN 451 31.8
Female 967 68.2
Total 1418 100

Source: Fieldwork survey, 2022

Table 4.8 presents gender distribution of sampled private secondary school teachers who

took part in the survey. Result obtained and presented above revealed that female teachers
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(967) (68.2%) are more represented in the study that male counterpart (451) (31.8%). This
further corroborated the fact established earlier in the study that teaching profession in
Nigeria is a female dominated profession.

Although the difference in the gender of the respondents does not in any way influence the
result since gender was not considered as a variable but this information is a reflection of
the fact that teaching especially at primary or secondary level in Nigeria is a female
dominated profession. One of the suspected reasons for slightly low @%bgender
representation in teaching profession at the secondary or primary lev .138@: economic

'}

factor. In other words most men seem to see teaching as a profess'&ft at may not satisfy
milies. Additionally,

their economic needs considering their roles in providing fo@)g\

A\

teaching can be a flexible career, which may be appealig&%women who have care giving

responsibilities outside of work. Q’Q\

Table 4.4: Age of Respondents (P}l{@

Age Range Freq@éﬁy Percentage
21-30 1167~ 5.0

31-40 gvy 26.1

41-50 4198 54.8

50 years and Above (.\Q 308 14.1

Total (7 288 100

Source: Fieldw%k\‘sﬁrvey, 2022

Present@ble 4.3 above is the age distribution of public secondary school teachers who
to@rt in the survey. Result obtained revealed that majority of the participants are
between ages 41-50 (1198) (54.8%), this was followed by those between ages 31-40 (572)
(26.1%), 50 years and above (308) (14.1%) respectively. It was also revealed in the result
that those respondents between ages 21-30 (110) (5.0%) are the least represented in the
survey. This result showed that majority of teachers in public secondary schools is between

41-50 years.

177



4.5 Age of Respondents (Private)

Age Range Frequency Percentage
21-30 399 28.1

31-40 863 60.9

41-50 72 5.1

50 years and Above 84 59

Total 1418 100

Source: Fieldwork survey, 2022

Age distribution of respondents from private schools is presented in table & was
revealed that most of the private school teachers that took part in the st ay\@ithin 3140
years old (863) (60.9%). This was followed by those within 21-30 yegﬁi (399) (28.1%),
those of 50 years or above (84) (5.9%). It was further revealed@%%:e within age bracket

of 41-50 years old are the least represented (72) (5.1%). qu)&

>
There have been several studies conducted on %&tionship between teacher age and job
performance, with mixed results. Some @%have found that older teachers tend to have
higher levels of job performance(bi%le others have found no significant relationship
between age and job perfoer.)One study published in the Journal of Education and

1

Practice in 2019 found older teachers had higher levels of job satisfaction and were
their students in the learning process'. Another study found that

more effective at @1

the relatio h@etween age and job performance was not linear, and that there were both
nE

positive@

per ance being used’. Another study found that teacher age was not significantly

negative associations with age depending on the specific measure of job

related to student achievement, as measured by test scores®. However, the study did find
that older teachers were more likely to have higher levels of subject-specific knowledge
and to be rated more highly by their students in terms of their teaching effectiveness which
is likely to translate to higher job performance® Although, teachers’ age were not

considered a main variable in this study, however, based on the result, one can
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conveniently assume that majority of public secondary school teachers are still in an age
bracket where they are considered to be very agile and assumed to be active. This is
assumed to have a good implication on the education sector in Southwest Nigeria. However,
there is a need for government to start preparing for replacement plan especially for those

of 50 years and above as their retirement age is fast approaching.

Table 4.6: Work Experience of Respondents (Public) ,&\
(7

Work Experience Frequency Percentagg \

1-10 176 ‘%‘V
11-20 934 42 7
21-30 1078 ﬂ"

31 years and Above 00
Total 2188

Yy
Source: Fieldwork survey, 2022 @
Table 4.4 presents work experience of pt;&%}ndary school teachers that took part in the

study. It was revealed that public sec school teachers who have spent between

21-30years in teaching prof&@ are the most represented in the study (1078) (49.3%).
This was followed tho ‘&gt'\have spent 11-20years (934) (42.7%) and those that have
spent 1-10 years@& (8.0%) respectively. The result further revealed that none of the
respondent h@ pent 31 years or above in teaching profession. This result implies that
majorit@f e public secondary school respondents have spent a significant number of
year teaching profession, hence they are expected to have sufficient information to be
able to give useful and accurate responses to the items raised in the instrument for the study.
Also, the average number of work experience of public secondary school teachers in
Southwest, Nigeria as shown in table 4.6 is a good implication for student’s academic
achievement since teacher’s work experience is considered a significant factor for teacher

job performance.
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4.7 Work Experience (Private)

Work Experience Frequency Percentage
1-10 791 55.8

11-20 452 31.9

21-30 127 9.0

31 years and Above 48 3.4

Total 1418 100

Source: Fieldwork survey, 2022

Table 4.7 presents work experience of private secondary school st@ who
participated in the study. It was deduced that majority (791) (55.8%@%{?& for 110
years in the teaching profession. This was followed by those that havejspent 11-20 years
(452) (31.9%), those that have spent 21-30years (127) (9.0) wgﬂéth :e that have spent 31
years and above are the least represented (48) (3.4%). ﬁ&plies that most teachers in
private secondary schools in Southwest Nigeria Nely new and have spent ten years
or less in the teaching profession. HOWGVPK as suspected that those that has spent 31
years and above is probably teachers th@&e retired in the public sector but still decided
to be in active teaching service. Q)(b'

N
It is generally thought t feachers gain more years of experience, their job performance
tends to improve@l&s ecause experienced teachers have had more time to hone their
skills, be ore familiar with their subject matter and classroom management
techniq@s, d develop a deeper understanding of how to effectively teach their students.
T@ave been several studies conducted on this topic in Nigeria, with mixed results.
Some studies have found that experienced teachers outperform their less experienced
counterparts, while others have found no significant difference in performance between
experienced and inexperienced teachers. For instance, a study found that teachers with
more years of experience had higher levels of job satisfaction and were more effective at

engaging their students in the learning process'. On the other hand, another study found
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that the relationship between years of experience and job performance of teachers was not
linear, and that there were diminishing returns to experience after a certain point’. However,
it should be noted here that years of experience was not considered in this study as a major
variable that could influence job performance of teachers, hence, its influence is not

considered in this study.

Table 4.5: Marital Status of Respondents (Public) &

0.4\
Marital Status Frequency Percentage’ KQ;‘
Single 346 15.8 ,%\‘V
Married 1651 75.5

Divorced 27 192\%"
Separated 30 \
Widow/widower 49 Q 2

Not willing to give the 85 8.5

information < \'®
ND

Total 2188 100

A
Source: Fieldwork survey, 2022 . \%

Marital status of public secog(d@ool teachers who took part in the survey is

presented in table 4.5. It was @

secondary schools are marrie}@%ﬁl) (75.5%), this was followed by those that are single

d that majority of the respondents from public

'3
(346) (15.8%), those t re not willing to disclose their marital status (85) (8.5%), the
widow or widowen(49) (2.2%) and those separated (30) (1.4%) respectively. It was further

revealed %se respondents that are separated in terms of marital status are the least

rep@@l in the study.
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Marital Status (Private)

Marital Status Frequency Percentage

Single 227 16.0

Married 526 37.1

Divorced 207 14.6

Separated 108 7.6

Widow/widower 36 2.5

Not willing to give the 314 22.1

information

Total 1418 100 .« O\
Source: Fieldwork survey, 2022 .‘&\U'

survey is presented in table 4.11. It was revealed that a relative

Marital status of private secondary school teachers respondents ];hq@% part in the

high number or
: . *

percentage of the teachers are married (526) (37.1%). This Waifal wed by the thos not

willing to disclose (314) (22.1%), single (227) (16.0%), @Ved (207) (14.6%), seperated

(108) (7.6%) while widow or widower are the lea: entd in terms of marital staus of

private secondary school respondents. It shou%e ated that marital status in this study is

just the demographic variable and not(cor%ered as a variable that could influence the

dependent variable or moderate t ’%tionship between the dependent and independent

variables. \;()
ﬁw

Table 4.6: Nun@r)@%udents taught per class per arm (Public)

Number oi;Stiu&glt Frequency Percentage

Less tha\z@) 51 2.3
20-49 330 15.1
50 Q 1343 61.4

70 andAbove 464 21.2

Total 2188 100

Source: Fieldwork survey, 2022

To establish the workload of public secondary school teachers in terms of teacher/student
ratio, table 4.6 presents number of students taught per class per arm by teachers in the
sampled public secondary schools. Result revealed that a high number of teachers teach 50-

69 students in each arm of the class they are taking (1343) (61.4%), this was followed by
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those teaching 70 and above students in each arm of the class they are teaching (464)
(21.2%), those teaching 20-49 students per arm of a class (330) (15.1%) respectively. The
result further revealed that those teaching less than 20 students per arm of a class are the
least in the survey (51) (2.3%). Considering the submission of United Nations on class size
where twenty five (25) student per teacher was recommended, it can be assumed that
workload in terms of class size in public secondary schools in Southwest Nigeria is(ggh.
O

L&
Number of Students taught per class per arm (Private)

R\

Number of Student Frequency Perceqtag\ey‘
Less than 20 914 64.56'\
20-49 427 30N

50-69 56 ‘&

70 and Above 21 . AQ .5

Total 1418 <0\ 100

Source: Fieldwork survey, 2022 \_) 7

Presented in table 4.12 is the number of, Sﬁ;{te%s; taught per class per arm by teachers in
private secondary schools that par&pgegd in the study. This was done to establish
workload in private secondary s@ls in Southwest Nigeria in terms of teacher-student
ratio. Information retrieve s%gd that majority of the classes taught in private secondary
schools have less t a@ students (914) (64.5%). This was followed by 20-49 students
(427) (30.1%), OQQ) (56) (3.9%) respectively. The result also showed that classes with
seventy d%(gstudents have the least representation (21) (1.5%). This result showed that
W f teachers in private secondary schools in Southwest Nigeria in terms of teacher-
student ratio is moderate going by the position of United Nations where one teacher to
twenty five students was recommended. One may assume therefore that this accepted level
of teacher-student ratio is likely going to be responsible for better academic performance of
private secondary school students when compared to those in public secondary school

where teacher-student ratio was found to be high.
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Class size is an important issue in public schools in Nigeria, as it can have a significant
impact on the quality of education that students receive. Research has consistently shown
that smaller class sizes are associated with better student outcomes, including higher levels
of student achievement and engagement. However, managing class size in public schools in
Nigeria can be a challenge, as there are often a large number of students and limited
resources available. As a result, class sizes in public schools in Nigeria can be qui ge as
shown in the result presented in table 4.6. This can make it more difficul @achers to
effectively teach and manage their classrooms. Similarly, class siz‘e%\found a major
concern for teachers in public schools in Nigeria, as large class si nade it more difficult
for teachers to give individualized attention to their student@%\o effectively manage their
classrooms!. It was associated with lower levels of @t achievement and engagement.
Another study published study found that class Size' was a major factor in the quality of
education that students received in pubh .béo s in Nigeria, and that smaller class sizes
were associated with higher levels (szi dent achievement and engagement?.
Q

Table 4.7: Number of s je'gytaught per arm (Public)

Number of Subje;{ (\Q J Frequency Percentage
1 \ ) 1,985 90.9

2 6\, 203 9.1

3 ‘% 00 00

4 00 00

5 NO

Q 00 00
Abo 00 00

Total 2188 100

Source: Fieldwork survey, 2022

Table 4.7 presents number of subjects taught per arm by public secondary school teachers
in the study population. It was revealed that majority of the public school teachers that took
part in this study teaches only one subject per arm (1985) (90.9%) while very few of these

teachers teaches two subjects per arm (203) (9.1%). This implies that in terms of the
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number of subjects taught by public secondary school teacher per arm, their work load is

moderate.

Number of Arms taught per class / subject (Private)

Number of Student Frequency Percentage

1 1383 97.5

2 35 2.5

3 00 00 ) \‘b
4 00 00 Q}&

5 00 00 . QO
Above 5 00 00 ‘é\

Total 1418 100 Y

Source: Fieldwork survey, 2022 \ "

Number of arms of classes taught per subject in private sec@% schools in Southwest
Nigeria is presented in table 4.13. Result rev@n a very high percentage (1383)

(97.5%) of teachers in private secondary sch‘(%e pled for the study teaches only one

arm per subject while very few (35) (2. @c

further revealed that none of the teac%’teaches more than two arms per subject.

rs two arms per subject. Result obtained

This result further resonates .Rhe fact acceptable level of workload of private secondary
school teachers as % earlier in this study. There are some evidences that suggested
that teaching nﬁ{‘qaan a subject can have influence on the job performance of teachers.
Teachingf%tde range of subjects can be challenging, as it requires teachers to have a
bre of knowledge and to be able to adapt to different teaching styles and learning
needs. As a result, teachers who teach many subjects may experience increased workload
and stress, which can impact their job performance. A study found that teachers who taught
many subjects reported higher levels of workload and stress, and were more likely to
experience burnout!. I was also found that teachers who taught many subjects had lower

levels of job satisfaction and were less effective at engaging their students in the learning
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process®. A related study found that teachers who taught many subjects had lower levels of

job satisfaction and were more likely to experience burnout®.

4.3 Presentation of Results on Research Questions

In analyzing the responses to the research questions of this study, responses from public
and private schools were presented separately. This is because, given the @gferent
governing structures of private and public institutions, the variables under s@}nay not
behave the same way. However, conclusions on the research questi were made

based on the results generated from the two categories of institut'k(&o}

\\
&

What is the level of teachers' job performa@l structional and administrative) in

secondary schools in Southwest, Nigeria? * @

Research Question One:

To determine the answer to the %@non above, five items were raised to determine the

instructional and administrMob performance of teachers in secondary schools in
'3

Southwest Nigeria. A@y is of the responses to the items is presented in tables 4.14 and

4.15, respectivelyNAJso, the content analysis of the structured interview was presented

accordin Q

QQ
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Table 4.14: Level of Teachers' Job Performance (Administrative) in Public
Secondary Schools in Southwest, Nigeria

S/N I: At all Sometimes Rarely Never Mean
Times
1 inculcate /effective 1782 382 21 (1.0) 3 (0. 1%) 3.80 0.432
discipline strategies in class  (81.4%)  (17.5%)
2 am actively involved in 1122 917 148 \3 44 0.621
curricular and co-curricular (51.3%)  (41.9%) (6.8%)
activities ‘%
3 Adequately keep records 1365 549 148 126 4 0.853
(62.4%)  (25.1%) K '\ (5.8%)
4 Effectively participate in 1168 704 168 3.31 0.901

giving reports concerning ~ (53.4%)  (32.2%) Q’i‘ %) (7.7%)
students to parents

5 Effectively participate inl1276 5 \ 362 43 3.38 0.827
) .

students’ welfare services (58.3% (16.5%) (2.0%)

Weighted Mean 3.47 0.727 C_))\Q%

Source: Fieldwork survey, 2022
Criterion Mean = 2.50 @

***Threshold: mean value 0(@9 = Very Low Level; 2.00-2.49 = Low Level; 2.50-
2.99 = High Level; 3.0- 4(§X ry High Level
n

The level of job er@
.

teachers who p ed in the study is presented in table 4.14. Result showed

¢ (Administrative) of public secondary school

a very higl%&@ofz inculcation of effective discipline strategies in classes (x =
3.8 ¢ involvement in curricular and co-curricular activities (x = 3.44),
adequately keeping records (x = 3.44), effectively participating in giving reports
concerning students to parents (x = 3.31) and effectively participating in
students’ welfare services (x = 3.38). The result further gave a weighted mean
of (3.47) implying that the level of job performance of public secondary school

teachers in terms of administrative responsibilities is very high.
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4.15: Level of Teachers' Job Performance (Administrative) in Private Secondary
Schools in Southwest, Nigeria

S/N I: At all Sometimes Rarely Never Mean
Times
1 inculcate /effective 341 324 723 30 2.69 0.859
discipline strategies in class  (2.40%)  (22.8%) (51.0%) (2.1%)
2 am actively involved in 492 173 723 30 2.79 0.949
curricular and co-curricular (34.7%)  (12.2%) (51.0%) (2.1%)
activities
3 Adequately keep records 1317 101 00 00 3.93 0.257
(92.9%)  (7.1%)
4 Effectively participate in 115 1076 197 30 2.90 0.543

giving reports concerning (8.1%) (75.9%) (13.9%) £.10%)
students to parents

5 Effectively  participate  in233 432 723 30 2.61 0.780
students’ welfare services ~ (16.4%)  (30.5%) ENO%y  (2.1%)

Weighted Mean 2.98 0.678
Source: Fieldwork survey, 2022

Criterion Mean = 2.50

***Threshold: mean value of 1.0-1.99 =Mesy\Loyw Level; 2.00-2.49 = Low Level; 2.50-
2.99 = High Level; 3.0- 4.00 = Very High\Leyel

The level of job performance (AdmiaiStrative) of private secondary school
teachers was presented in table™¢.15. The result revealed that there is high level
of: inculcation of effgetive discipline strategies in classes (x = 2.69),
involvement in curriciifar” and cocurricular activities (x = 2.79), effective
participatior.ifi ®1Ving reports concerning students to parents (x = 2.90) and
effective~participation in students’ welfare services (x = 2.61). However, the
result’showed that there was a very high level of adequate record keeping in
private secondary schools in Southwest, Nigeria (x = 3.93). With the obtained
weighted mean of (2.98), it can concluded that there is high level of job
performance (Administrative) of private secondary school teachers in Southwest,

Nigeria.
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4.16: Level of Teachers' Job Performance (Instructional) in Public Secondary Schools
in Southwest, Nigeria

S/N I: At all Sometimes Rarely Never Mean
Times
1 Take the pain to monitor 1804 384 00 00 3.82 0.386

almost every student’s work (82.4%)  (18.6%)
during teaching activities

2 Hardly miss lesson period 1145 874 64 105 3.40 0.766
(52.3%)  (39.9%) (2.9%) (4. 8%)\(}
3 Finish the curriculum orl1278 220 647 25 0.947

scheme of work at the (58.4%)  (10.1%) (29.6%) . (%)

proper time in each term

4 Know how to use the right 1255 419 304 10 3.24 1.019
instructional materials (57.4%)  (19.1%) (13-9@.} (9.6%)
(audio, audio-visual and
visual) while teaching é
5 Punctual to leach lessons 1277 616 . 63 3.42 0.793
(58.4%)  (28. 2/&\ (10.6%) (2.9%)
N\
Weighted Mean 3.43 0.782
Source: Fieldwork survey, 2022 \‘%

Criterion Mean = 2.50

***Threshold: mean value of 1.0-1
2.99 = High Level; 3.0- 4.00 =%Ve

ery Low Level; 2.00-2.49 = Low Level; 2.50-
1gh Level

Level of job performance {) lic secondary school teachers in terms of instructional

responsibilities is @ table 4.16. Result obtained showed very high level of:

taking the %é\fb monitor almost every student’s work during teaching
activitle 3.82), not missing lesson periods (x = 3.40), finishing the
curricslim or scheme of work at the proper time in each term (x = 3.25),
knowing how to use the right instructional materials (audio, audio-visual and
visual) while teaching and being punctual to teach lessons (x = 3.42). Again,
this result gave a weighted mean of (3.43) implying that there is a very high

level of job performance (Instructional) among public secondary school

teachers in Southwest, Nigeria.
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Table 4.17: Level of Teachers' Job Performance (Instructional) in Private
Secondary Schools in Southwest, Nigeria

S/N 1I: At all Sometimes Rarely Never Mean Std
Times
1 Take the pain to monitor 281 384 723 30 2.65 0.817

almost every student’s work (19.8%)  (27.1%) (51.0%) (2.1%)
during teaching activities

2 Hardly miss lesson period 1418 00 00 00 4.00 0.000
(100%)
3 Finish the curriculum or 1077 242 99 . 0.595
scheme of work at the (76.0%)  (17.1%) (7.0%) »&\
proper time in each term Q)
4 Know how to use the right 890 403 125 ‘{k 3.54 0.652
instructional materials (62.8%)  (28.4%) (8. 8%) s :

(audio, audio-visual and
visual) while teaching

5 Punctual to teach lessons 1418 00 »@ 00 4.00 0.000
(100%) Q)

Weighted Mean 3.58 0.413

Source: Fieldwork survey, 2022 @

Criterion Mean = 2.50

***Threshold: mean value of 1.0-1.99 @Low Level; 2.00-2.49 = Low Level; 2.50-
2.99 = High Level; 3.0- 4.00 = Very vel

Level of job performance (Instruc@l) of private secondary school teachers

in Southwest Nigeria that @ﬁ’t in the survey is presented in table 4.17.
|

Result show very hj l@ P not missing classes (x = 4.00), finishing the
curriculum or S%i)of work at the proper time (x = 3.69), knowing how to
use the r'@@mctional materials (audio, audio-visual and visual) while
tea = 3.54) and being punctual to teach lessons (x = 4.00). However,
the result showed a high level of taking the pain to monitor almost every
student’s work during teaching activities (x = 2.65). Weighted mean (3.58)

was obtained implying that there is a very high level of job performance

(Instructional) in private secondary schools in Southwest, Nigeria.
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Summary of Responses of Secondary School Principals on Work Performance
of Their Teachers

When public secondary school principals were asked about the level of job
performance of their teacher, the following is the summary of their responses:
Teachers are expected to be the manager of his or her class. In other words, he

or she must ensure effective management of the class he or she is going to

teach. So in the area of administration, in my own school I can say that all '@
teachers are masters of their subjects, and governments still provide semi.nan)

and in-house training that has made them more effective. ‘@

. @'\

Concerning administration, because we are all l@
with the job we do, it is easier on t%@e of

administration, i.e., it is easy to adminigteNtHe teachers

and the students. C;\\¢

N

It was affirmed that most teae&rsgd public secondary schools in Southwest, Nigeria

perform excellently; adherﬁ mstructions from the management and their job details.

i.e., they follow inQ;itions from the school management and the government

to the lettﬁ%@brm their duties.

QO
W&e question of job performance of private school teachers were asked
from their principals, the following are the summary of their responses: Most
principals posited that there are checks and balances to ensure teachers
perform their responsibilities in private schools. There are also penalties for
unacceptable conduct or behavior. Also, most principals mentioned that once

the students failed, it is assumed the teachers failed. It was also discovered
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through the interview that majority of private schools create forms for
assessment of teachers after each session. In most of the schools, the forms
are filled by the students. In some schools, the principals mentioned that
students are asked to list the subjects they like and the ones they don’t like
and give reasons, as well as suggest what can be done about them. Also, once
too many students are failing a subject, the teacher in charge has a case to

AL

answer. There is always subject analysis for external examination '&\

performance. All in all, It can be said that teachers are working very hé%

private secondary schools in Southwest, Nigeria and are always aw. % for

excellent performance by teachers according to the resp%%‘ f their

Research Question Two Q
A

What is the level of teachers’ work dices (working time and class size) in

secondary schools in Southwest, I‘@a?

principals.

0\

To answer this resiar@tion, five items were raised for each of the indices of

workload. In ot ds, five items for working time and class size respectively.

@hers Workload Indices (working time) in Public Secondary Schools in
Sou st, Nigeria

S/N Iam: At all Sometimes Rarely Never Mean Std
Times

1 made to spend more hours at 1210 704 220 54 3.40 0.768
work than the stipulated (55.3%)  (32.2%) (10.1%)  (2.5%)
hours

2 able to complete my studies 1100 990 80 18 3.45 0.608
within the allocated time (50.3%)  (45.2%) (3.7%)  (0.8%)

3 made to teach extra classes 770 704 330 384 2.85 1.088
and extramural lessons (352%)  (32.2%) (15.1%)  (17.6%)
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4 given more activities to do 638 770 352 428 2.74 1.081
than the stipulated time (29.2%)  (35.2%) (16.1%)  (19.6%)
5 The number of 1232 726 230 00 3.46 0.677
lesson periods I (56.3%) (33.2%) (10.5%)
teach in a week is within my
capacity
Weighted Mean 3.18 0.844
Source: Fieldwork survey, 2022
Criterion Mean = 2.50
***Threshold: mean value of 1.0-1.99 = Very Low Level; 2.00-2.49 = Low Lev& 50-
2.99 = High Level; 3.0- 4.00 = Very High Level . Q)
Level of working time of public secondary school teachers in South %a
that took part in the study is presented in table 4.18. Result obt.ai{l\ showed that
there is very high level of: spending more hours at work tha @ﬁpulated hours
(x = 3.40), completing studies within the allocated tim'e,é@.%) and number of
lesson period taught in a week compared to thé@'%rs’ capacities (x = 3.46).
However, the result obtained showed hi @gching extramural classes (X =
2.85) and having to do more activ@ an the stipulated time (x = 2.74).
Considering the weighted mean ( obtained, it can be concluded that there is
a very high level workir&tim among public secondary school teachers in
'\
Southwest, Nigeria.: Q'Q
4.19: Tea@'\’orkload Indices (working time) in Private Secondary Schools in
Southwest, Nigeria
20\
S/N\{)m: At all Sometimes Rarely Never Mean Std
Times
1 made to spend more hours at 344 474 460 140 2.72 0.941
work than the stipulated (24.3%)  (33.4%) (32.4%)  (9.9%)
hours
2 able to complete my studies 966 317 105 30 3.56 0.722
within the allocated time (68.1%)  (22.4%) (7.4%) (2.1%)
3 made to teach extra classes 333 699 221 165 2.85 0.913
and extramural lessons (23.5%)  (49.3%) (15.6%)  (11.6%)
4 given more activities to do 569 609 180 60 3.19 0.814
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than the stipulated time (40.1%)  (42.9%) (12.7%) (4.2%)

5 The  number of 250 167 875 126 2.38 0.876
lesson periods I (17.6%)  (11.8%) (61.7%)  (8.9%)
teach in a week is within my
capacity
Weighted Mean 2.94 0.853
Source: Fieldwork survey, 2022
Criterion Mean = 2.50
***Threshold: mean value of 1.0-1.99 = Very Low Level; 2.00-2.49 = Low LGV@O—
2.99 = High Level; 3.0- 4.00 = Very High Level Q)
Level of working time of private secondary school teachers was asses;@?@
the result was presented in table 4.19. Result obtained showed that there is
very high level of: completing studies within the allocated tin@ 3.56) and
more activities to do within the stipulated time (x = %%he result also
revealed that there is high level of spending r@rs at work than the
stipulated time (x = 2.72), teaching extram\ lessons (x = 2.85) and the
number of periods taught in a week ¢ g&] to individual teacher’s capacity
(x = 2.38). Weighted mean (2@!%&3 arrived at, it can therefore be
concluded that there is high levehof working time of private secondary school
'\
teachers in Southwest, @
Table 4.20: hers’ Workload Indices (class size) in Public Secondary
Schools in Southwest, Nigeria
S/@v At all Sometimes Rarely Never Mean Std
Times
1 teach more classes than | 748 770 506 164 2.96 0.934
should (34.2%)  (35.2%) (23.1%) (7.5%)
2 teach a large class 1078 968 66 76 3.39 0.712
(49.3%)  (44.2%) (3.0%)  (3.5%)
3 teach more students than I 968 726 374 120 3.16 0.898
4 mark too much exam and 924 924 322 18 3.26 0.732

continuous  assessment (42.2%)  (42.2%) (14.7%)  (0.8%)

scripts
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5 Teacher to student ratio is 836 704 352 296 2.95 1.040
not within my capacity (38.2%)  (32.2%) (16.1%)  (13.5%)
Weighted Mean 3.14 0.863
Source: Fieldwork survey, 2022
Criterion Mean = 2.50
***Threshold: mean value of 1.0-1.99 = Very Low Level; 2.00-2.49 = Low Level; 2.50-
2.99 = High Level; 3.0- 4.00 = Very High Level
Class size in public secondary schools in the study population as one of the
indices of work load considered in this study is presented in table 4.20. Result Q}&\(b
revealed that there are high levels of teaching more classes than teé%
should (x = 2.96) as well as teacher student-ratio when compared tg capacity
[ ) ﬂ
of individual teachers (x = 2.95). Also, result showed that is %éé\v high
levels of: teaching large classes (x = 3.39), teaching @ students that
teachers are supposed to (x = 3.16) and marki much exams and
continuous assessment scripts (x = 3.26). B_aw the weighted mean (3.14),
it can further be concluded that there is Qr}_/}[gh level of class size in public
secondary schools in Southwest, Né) .
ﬂ*\
Table 4.21: Teach rm rkload Indices (class size) in Private Secondary
Schools in South@ geria
1%
S/N 1I: Q\ﬂ At all Sometimes Rarely Never Mean Std
Q Times
1 teaeh niore classes than I 332 728 238 120 2.90 0.855
@0 d (23.4%)  (51.3%) (16.8%)  (8.5%)
2 ach a large class 98 298 766 256 2.17 0.800
(6.9%) (21.0%) (54.0%) (18.1%)
3 teach more students than 1 98 310 886 124 2.27 0.714
am suppose to (6.9%) (21.9%) (62.5%) (8.7%)
4 mark too much exam and 98 298 902 120 2.26 0.709
continuous  assessment (6.9%) (21.0%) (63.6%) (8.5%)
scripts
5 Teacher to student ratio is 98 298 924 98 2.28 0.691
not within my capacity (6.9%) (21.0%) (65.2%)  (6.9%)
Weighted Mean 2.38 0.754

195



Source: Fieldwork survey, 2022
Criterion Mean = 2.50

***Threshold: mean value of 1.0-1.99 = Very Low Level; 2.00-2.49 = Low Level; 2.50-
2.99 = High Level; 3.0- 4.00 = Very High Level

To further determine level of workload of private secondary school teachers
in the study population, their class size was assessed. Result obtained revealed
that there low level of: teaching large classes (x = 2.17), teaching more (b
students that teachers are supposed to (x = 2.27), marking too much exam and Q')&\
continuous assessment scripts (x = 2.26) and teacher-student ratio co &

to teacher’s capacities (x = 2.28). However, the result showed.tha ere was

high level of teaching more classes than private secondary@l teachers

should (x = 2.90). Weighted mean (2.38) was further‘qb\t&@d implying that

there is low level of class size in private secoﬂ@ hools in Southwest,

‘b

Summary of Responses of Mdary School Principals on Workload of Their

Teachers %
&1 r teachers' workload, public secondary school

When questioned g
principals gave owing responses:

,%Q

class size, it was discovered that most public schools in Southwest

Nigeria.

Nigeria have a very high number of students in their classes; it was stated that
normally, there should be 30 students in a class, but the situation in most
schools suggested that most public schools have 70 or more students in their

classes.
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A principal particularly stated that this is most likely
owing to the government policy of providing free
education to residents, which requires parents to
release their children to attend school. This has also
caused pupils who previously attended private
secondary schools to switch to government-run

institutions.

N

Most principals also remarked that the workload of instructors ﬁ‘se ere,
'\

which is due to the limited number of classes available, whichd@’é Ited in

the consolidation of some classes, resulting in an increa@nber of pupils
in a single class. This makes it harder for teach@&each the kids. Also,
given the amount of time that the teach,er\ nds each week, it may be

claimed that their job is substantial, pzrtlgl_g}}y in topics where there are few

teachers available, resulting in a Q task for such teachers. It was also

claimed that a lack of classrooNce has resulted in an increase in class size,

'5
which has resulted in a@vorkload.

N

Concerni ng hours, I can tell that they have decreased significantly as

a reﬁ@ the government's hiring of additional teachers in the system.

Normally, teachers get 25-30 periods per week each subject, however it is
rare to find a teacher who has more than 18 periods per week. This has aided

both students and teachers in terms of educational quality.

When private secondary school principals were questioned about their

teachers' workload, they responded as follows: In terms of workload, the
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majority of private secondary school principals believe that public and private
schools cannot be compared. It was said that regardless of size, private school
instructors often have a greater workload than public school teachers.
Although, most teachers teaches one arm per-subject but it was discovered
through responses of the principals that majority of teachers teaches more
than a subject. (b
\
“As stated by a principal, the class size is between 25 \
and 30 pupils, and the instructor teaches 18 to 24 ‘%

periods each week. Every instructor specializes %?»\a

something. Our teachers have a comparativ@rt
burden”. @

Research Question Three ( )\\‘)‘%

What is the status of job se@ (job advancement and promotion
opportunities, participation 1Magement and attractive remuneration) of

'3
teachers in secondary Isdn Southwest, Nigeria?

Table 4.22: Level of Job Security (job advancement and promotion opportunities,

participation in management and attractive remuneration) of Teachers in Public
Secondary Schools in Southwest, Nigeria

S/N  Items At all Sometimes Rarely Never Mean
Times

Std

1 Working at my school gives me 1276 748 110 54 3.48 0.706
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an opportunity for more training (58.3%) (34.2%) (5.0%) (2.5%)
and learning

2 My school gives me 924 814 450 00 3.22 0.762
opportunities to develop new (42.2%) (37.2%)
(20.6%) skills

3 My school internal system of 814 814 418 142 3.05 0.906 promotion is fair enough
(37.2%) (37.2%) (19.1%) (6.5%)

4 My promotion comes with raise 814 572 660 142 2.94 0.964 in pay (37.2%) (26.1%)
(30.2%) (6.5%)

5 [ am promoted as and when due 924 462 572 230 2.95 1.050 (42.2%) (21.1%) (26.1%)
(10.5%)

6 I have a chance to participate in 836 758 594 00 3.11 0.801
designing work methods in my (38.2%) '&\
(34.6%) (27.1%) school Q)

7 I have a chance to s in 946 660 528 54 3.14 0.868 s \
designing work objectives in my (43.2%) (30.2%)
(24.1%) (2.5%) school

8 I am allowed to participate in 484 1232 472 00 3.01 0.661« %'\-makmg (22.1%)
(56.3%) (21. 6%)

9 I am involved in designing my 638 792 528 230 2.84 @»%school curriculum (29.2%)
(36.2%) (24.1%) (10.5%)

10 I am allowed to participate in 638 1078 330 142 .838
board / management meetings at (29.2%) (@ 5.1%)
(6.5%) my school

11 My job gives me a decent social 858 7@@) 76 3.07 0.882 status (39.2%) (32.2%)
(25.1%) (3.5%) 0

12 My job provides me with all 96§ 1012 172 36 3.33 0.691 required benefits (44.2%)
(46.3%) (7.9%) (1.6%)

13 Thave areasonable and a sta % 682 418 120 3.14 0.913 income (44.2%) (31.2%)
(19.1%) (5.5%)

14 Salaries and yearly allowangés 748 880 440 120 3.03 0.873
are controllable by a, rgnd just (34.2%) (40.2%) (20.1%) 5.5%
interior system

15 My job give % ial and 858 462 660 208 2.90 1.032 moral incentives (39.2%)
(21.1%) (30.22 5%)

Weighted Me3®3 .08 0.861

Source: Eie k survey, 2022

Criteri(@\’l an = 2.50

*kk

shold: mean value of 1.0-1.99 = Very Low Level; 2.00-2.49 = Low Level; 2.50-

2.99 = High Level; 3.0- 4.00 = Very High Level

Items one and two were designed to assess the level of job advancement as an

index of job security in public secondary schools in Southwest, Nigeria.

Result obtained showed that schools gives very high opportunities for more

training and learning (x = 3.48) and opportunities to develop new skills (x =

3.22). Items three to five were structured to determine the level of promotion
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opportunities as an index of job security among public secondary school
teachers in Southwest, Nigeria. Result obtained showed that there was very
high level of fair internal system of promotion (x = 3.05). However, the result
also revealed that there were high levels of promotion coming with raise in
pay (x = 2.94) and promotion as and when due (x = 2.95). Furthermore, items
six to ten were designed to determine level of participation in management as

an index of job security among public secondary school teachers in Southwest,

Nigeria. Result obtained revealed that there are high levels of: cha .&

participate in designing work method in their schools (x = 3.11), ha'r; to
participate in designing work objectives in their schoo.@)%‘ 3.14),
participation in decision making in the school (x = 3.01)&%}participation in
board and management meeting at school. The @1&0 revealed that the
level of involvement in designing curriculqm’{%arious schools of the public
school teachers is high (x = 2.84), Furth¢rmore, items eleven to fifteen
present in table were designed to a e level of attractive remuneration as
an index of job security amonMic secondary school teachers in Southwest
Nigeria. Result obtained(tev ?ed that there are very high levels of: decent
social status as aQsQ?of teacher’s job (x = 3.07), provision of required
benefits (x = @), provision of reasonable and stable income (x = 3.14), fair
and }j t@erior system for controlling salaries and allowances (x = 3.03). It
waﬁher revealed that is was high level of material and moral incentives
among public secondary school teachers in Southwest, Nigeria (x = 2.90).

Weighted mean (3.08) was obtained, which implies that there is very high

level of job security in public secondary schools in Southwest, Nigeria.
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Table 4.23: Level of Job Security (Job Advancement and Promotion Opportunities,
Participation in Management and Attractive Remuneration) of

Teachers in Private Secondary Schools in Southwest, Nigeria

S/N  Items At all Sometimes Rarely Never Mean Std
Times
1 Working at my school gives 44 189 1122 63 2.15 0.528

me an opportunity for more (3.1%) (13.3%) (79.1%)  (4.4%)
training and learning

2 My school gives me 44 15 421 938 1.41 0.671
opportunities to develop (3.1%) (1.1%) (29.7%)  (66.1%) (b
new skills .&

3 My school’s internal system 30 15 782 : Q) 1.64 0.616
of promotion is fair enough  (2.1%) (1.1%) (55.1%) *g@

4 My promotion comes with 172 114 692 2.01 0.936
raise in pay (12.1%)  (8.0%) (48 ,} (31.0%)

5 I am promoted as and when 100 15 660 1.69 0.812
due 71%)  (1.1%) ,§3 %) (46.5%)

6 I have a chance to 83 118 712 1.70 0.854

participate in designing (5.9%) 8. 3%%\ (35.6%)  (50.2%)
work methods in my school
7 I have a chance to 44 443 791 1.60 0.790

participate in  designing (3.10/f€ @.9%) (31.2%)  (55.8%)

work objectives in my

school
8 I am allowed to participate 643 746 00 1.51 0.611
in decision-making -0%) (45.3%) (52.6%)
9 I am involved in d@qmg 238 154 313 713 1.94 1.131
my school curri % (16.8%)  (10.9%) (22.1%)  (50.3%)
10 I am allowed tb cipate 105 90 243 980 1.52 0.906
in boardxﬂ anagement (7.4%) (6.3%) (17.1%)  (69.1%)
meeti @ y school
11 Myj itves me a decent 66 15 646 691 1.62 0.733
0@1 tatus (4.7%) (1.1%) (45.6%) (48.7%)
12@/]% provides me with 91 619 708 00 1.63 0.787
| required benefits (6.4%) (43.7%) (49.9%)
13 I have a reasonable and a 114 222 636 446 2.00 0.891
stable income (8.0%) (15.7%) (44.9%)  (31.5%)
14  Salaries and yearly 15 15 875 513 1.67 0.553
allowances are controllable  (1.1%) (1.1%) (61.7%)  (36.2%)
by a fair and just interior
system
15 My job gives me material 15 567 836 00 1.42 0.515
and moral incentives (1.1%) (40.0%) (59.0%)

Weighted Mean _ 1.70 0.756
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Source: Fieldwork survey, 2022
Criterion Mean = 2.50

***Threshold: mean value of 1.0-1.99 = Very Low Level; 2.00-2.49 = Low Level,
2.502.99 = High Level; 3.0- 4.00 = Very High Level

Items one and two were designed to assess the level of job advancement as an
index of job security in private secondary schools in Southwest, Nigeria.
Result obtained showed that schools gives low opportunities for more training
and learning (x = 2.15) while there is very low level opportunities to develop \(b
new skills (x = 1.41). Items three to five were structured to determine tkég)
level of promotion opportunities as an index of job security among private
secondary school teachers in Southwest, Nigeria. Result obtaine@%ygh that
there was very low level of fair internal system of promot@% = 1.64) and
promotion as and when due (x = 1.69) while@@vel of promotion

coming with a rise in pay (x = 2.01). Fuﬂhf% J items six to ten were

designed to determine level of participat"on féﬂ

security among public secondary s@ol teachers in Southwest, Nigeria.

afiagement as an index of job

Result obtained revealed that %@e very low levels of chance to participate
in designing work method%hﬁir schools (x = 1.70), chance to participate in
designing work ol@t)@s their school (x = 1.60), participation in decision
making in t eéool (x = 1.51) and participation in board and management
meeting at sehool, involvement in designing curriculum in various schools of
the@% school teachers is high (x = 1.91) and participation in board /
management meetings at my school (x = 1.52). Moreover, items eleven to
fifteen present in table were designed to assess the level of attractive
remuneration as an index of job security among public secondary school
teachers in Southwest Nigeria. Result obtained revealed that there are very

low levels of: decent social status as a result of teacher’s job (x = 1.62),
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provision of required benefits (x = 1.63), fair and just interior system for
controlling salaries and allowances (x = 1.67), material and moral incentives
(x = 1.42). The result also revealed a low level of provision of reasonable and
stable income (x = 2.00). Weighted mean (1.70) was further obtained. This
implies that there is very low level of job security in private secondary
schools in Southwest, Nigeria.

Summary of Responses of Secondary School Principals on Job Security @er

Teachers . QO

Job security was described by most public school principals a!%;i'

established. The pay is on time while our staff is enrolled in.a@lﬁplan.

Concerning promotion, teachers are given promotion as and Q\@ is due.
“some few principals in Ondo and Og@% complained

about a promotion backlog , s@:@gincipals expressed

concern  that  teachers & public  schools  are
underrepresented in de@making processes since only
department heads alfiwnvited to meetings, particularly to
represen%@ts of their department. On the other

hand, AQ s of salary payment, despite the national and

@conomic crisis, most principals verified a high level
ngob security”

When private secondary school principals were asked about job security for
their teachers, the majority of them stated that there is better job security in
public than in private. Furthermore, when considering the advantages a public
school teacher will receive even after retirement, it is safe to assume that
public school teachers have higher job security than privately owned ones.
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However, some private schools have formed retirement savings schemes for
their teachers, to which management and employees contribute. Some private
schools also provided health insurance to their teachers. In addition, some
administrators noted that their teachers' promotions are biannual, with an
increase in pay. When there is a vacancy highly performed teachers are

considered for higher positions in the school. In summary, private secondary

4.4 Test of Hypotheses \ﬂﬁ

Hypothesis One: There will be no significant Jomt in & of workload

school principals believe that teachers' jobs are safe.

(working time and class size) and job securi advancement and
promotion opportunities, participation 1n an gement and attractive
remuneration) on teachers' job performa@e}\structlonal and administrative)
in secondary schools in Southwest, Nigefia.
Q
N

Table 4.24: Model Su ry, and Coefficients of Multiple Regression

Analysis of the joint j e of workload (working time and class size)
and job securi dvancement and promotion opportunities,
participation i gement and attractive remuneration) on teachers'
job performa instructional and administrative) in secondary schools
in South geria
QQ Model Summary
b .
Adjusted R Std. Error of
Model R R Square Square the Estimate
1 .899 .808  .808 1.585
ANOVA
Sum of
Model Squares Df ~ Mean Square F
1 Regression 24138928 6 4023.155 1601.069
Residual 5731.680 2281 2.513
Total 29870.608 2287

'@‘

Sig.
.000
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a. Dependent Variable: Job Performance
b. Predictors: (Constant), Remuneration, Working Time, Job Advancement,
Participation in Management, Class size, Promotion Opportunities

F-value is significant at P<0.05
Source: Field Work, 2022

Table 4.24 shows that there is a high significant joint influence of workload
(working time and class size) and job security (job advancement and

promotion opportunities, participation in management and attractive :&\(b

remuneration) on teachers' job performance . Qg)

(instructional and administrative) in secondary schools in Southwe&l\ﬁ‘geria.
(AdjustedR?=0.808), (F= 1601.069; p<0.05). This clearly i@s that the

model 1 represents a good fit of the data. The model s@ry values (R=.899;

RZ

= .080; Adjusted R? = .808) reveal a %};}mlﬁple correlation between the IV and DV
(R=0.899) and the independent iables predict significant of job performance
(Adj.R?=0.808). This implies that é variation in the teachers' job performance
(dependent variable) can be explained by the independent or criterion variables workload
(working time and c ize) and job security (job advancement and promotion

opportunities, partj @ in management and attractive remuneration). The remaining

hypothesisd fore rejected.

20.0% may bg‘%@e or other factors that were not considered in this study. The null

Hy@sm Two: There will be no significant relative influence of workload
(working time and class size) and job security (job advancement and
promotion opportunities, participation in management and attractive
remuneration) on teachers' job performance (instructional and administrative)

in secondary schools in Southwest, Nigeria.
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Table 4.25: Model Summary and Coefficients of Multiple Regression
Analysis of the relative influence of Workload (Working Time and Class
Size) and Job Security (Job Advancement and Promotion Opportunities,
Participation in Management and Attractive Remuneration) on
Teachers' Job Performance (Instructional and Administrative) in
Secondary Schools in Southwest, Nigeria

Coefficients
Standardized
Unstandardized Coefficients Coefficients
e O

Model B Std. Error Beta T Sig
(Constant) 2.967 217 13¢655 .000
Working Time 973 .026 1.063 36.933 .000
Class Size .051 .037 .059 1.385 .166
Job Advancement 917 .080 384 11.538 .000
Promotion 105 059 085 1779 000
Opportunities
Participation in 437 033 %94 13.403 .000
Management
Remuneration .042 .045 .052 .948 .000

F-value is significant at P<0.05
Source: Field Work, 2022

Table 4.25 presents the coefficient ,of Multiple Regression for the relative
influence of the indices of<workload (working time and class size) and job
security (job advamcgmemt and promotion opportunities, participation in
management angd atfractive remuneration) on teachers' job performance
(instructiondland administrative) in secondary schools in Southwest, Nigeria.
Result 9btained revealed that working time has the highest relative influence
on the dependent variable (job performance) (B = 1.063; t = 36.933, p < 0.05).
This was followed by participation in management ( = 0.494; t = 13.403, p <
0.05), job advancement (B = 0.384; t = 11.538, p < 0.05), promotion
opportunities (f = 0.085; t =

1.779, p < 0.05) and remuneration (B = 0.052; t = 0.948, p < 0.05) while class size has

no significant relative influence (= 0.059; t=1.385, p > 0.05).
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Ho3: There will be no significant school type difference (public and private) in

teachers' job performance in secondary schools in Southwest, Nigeria.

Table 4.26: t-test Analysis of the School Type Difference (Public and Private) in
Teachers' Job Performance in Secondary Schools in Southwest, Nigeria

One-Sample Statistics
Std. Std. Error
N Mean Deviation Mean

Public 2188 3.81 .400 .009 &
<<

Test Value =0

Private 1418 2.72  .830 .022 .
One-Sample Test \: \\30

95% Confidence
hf’\é{é %f the
M Difference

ea %
T Df Sig.gZ-tailed!\é.ﬁrence Lower Upper

Public 445.153 2187 3.806 3.79 3.82
Private 123.135 1417 2.715 2.67 2.76

000
F-value is significant at P<0.05 \‘%
Source: Field Work, 2022 ‘ \

Table 4.6 depicts school typ% rence (public or private) in the job

performance of secondary sc chers in Southwest Nigeria using t-test
statistic. The table sho & mean (standard deviation) value of public
secondary school @s o be 3.81 (0.400) and that of private secondary
schools 2.7 ). The significance level for the t= test is P< 0.05 or
0.000 T@ns that there exist a wide gap between the job performance of
pu®1d private secondary school teachers in Southwest Nigeria. The null
hypothesis which states that there will be no significant school type difference
(public and private) in teachers' job performance in secondary schools in
Southwest, Nigeria was rejected. It was further revealed in the result that
public secondary school teacher’s job performance contribute more to the

observed differences. (Public M= 0.400, Private M= 0.830).
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4.5 Discussion of Findings

Research question one was asked to determine the level of job
performance of secondary school teachers in southwest Nigeria. In doing that,
the job performance of secondary school teachers was analyzed using their
administrative and instructional performance. The results obtained revealed

that the level of job performance Qp}\(b
(administrative and instructional) of both private and public school tea@ C

Southwest Nigeria is high. Despite the fact that both instih@l’\types
demonstrated high levels of job performance, it was discov&%@mt in terms
of administrative duties, public secondary school .to@ers outperformed
private secondary school teachers, while privateN\secondary school teachers
outperformed public secondary school t 'k%%w terms of instructional job
performance. In line with this result, axstudy have found that private schools
in Nigeria can offer a higher ali@leducation compared to public schools,
due in part to the fact that ey\ often have more resources and better-trained
teachers!. It was ed in the study that private school teachers were
more likely to uk(}n ructional strategies that were effective in engaging and
motivatinfg%gltsl. On the other hand, studies have found that public school
tea Nigeria can exhibit good administrative performance despite
facing numerous challenges. For example, a study found that many public
school teachers in Nigeria were able to effectively manage their classrooms
and create a positive learning environment for their students. The study also
found that teachers who were able to establish good relationships with their
students and parents were more likely to exhibit good administrative

performance?. A related study found that public school teachers in Nigeria are
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able to effectively carry out administrative tasks such as maintaining student

records, preparing reports, and collaborating with school administrators?.

This finding is not surprising because the private schools seem to be
better funded and equipped in terms of physical and technological

infrastructure, laboratories, and other instructional resources. The staff-to-

student ratio is minimal and has a better interpersonal relationship with thsé

students due to the smaller population. In this situation, teaching is at“i '}(
in terms of quality and content. This finding is supported by a studyawhere it
was found that teachers in private schools are better in te@r&%quality of
teaching and assessment, and that they are most likel Y i@nish their scheme
of work as required by the management than the@ic school counterparts!.
However, it should be noted that job p @e in secondary schools in
Nigeria can vary widely depending o@e ype of school. In general, private
schools in Nigeria tend to have @r resources and facilities than public
schools, which can have gkfe impact on the job performance of the
teachers. In any Q'%s important to note that there are many high-

performing public schools in Nigeria, and there are also private schools that
do not me‘%%me standards of quality. Ultimately, the job performance of
a t@ghould be evaluated based on their individual skills and abilities
rather than the type of school they work in. Overall, these and other studies

suggest that public school teachers in Nigeria can exhibit good administrative

performance despite facing numerous challenges.

Research question two was raised to determine the level of teachers’

workload indices (working time and class size) in secondary schools in
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Southwest Nigeria. The results obtained revealed that, in terms of working
times or hours, public secondary school teachers’ work load is very high
while that of private secondary school teachers’ is high. Similarly, the results
revealed that, in terms of class size, the work load of public secondary school
teachers is very high while that of private secondary school teachers is low.
Private schools offer a smaller student-to-teacher ratio than public schools

probably because of high cost of schooling in these schools coupled with the

free education policy of the governments in this region that ha@

schooling in the public secondary schools relatively free. However evi}d nce
suggests that class size can have an impact on teacher job peéﬁ%ﬁce. For
instance, research has shown that smaller class sizes lessociated with
improved student outcomes, including increa &chievemen‘[, better
attendance, and fewer behavior problengsz)\«d% related study found that
reducing class size from 35 to 15 s uthf;kas associated with significant
improvements in student achieve in math and reading’. Similarly, a
review on class size found Mmaller class sizes were associated with
improved student achia@}‘? Another study found that teachers in smaller

classes reported \feeling less overwhelmed and more able to give

individualiZ %ention to their students, which may lead to improved job

perf @e .

It is important to note that the relationship between teacher working
time and job performance is likely to be complex and multifaceted. That
being said, research has shown that the number of hours that teachers work
can have an impact on their job performance. In general, research suggests

that working long hours can increase stress and fatigue, which can impair a
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teacher's ability to do their job effectively. Teachers who are well-rested and
have reasonable workloads may be better able to focus on their work and

deliver high-quality instruction to their students®.

Research question three was asked to determine the status of job
security (job advancement and promotion opportunities, participation in

management, and attractive remuneration) of teachers in secondary schools in

ols

southwest Nigeria. The results obtained through the retrieved and ana:lé'ze\%
c

'}

instruments revealed that the level of job security in public secondary s
&rbnities,

in Southwest Nigeria in terms of job advancement, promotior%&w
participation in management, and attractive remunefati&rz} very high as
opposed to that in private secondary schools, which“ low.

It is evident that job advancement opportun}tie;%n ave a positive impact on
the job performance of teachers. A stud@d that teachers who perceived
that they had opportunities for adv ent within their school district were
more motivated to perform w%}%eir current job’. Similarly, a study found
that teachers who had @f? to professional development opportunities,
which can be a fo@cﬁ)b advancement, had higher levels of job satisfaction
and were @ly to stay in their current position®. These findings suggest
that r@i g teachers with opportunities for advancement can have a

positiwe’effect on their job performance.

In terms of promotion, a study found that teachers who were promoted
to leadership positions had higher levels of job satisfaction and were more
motivated to perform well in their new roles. In a similar vein, a study

published found that teachers who were promoted to positions of leadership
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reported higher levels of efficacy and job performance’. These findings
suggest that promotion can be associated with improved job performance

among teachers.

In terms of participation in decision making process, it was found that

participation in school management can have a positive impact on teacher job

performance. For instance, it was found that teachers who were actively &

involved in decision-making processes at their schools were more motg a;e\%

to perform well in their roles!’. This finding is supported by a study that found
that teachers who participated in school leadership activities hag @1 '}evels
of job satisfaction and reported feeling more efﬁcqci&@ their roles!!.
Furthermore, research found that teachers w @)ﬂed being fairly

compensated for their work reported higher Jlévels of job satisfaction and

motivation to perform well in their rolesl®s also discovered that teachers

who were satisfied with their pay p@'ﬂ\ore likely to stay in their current

position, implying that they W@O more likely to be motivated to perform

well in their jobs!®. According to a related study, raising teacher salaries was
associated with hi@d nt achievement, and teachers who were paid more
were more 'ké\to report higher levels of job satisfaction and were less

likely to@av their current position!?,

2\

Hypotheses one and two were tested to ascertain the significance of
the joint and relative influence of workload (working time and class size) and
job security (job advancement and promotion opportunities, participation in
management, and attractive remuneration) on teachers' job performance

(instructional and administrative) in secondary schools in Southwest, Nigeria.
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The results obtained revealed that there was a high level of joint influence of
workload and job security on the job performance of secondary school
teachers in Southwest Nigeria. The result also revealed a significant relative
influence of working time, job security, job advancement and promotion
opportunities, participation in management, and attractive remuneration on
teachers' job performance. However, class size was found not to have a

significant influence on the job performance of teachers in secondary schools '&\

in Southwest Nigeria when considered separately. § \QO

. )
The result implies that both workload and job secur@have a

significant influence on the job performance of teaghe&%&ﬁigeria. High
levels of workload can lead to teacher burnout a @d job performance,
as teachers may not have enough time or en to devote to their work!>.
Similarly, good job security can prov@achers with the stability and
support they need to focus on the% k and perform to the best of their
ability'. It is important for tew to have a healthy work-life balance and to
feel supported in their it order to be able to effectively serve their
students and contribute to the education system.

Thi e@)\‘s in line with the submission of a study where it was found
that rolﬁer ad and role under-load do significantly influence workers' job
perfotmance'®. A similar study posited that prioritizing the tasks of teachers
by using support staff for nonprofessional duties, minimizing the number of
meetings, effectively blocking time for teachers to meet, filtering the demands
of outside agencies, building capacity, providing teachers with the knowledge
and skills they needed to work as competent professionals, and providing

them with the knowledge and skills they needed to work as competent
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professionals would lighten the workload and increase job satisfaction and job
performance!”. Work overload was identified in a related study as a factor that
can cause feelings of hopelessness and may also contribute to a lack of

motivation, depression, and inefficiency!’.

Furthermore, it was argued that overworked teachers are less likely to
bring the energy, insights, and resilience, as well as a positive and caring :&\(b
relationship, that are essential in the classroom for teaching and learni 'g\QO
occur'’”. On the contrary, a study conducted on the impact of W(:I%d—
induced stress on the professional effectiveness of secondargg tutors
showed that workload had no significant inﬂuence &n dimensions
(lesson presentation, use of instructional aids, ev % students, learning
motivation, classroom management, superv1s on of co-curricular activities,
and personal/professional qualities) of @\Swnal effectiveness'®. Another
study found that job security irnpr% orker performance'®. In the same
vein, it was discovered that _]ob rity was significantly related to employee
commitment, which lat slated to high job performance. Similarly, job
security was viewed ann extrinsic comfort that has a positive relationship
with workers. @xnitment and performance®. This finding was in agreement
with the@ao of a scholar who discovered that low job security and working

cond1Qns had an adverse effect on employee commitment and performance.
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Chapter Five

Conclusion
This chapter focuses on the summary of findings, conclusions,
recommendations (based on the findings of the study), contribution to

knowledge and the areas of further research.

5.1 Summary of Findings &
The study was carried out to investigate the influence of worklo '&Qg)
job security on the job performance of secondary school teachers in southwest
Nigeria. Three questions were raised, and three hypotheses wer:%% ?Based
on the findings of the study, it can be summarized that &@s a very high
level of job performance in the administrative @ teachers in public
secondary schools in southwest Nigeria (3.. 7). \There is a high level of job
performance in the administrative duti@eachers in private secondary
schools in Southwest Nigeria (2.% here is a very high level of job
performance (instructional) aN@ teachers in public secondary schools in

Southwest, Nigeria (3.@:&1’6 is a very high level of job performance

(instructional) am@ng )t€achers in private secondary schools in southwest

Nigeria (3. &e working time of public secondary school teachers in
Southw: ‘I;I%geria is very high (3.18), while that of private schools is high
(2.94)yClass size in public secondary schools in Southwest Nigeria is very
high (3.14), while that in private secondary schools is low (2.38). There is a
very high level of job security in terms of job advancement and promotion
opportunities, participation in management, and attractive remuneration in

public secondary schools in Southwest Nigeria (3.08), while that of private

secondary schools is low (1.70).
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A test of hypotheses revealed a highly significant joint influence of
workload (working time and class size) and job security (job advancement and
promotion opportunities, participation in management, and attractive
remuneration) on teachers' job performance (instructional and administrative)
in secondary schools in Southwest, Nigeria. (F= 1601.069; P<0.05).

N

Working time has the greatest relative influence on dependent Variablﬁg)\

.

participation in management (f = 0.494; t = 13.403, p- 4@5’)‘ job

advancement (f = 0.384; t = 11.538, p < 0.05), promotlo %rtumtles (=

Q’Q

0.052; t = 0.948, p < 0.05), while class @has no significant relative

(job performance) (B = 1.063; t = 36.933, p < 0.05). This was follo

0.085;t=1.779, p < 0.05), and remuneration (§ =

influence (B = 0.059; t = 1.385, p > 0.Q)5). re exists a wide gap between the
job performance of public and pri@econdary school teachers in Southwest

Nigeria, with the job perfo%r?ce of public secondary school teachers

'5
contributing more to ths%e ed differences.

52 CO@

Bae findings of the study, the following conclusions were made:

There is a very high level of work performance in the administrative
activities of teachers at public secondary schools in southwest Nigeria, while

that of private secondary schools in southwest Nigeria is high.
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Teachers in public secondary schools in southwest Nigeria have very
high levels of work performance (instructional), while teachers at private
secondary schools in southwest Nigeria have very high levels of work
performance (instructional). Working hours for public secondary school
teachers in Southwest Nigeria are quite long, but those for private schools are
short. Class sizes in public secondary schools in Southwest Nigeria are quite

large; however, they are small in private secondary schools. In terms of work

development and promotion prospects, participation in management; a\@o

attractive compensation, public secondary school teachers in outh est
Nigeria enjoy a very high level of employment security, but prl%gé'e ondary

school teachers have a low level. QQ)

Q>

There is a significant joint influence of ‘workload (working time and
class size) and job security (job advan@ and promotion opportunities,
participation in management, and ive remuneration) on teachers' job

performance (instructional W ministrative) in secondary schools in

Southwest, Nigeria. '®

5.3 Reco J@H‘atlons

On@gs of the findings, the following recommendations are thereby made:

1. There is a need for the provision of ongoing professional development
opportunities for teachers in Nigeria. This will give them ongoing
opportunities to learn new teaching methods and strategies for better job

performance. This could include workshops, courses, or online training.
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2. The government and school administrators should set clear expectations
and guidelines for teacher performance. This can help ensure that teachers

understand their responsibilities and are held accountable for their work.

3. There is a need for a performance evaluation system. Developing this will
help administrators identify areas for improvement and provide targeted

support to teachers. . \(b
4. A positive school culture that values teaching and learning sho u@o

encouraged.

This can help motivate teachers to perform at their best. This cktﬁir'ﬂclude
recognizing and rewarding teacher achievements and creating orfive and
incl nvironment.

5. School administrators should prioritize workl a@wagement: teachers

who are able to manage their workload ef‘ﬂ% are more likely to be

able to focus on their teaching duties‘an&ﬁ

This can be achieved through %@tegies such as prioritizing tasks,

delegating tasks where ap@e, and seeking support when needed.

de high-quality instruction.

'\
6. The work load of @school teachers in terms of class size and the

number of K aught per subject should be revisited to ensure a

balan gdoad that allows them to effectively fulfill their duties and

Q ibilities.

7. Teachers in public schools are advised to use teaching strategies that are
appropriate for large class sizes: These may include using collaborative
learning activities, giving students opportunities to work in small groups,

and using technology to support student learning.
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8. Public secondary school teachers are expected to create a positive and
inclusive classroom culture by building positive relationships with
students and creating a supportive learning environment, which can help

to engage and motivate students, even in large class sizes.

9. Teachers in public secondary schools should use classroom management
techniques such as establishing clear rules and expectations, using '@

positive reinforcement, and consistently enforcing consequences that.chg)

help maintain order and keep students on track. ‘%\

. °

10. Government and private school owners are advised to %%%1 clear
policies and procedures for hiring, evaluating, anQ@ining teachers.
Having clear policies in place can help to en% teachers are treated
fairly and consistently. . 4%

11. Private school owners should wo, Q_e;}};ring the job security of their
teachers. Teachers who feel in their job are more likely to be
motivated and engaged im work. School owners and administrators
can support job sec .\establishing clear policies and procedures for

hiring, evaluati and retaining teachers and by providing ongoing

profes‘@velopmem opportunities.

12. 1s a need for government and school administrators to communicate
regularly with teachers. Regular communication with teachers can help
identify any concerns or issues related to job security and can also be a

way to provide support and guidance.
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13. There is a need for government and private school owners to recognize
the value of teachers and take steps to support and retain them. This can

contribute to their job performance and overall quality of education.

5.4 Contribution to Knowledge

This study advances knowledge conceptually, empirically, and ° \‘b‘
theoretically. It makes a conceptual contribution by giving richer, deeper,.argg)&
even better insights and explanations on key constructs and concept‘%‘he
study. These concepts are: job performance, teacher job per@g'be in
secondary schools in southwest Nigeria, administrative an%&é%uctlonal job

performance of teachers, workload, and job secu&@hers. Empirically,

the study contributed to knowledge by revi ‘% pirical studies on job

performance, workload, and job secuu ringing out the gap that
necessitated the study. The study a@to the existing literature by using
Apple's Theory of Intensifieatiohwand the Functional Theory of Labour

Welfare to explain the efiectssof workload and job security on teacher job

performance in pu@ ivate secondary schools in southwest Nigeria.

,%Q
P
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5.5 Suggestions for Further Research

The study focused on the administrative and instructional job
performance of teachers; it is suggested that further studies be carried out on
other indices of teacher job performance that were not considered in this study. * \(b
Furthermore, the study can be replicated in other parts of the country <Q§)
throughout the country. Since only teachers' and principals' opinio@e
sorted, it is suggested that further studies may include the opinb@tﬁdents

A
in determining the job performance of their teachers. Q‘)&%
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Master Degree of Education (M.Pd.) % Faculty of Educational
Sciences  SyarifHidayatullah St lamic ~ University  Jakart.
https://repository.uinjkt.ac.id/dspace/handle/123456789/51564. 2020.

Homeroom Teachers’ at Primary Global Isl.

Ballet K., Struggling with Workloa 'cbtlmarjy School Teachers’ Experience of
Intensification, Unpubli’s*? doctoral dissertation, University of
Nottingham, England. %I'% .1016/j.tate.2009.02.012. 2009, 8

Faremi S.J., Gover @%upport Services, Professionalism, Job Security and
Teacher Task Rerformance in Oyo State Public Secondary Schools, Nigeria,

Unpubli h%\,
Ph.D ﬂ% in the Department of Educational Management, Faculty of

Edu@o , University of Ibadan, Ibadan, Nigeria. http://hdl.handle.net/123456789/1525.

Karama R.R., Job Security, Employee Motivation and Performance among
Employees in Organizations, An unpublished Bachelors of Industrial and
Organizational Psychology Submitted to the School of Psychology,
Makerere University. http://hdl.handle.net/20.500.12281/5794. 2017, 2

Karama R.R., Job Security, Employee Motivation and Performance among
Employees in Organizations, An unpublished Bachelors of Industrial and
Organizational Psychology Submitted to the School of Psychology,
Makerere University. http://hdl.handle.net/20.500.12281/5794. 2017, 6.
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Kemigyereko J., Rewards and Job Performance of Teachers in Secondary Schools in
Uganda: The Case of Bombo Town Council, Luwero District, Unpublished Masters

in Public Administration Thesis submittted to the School of Civil Service, Public
Admnistration and  Governance, Uganda Management Institute.

http://umispace.umi.ac.ug/handle/20.500.12305/638. 2018, 5
Mutinda K.P., Effects of Teachers’ Level of Participation in Management of Change on

Teachers’ Motivation in Public Secondary Schools in Selected Counties, Kenya,
Unpublished PhD Thesis, Education Administration of Kenyatta University. (b

https://ir-library.ku.ac.ke. 2018, 5 »&\

Nyakongo O.H., Influence of Motivation on Teachers’ Job Perfor. 68@ Public
Secondary Schools in Rachuonyio South Sub - County, Homa-Bay . Kenya,

Unpublished M.Ed Thesis submitted to the Department of F%,a{ional

Management Policy and Curriculum Studies, Kenyatt.a\ ersity.

http://irlibrary.ku.ac.ke/handle/123456789/13478. 2015,
Lead City University, Ibad@ tment of Arts and Social
i0

Sciences Educ aculty of Arts and Education

R Questionnaire I

Title: Workload and Job SecuMuestionnaire (WJSQ)

0\
Dear Respondent, ﬁ

This questionnair@st cted to collect data purely for a research purpose.
Please kind:y nd to the questions below as the information provided

would be

ym@@ipation.

This questionnaire is to be completed by teachers

confidentially and used for only academic purpose. Thank

SECTION A: Demographic Details of Teachers

1. Gender: Male { } Female { }
2. Age:21-30years { } 31-40years { } 41-50years { } 50 yearsand above { }

3. Years of Teaching Experience : 1-10 years { } 11-20 years { } 21-30 years { }
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31 years and above { }
4. Highest Educational qualification: TCI/TCII/NCE { } OND { } HND {
} Bachelor's degree { } Master's Degree { }  MPhil/Doctorate Degree { }
5. Marital Status: Single { } Married { }

SECTION B: Level of Workload among Teachers
Key: Very High Level (VHL) = 4; High Level (HL) = 3; Low Level (LL) =2; Very Low

Level (VLL) = 1 (®
S/N | Items VHL |HL |LL<DVLL
Working Time é&\\"c

1 I am made to spend more hours at work than the \y
stipulated daily amount of hours A ”

2 I am able to complete my duties within the <4> P}
allocated time - %

3 I am made to teach extra classes and extra-mural /\4&&) ’
lessons A (\\

4 I am given more activities to do than the &@a\(éd
amount of time required for them <\

5 The number of lesson periods I téj\%yaweek is

within my capacity

Class Size'
I teach more classes than [ @Qﬂ
The class I teach is large\)v
I teach more students'than T am suppose to

The number of ¢ upus assessment and
examinatim(s\c ark is much

O[O0 |

10. | Teacher thMnt ratio is within my capacity
Q¥
SECTION €: Level of Job Security among Teachers

K QHigh Level (VHL) = 4; High Level (HL) = 3; Low Level (LL) = 2; Very
Low el (VLL) =1

S/N Items VHL HL |LL | VLL

Job Advancement and Promotion Opportunity

1 Working at my school gives me an opportunity for
more training and learning

2 The school interior system of promotion is fair enough

3 I am promoted as at when due

4 My promotion comes with raise in pay
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5 My school gives me the opportunities available to
develop new skills

Participation in Management

6 I have a chance to participate in designing work
methods

7 I have a chance to participate in designing work
objectives

8 I am allowed to participate in decision-making

9 I have a chance to participate in designing school
curriculum

10 | I am allowed to participate in board/managerial
meetings at my school

%

Job Security «1\_‘ </
11 | My job gives me a decent social status . N
12 | My job provides me with all required benefits « X\ "
13 | I have a reasonable and stable income ’Q;\V ‘

14 | Salaries and yearly allowances are controlled by a fai@
and just interior system ¢

A
15 | My job gives me material and moral incentives\ / Y

D
G
Res %l Questionnaire 11

Title: Teachers' Administrati\%gﬁerformance Questionnaire (TAJPQ)

Dear Respondent, .@J"
S

This questionnairg1 @
Please kindly r&g&o to the questions below as the information provided
would be @conﬁdentially and used for only academic purpose. Thank

you in a%'ci ation.
This q;estionnaire is to be completed by school principals

SECTION A: Demographic Details of Principals

1. Gender: Male { } Female { }

cted to collect data purely for a research purpose.

2. Age:21-30years { } 31-40years { } 41-50 years { } 50 years and above {

}

3. Years of Teaching Experience: 1-10 years { } 11-20 years { } 21-30 years {
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} 31 years and above { }
4. Highest Educational qualification: TCITCII/NCE { } OND { } HND { }

Bachelor's degree { } Master's Degree { }  MPhil/Doctorate Degree { }

SECTION B: Administrative Job Performance of Teachers

Key: Very High Level (VHL) = 4; High Level (HL) = 3; Low Level (LL) = 2; Very
Low Level (VLL) =1

S/N | Items (My Teachers) VHL | HL |ML"| UL
1 inculcate effective discipline strategies in class O y‘
2 are actively involved in curricular and extracurricular ¢

activities é\\
3 adequately keep records 4 Y
4 effectively participate in giving reports concerning| ° )\\ L ’

students to parents K
5 effectively participate in students' welfare services

R\
S

Lead City University, Ibadan, Dep ent of Arts and Social Sciences
Education, Facul rts and Education

Wearch Questionnaire 111

Title: Teachers' Instructi@;aa Performance Questionnaire (TIJPQ)

Q

Dear Respondent,
This questi Ié’%‘is constructed to collect data purely for a research purpose.

Please kin espond to the questions below as the information provided
wo@greated confidentially and used for only academic purpose. Thank

you in’anticipation.

This questionnaire is to be completed by Students

SECTION A: Demographic Details of Students
1. Gender: Male { } Female { }

2. Age: Below 15 years { } 15-20 years { } Above 20 years { }
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SECTION B: Instructional Job Performance of Teachers

Key: Very High Level (VHL) = 4; High Level (HL) = 3; Low Level (LL) = 2; Very
Low Level (VLL) =1

S/N | Items (My Teachers) VHL HL |ML |LL

1 take the pain to monitor almost every student’s work
during teaching activities

hardly miss their lesson periods

3 finish the curriculum or scheme of work at the proper
time in each term JdA
4 know how to use the right instructional materials &‘\"0‘
(audio, audio-visual and visual) in teaching X AQ) V
5 are punctual to teach their lessons - \YO

IN% GUIDE QUESTIONS
Dear Respondent (Teach

CK),
'3
Please take few minute 'Q%wer the questions stated below. Thank You

1. How WO\k‘&& describe your workload in the areas of working time
(hou %1 class size?

ﬁgv would you describe the status of your job security in the areas of

b  advancement/promotion  opportunities,  participation  in

management and remuneration?

Dear Respondent (Principal),

Please take few minutes to answer the questions stated below. Thank You

1. How would you describe the workload of your teachers in the areas of

working time (hours) and class size?
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2. How would you describe the status of teachers’ job security in the
areas of job advancement/promotion opportunities, participation in

management and remuneration?

3. How would you describe the job performance of your teachers in the

areas of instruction and administration?

Dear Respondent (Student),

Please take few minutes to answer the question stated below. Thank You (b

1. How would you describe the performance of your teachers in teach thm

the classroom? ,%\
'\
Q»){o
Q’Q
G
>

P

ﬁ N Appendix 11
QQQ

GET Q
FILE—'C‘%( SAMSUNG\Desktop\Mrs Queen PhD Codes.sav'.

DATA NAME DataSet1

r@ “FRONT. GET
C:\Users\SAMSUNG\Desktop\Mrs Queen Private School Code.sav'.
DATASET NAME DataSet2 WINDOW=FRONT.
FREQUENCIES VARIABLES=Adminperformancel Adminperformance2
Adminperformance3 Adminperformance4
Adminperformance5
/PERCENTILES=100.0
/STATISTICS=STDDEV MEAN
/ORDER=ANALYSIS.
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Frequencies

Notes
Output Created 09-DEC-2022 20:19:02
Comments
Input Data C:\Users\SAMSUNG\Desktop\Mrs
Queen Private School Code.sav
Active Dataset DataSet2
Filter <none>
Weight <none>
Split File <none>
N of Rows in Working Data 1418
File
Missing Value Handling  Definition of Missing User-defined missing values are
treated as missing.
Cases Used Statistics are based on all cases with|
valid data.
Syntax FREQUENCIES
VARIABLES=Adminperformancel
Adminperformance2
Adminperformance3
Adminperformance4
Adminperformance5
/PERCENTILES=100.0
/STATISTICS=STDDEV MEAN
/ORDER=ANALYSIS.
Resources Processor Time 00:00:00.03
Elapsed Time 00:00:00.05

[DataSet2] C:\Users\SAMSUNG\Desktop\Mrs Queen Private School Code.sav

Statistics
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Effectively
Inculcate Actively participate in Effe
effective involved in giving reports | partic
discipline curriculat and Adequately concerning stu
strategies  in| extra-curricular [ keep records students to | welfare
class Public | activities Public Public parents Public
N Valid 1418 1418 1418 1418
Missing 0 0 0 0
Mean 2.69 2.79 3.93 2.90
Std. Deviation .859 .949 257 .543
Percentiles 100 4.00 4.00 4.00 4.00
Pu
Frequency Table

Inculcate effective discipline strategies in class Public

Cumulative
Frequeney Percent | Valid Percent Percent
Valid Never 30 2.1 2.1 2.1

Rarely 723 51.0 51.0 53.1
Some times 324 22.8 22.8 76.0
At all time 341 24.0 240 100.0
Total 100.0,

1418 100.0

Actively involved in curriculat and extra-curricular activities Public

Cumulative
Frequency | Percent | Valid Percent Percent
Valid Never 30 2.1 2.1 2.1
Rarely 723 51.0 51.0 53.1
Some times 173 12.2 12.2 65.3
At all time 492 34.7 34.7 100.0
Total 1418 100.0 100.0
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Adequately keep records Public

Cumulative
Frequency | Percent | Valid Percent Percent
Valid Some times 101 7.1 7.1 7.1
At all time 1317 92.9 92.9 100.0
Total 1418 100.0 100.0

Effectively participate in giving reports concerning students to parents ‘Public

Cumulative
Frequency | Percent | Valid Percent Percent
Valid Never 30 2.1 21 2.1
Rarely 197 13.9 1379 16.0
Some times 1076 75.9 75.9 91.9
At all time 115 84 8.1 100.0
Total 1418 100,0 100.0
Effectively participate in stiidents' welfare services Public
Cumulative
Frequéncy | Percent | Valid Percent Percent
Valid Never 30 2.1 2.1 2.1
Rarely 723 51.0 51.0 53.1
Some times 432 30.5 30.5 83.6
AfalMime 733 16.4 16.4 100.0
Total 100.0
1418 100.0
DATASET ACTIVATE DataSet1.

FREQUENCIES VARIABLES=AdminjobperformancelPublic
Adminjobperformance2Public

Adminjobperformance3Public Adminjobperformance4Public
AdminjobperformanceSPublic

/PERCENTILES=100.0

/STATISTICS=STDDEV

/ORDER=ANALYSIS.

MEAN
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Frequencies

Notes
Output Created 09-DEC-2022 22:31:53
Comments
Input Data C:\Users\SAMSUNG\Desktop\Mrs
Queen PhD Codes.sav

Active Dataset DataSet1

Filter <none>

Weight <none>

Split File <neh€&>

N of Rows in Working Data

File 3606]

Missing Value Handling  Definition of Missing

Cases Used
Syntax
Respeurces Processor Time
Elapsed Time

User-defined missing values are
treated as missing.
Statistics are based on all cases with|
valid data.
FREQUENCIES
VARIABLES=Adminjobperformance
1Public Adminjobperformance2Public
Adminjobperformance3Public
Adminjobperformance4Public
Adminjobperformance5Public
/PERCENTILES=100.0
/STATISTICS=STDDEV MEAN

/ORDER=ANALYSIS.
00:00:00.02

00:00:00.36

[DataSet1] C:\Users\SAMSUNG\Desktop\Mrs Queen PhD Codes.sav

Statistics
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Effectively

Inculcate Actively participate in Effe
effective involved in giving reports | partic
discipline curriculat and Adequately concerning stu
strategies  in| extra-curricular [ keep records students to | welfare
class Public | activities Public Public parents Public
N Valid 2188 2188 2188 2188
Missing 1418 1418 1418 1418
Mean 3.80 3.44 3.44 3.31
Std. Deviation 432 621 .853 901
Percentiles 100 4.00 4.00 4.00 4.00
Pu
Frequency Table

Inculcate effective discipline Strategies in class Public

Cumulative
Frequency | Percent | Valid Percent Percent

Valid Never 3 N 1 1
Rarely 21 6 1.0 1.1
Sometimes 382 10.6 17.5 18.6
At all times 1782 49 4 81.4 100.0|
Total 7188 60.7 100.0

Missing “So¥stem 1418 39.3

Total 3606 100.0

Actively involved in curriculat and extra-curricular activities Public

Cumulative
Frequency | Percent | Valid Percent Percent
Valid Never 1 .0 .0 0]
Rarely 148 4.1 6.8 6.8
Sometimes 917 254 41.9 48.7
At all times 1122 311 51.3 100.0'

258



Missing  Total 2188 60.7 100.0
System 1418 39.3
Total 3606 100.0
Adequately keep records Public
Cumulative
Frequency | Percent | Valid Percent Percent
Valid Never 126 3.5 5.8 5.8
Rarely 148 4.1 6.8 125
Sometimes 549 15.2 25.1 376
At all times 1365 379 62.4 100.0l
Missing g}(j:im 2188 007 NS
1418 39.3
Total 3606 100.0

Effectively participate in giving reports concerning students to
parents Public

Cumulative
FrequencyN| Percent | Valid Percent Percent
Valid Never 168 4.7 7.7 7.7
Rarely 148 4.1 6.8 14.4
Sometimes 704 195 32.2 46.6
At all times 1168 304 53.4 100.0
Total 2188 60.7 100.0
Missing Systerw 1418 39.3
Total 3606 100.0
Effectively participate in students' welfare services Public
Cumulative
Frequency | Percent | Valid Percent Percent
Valid Never 43 1.2 2.0 2.0}
Rarely 362 10.0 16.5 18.5
Sometimes 507 14.1 232 41.7
At all times 1276 35 4 583
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Total 2188 60.7 100.0
Missing  System 1418 39.3
Total 3606 100.0

FREQUENCIES VARIABLES=AdminjobperformancelPublic
Adminjobperformance2Public
Adminjobperformance3Public Adminjobperformance4Public
Adminjobperformance5Public
/PERCENTILES=100.0
/STATISTICS=STDDEV MEAN
/ORDER=ANALYSIS.

Frequencies

&

>
)}

N
%\Q%’

.@'\

-
Output Created (\ N

\ 09-DEC-2022 22:33:54
Comments
Input Data C:\Users\SAMSUNG\Desktop\Mrs
Queen PhD Codes.sav
Active Dataset DataSet1
4 Filter <none>
Q Weight <none>
C) Split File <none>
6\‘ II:I of Rows in Working Data 3606l
ile
Missing Value Handling  Definition of Missing User-defined missing values are
6 treated as missing.
Q Cases Used Statistics are based on all cases with|
valid data.
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Syntax

Resources

Processor Time

Elapsed Time

FREQUENCIES
VARIABLES=Adminjobperformance
1Public Adminjobperformance2Public
Adminjobperformance3Public

Adminjobperformance4Public
Adminjobperformance5Public

/PERCENTILES=100.0

/STATISTICS=STDDEV MEAN
/ORDER=ANALYSIS.

+ (N\00:00:00.02

?;&\ 00:00:00.05

Statistics
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Effectively

Inculcate Actively participate in Effe
effective involved in giving reports | partic
discipline curriculat and Adequately concerning stu
strategies  in| extra-curricular [ keep records students to | welfare
class Public | activities Public Public parents Public
N Valid 2188 2188 2188 2188
Missing 1418 1418 1418 1418
Mean 3.80 3.44 3.44 3.31
Std. Deviation 432 621 .853 901
Percentiles 100 4.00 4.00 4.00 4.00
Pu
Frequency Table

Inculcate effective discipline Strategies in class Public

Cumulative
Frequency | Percent | Valid Percent Percent

Valid Never 3 N 1 1
Rarely 21 6 1.0 1.1
Sometimes 382 10.6 17.5 18.6
At all times 1782 49 4 81.4 100.0|
Total 7188 60.7 100.0

Missing “So¥stem 1418 39.3

Total 3606 100.0

Actively involved in curriculat and extra-curricular activities Public

Cumulative
Frequency | Percent | Valid Percent Percent
Valid Never 1 .0 .0 0]
Rarely 148 4.1 6.8 6.8
Sometimes 917 254 41.9 48.7
At all times 1122 311 51.3 100.0'
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Missing  Total 2188 60.7 100.0
System 1418 39.3
Total 3606 100.0
Adequately keep records Public
Cumulative
Frequency | Percent | Valid Percent Percent
Valid Never 126 3.5 5.8 5.8
Rarely 148 4.1 6.8 125
Sometimes 549 15.2 25.1 376
At all times 1365 379 62.4 100.0l
Missing g}(j:im 2188 007 NS
1418 39.3
Total 3606 100.0

Effectively participate in giving reports concerning students to
parents Public

Cumulative
FrequencyN| Percent | Valid Percent Percent
Valid Never 168 4.7 7.7 7.7
Rarely 148 4.1 6.8 14.4
Sometimes 704 195 32.2 46.6
At all times 1168 304 53.4 100.0
Total 2188 60.7 100.0
Missing Systerw 1418 39.3
Total 3606 100.0
Effectively participate in students' welfare services Public
Cumulative
Frequency | Percent | Valid Percent Percent
Valid Never 43 1.2 2.0 2.0}
Rarely 362 10.0 16.5 18.5
Sometimes 507 14.1 232 41.7
At all times 1276 35 4 583
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Total
Missing  System
Total

2188
1418
3606

60.7
39.3
100.0;

100.0:

FREQUENCIES VARIABLES=InstructionalperformancelPublic
Instructionalperformance2Public
Instructionalperformance3Public Instructionalperformance4Public

Instructionalperformance5SPublic

/PERCENTILES=100.0
/STATISTICS=STDDEV
/ORDER=ANALYSIS.

MEAN

N
%\Q%’
. @'\

Frequencies ,&%
. QQ}
>
e
Output Created CN\Y 9 09-DEC-2022 22:47:57
Comments
Input Data C:\Users\SAMSUNG\Desktop\Mrs

Q
¢S
S

Missing Value Handling

2\

Active Dataset
Filter

Weight

Split File

N of Rows in Working Data

File

Definition of Missing

Cases Used

264

Queen PhD Codes.sav

DataSet1
<none>
<none>
<none>

36OZ|
User-defined missing values are treate

as missing.
Statistics are based on all cases with|
valid data.




Syntax

FREQUENCIES
VARIABLES=Instructionalperforman
celPublic

Instructionalperformance2Public
Instructionalperformance3Public
Instructionalperformance4Public
Instructionalperformance5Public
/PERCENTILES=100.0
/STATISTICS=STDDEV MEAN
/ORDER=ANALYSIS.

Resources Processor Time 00:00:00.00
Elapsed Time 00:00:00.06
Statistics
Finish the
Monitor students| xHardly miss | scheme of work | use the right
during teachifig | I¢Sson periods at the proper instructional Punc
activities Ppbli¢ Public time Public | materials Public| classe
N Valid 2188 2188 2188 2188
Missing 1418 1418 1418 1418
Mean 3.82 3.40 3.25 3.24
Std. Deviation 386 766 .947 1.019
Percentiles 100 4.00 4.00 4.00 4.00
Frequency Table
Monitor student during teaching activities Public
Cumulative
Frequency | Percent | Valid Percent Percent
Valid Never 1 .0 .0 .0]
Rarely 1 0 .0 1
Sometimes 382 10.6 17.5 17.6
At all times 1804 50.0 82.4 100.0'
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266

Missing Total 2188 60.7 100.0:
System 1418 39.3
Total 3606 100.0
Hardly miss lesson periods Public
Cumulative
Frequency | Percent | Valid Percent Percent
Valid Never 105 2.9 4.8 4.8
Rarely 64 1.8 2.9 7.7
Sometiems 874 24.2 39.9 47.7
At all times 1145 318 52.3 100.0
Missing g;;?im 2188 60.7 S
Total 1418 39.3
3606 100.0
Finish the curriculum or scheme of work at the/proper time
Public
Cumulative
FrequencyN| Percent | Valid Percent Percent
Valid Never 43 1.2 2.0 2.0
Rarely 647 17.9 29.6 31.5
Sometimes 220 6.1 10.1 41.6
At all times 1278 35.4 58.4 100.0
Missing g}(j:im 2188 60.7 1000
1418 39.3
Total 3606 100.0
Know how to use the right instructional materials Public
Cumulative
Frequency | Percent | Valid Percent Percent
Valid Never 210 5.8 9.6 9.6
Rarely 304 8.4 13.9 23.5
Sometimes 419 11.6 19.1 42.6
At all times 1255 34.8 57.4 100.0
Total 2188 60.7 100.0




Missing  System 1418 39.3
Total 3606 100.0, ‘ ‘
Punctual for classes Public
Cumulative
Frequency | Percent | Valid Percent Percent
Valid Never 63 1.7 2.9 2.9
Rarely 232 6.4 10.6 133
Sometimes 616 17.1 28.2 41.6
Atall times 1277 35.4 58.4 100.0]
o Total 2188 60.7 100.0:
Missing  System
1418 39.3
Total 3606 100.0,

DATASET ACTIVATE DataSet2.

FREQUENCIES VARIABLES=Instructionalperformane€! Instructionalperformance?2
Instructionalperformance3
Instructionalperformance4 Instructionalperformance5
/PERCENTILES=100.0
/STATISTICS=STDDEV
/ORDER=ANALYSIS.

MEAN

Frequencies

Notes

Output Created 09-DEC-2022 22:54:43
Comments
Data C:\Users\SAMSUNG\Desktop\Mrs

Queen Private School Code.sav

Input
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Active Dataset DataSet2
Filter <none>
Weight <none>
Split File <none>
N of Rows in Working Data

File

1418

Missing Value Handling  Definition of Missing User-defined missing values are treated|
as missing.

Cases Used Statistics are based on all cases with|
valid data.

Syntax FREQUENCIES
VARIABLES=Instructionalperforman
cel Instructionalperformance?2
Instructionalperformance3

Instructionalperformance4
Instructionalperformance5
/PERCENTILES=100.0
/STATISTICS=STDDEV MEAN
/ORDER=ANALYSIS.
Resources Processor Time 00:00:00.03
Elapsed Time 00:00:00.06|
[DataSet2] C:\Users\SAMSUNG\Desktep\Mrs Queen Private School Code.sav
Statistics
Finish the
curriculum or | Know how to
Monitor student | Hardly miss | scheme of work | use the right
during teaching | lesson periods | at the proper instructional Punc
activities Public Public time Public | materials Public| classe

N Valid 1418 1418 1418 1418

Missing 0 0 0 0

Mean 2.65 3.73 3.69 3.54

Std. Deviation 817 584 .595 .652
Percentiles 100 4.00 4.00 4.00 4.00,
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Frequency Table

Monitor student during teaching activities Public

Cumulative
Frequency | Percent | Valid Percent Percent
Valid Never 30 2.1 2.1 21
Rarely 723 51.0) 51.0 33.1
Some times 384 27.1 27.1 80.2
Atall time 281 19.8 19.8 100.0
Total 1418 100.) 100
Hardly miss lesson‘periods Public
Cumulative
Frequency A Pereent | Valid Percent Percent
Valid Rarely 161 7.1 7.1 7.1
Some times 186 13.1 13.1 20.2
Atall time 1131 79.8 79.8 100.0
Total 1418 100.0 100.0
Finish.thé curriculum or scheme of work at the proper time
Public
Cumulative
Frequency | Percent | Valid Percent Percent
Valid Rarely 99 7.0, 7.0 7.0
Some times 242 17.1 17.1 24.0
Atall time 1077 76.0 76.0 100.0
Total 1418 100.0 100.0

Know how to use the right instructional materials Public
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Cumulative
Frequency | Percent | Valid Percent Percent
Valid Rarely 125 8.8 8.8 8.8
Some times 403 28.4 28.4 37.2
Atall time 890 62.8 62.8 100.0
Total 1418 100.0 100.0

Punctual for classes Public

Cumulatiye
Frequency | Percent | Valid Percent Percent
Valid At all time 1418 100.0 100.0 100.0

DATASET ACTIVATE DataSet1.
FREQUENCIES VARIABLES=Workinghours1Public* Wetkinghours2Public
Workinghours3Public
Workinghours4Public Workinghours5Public
/PERCENTILES=100.0
/STATISTICS=STDDEV MEAN
/ORDER=ANALYSIS.

Frequencies
Notes
Output Created 09-DEC-2022 23:07:21
Comments
Input Data C:\Users\SAMSUNG\Desktop\Mrs
Queen PhD Codes.sav
Active Dataset DataSetl
Filter <none>
Weight <none>
Split File <none>
N of Rows in Working Data 3604l
File
Definition of Missing User-defined missing values are
Missing Value Handling treated as missing.
Cases Used Statistics are based on all cases with|
valid data.
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Syntax

Resources

FREQUENCIES
VARIABLES=Workinghours1Public
Workinghours2Public
Workinghours3Public
Workinghours4Public
Workinghours5Public
/PERCENTILES=100.0
/STATISTICS=STDDEV MEAN
/ORDER=ANALYSIS.

Processor Time 00:00:00.03
Elapsed Time 00:00:00.14
[DataSet1] C:\Users\SAMSUNG\Desktop\Mrs Queen PhD Codes.sav
[ am given
1 amdhade to more activities
spend more I am able to] Iam madeto | todothanthe |The nu
hours than the compete my teach extra stipulated period
stipulated daily | duties within classes and amount of time
amount of the allocated extra mural required for| with
hours Public time Public lessons Public them Public | capaci
N VAalid 2188 2188 2188 2188
Missing 1418 1418 1418 1418
Mean 3.40 3.45 2.85 2.74
Std. Deviation 768 .608 1.088 1.081
Percentiles 100 4.00, 4.00: 4.00 4.00
Statistics
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Frequency Table

I am made to spend more hours than the stipulated daily amount of hours Public

Cumulative
Frequency | Percent | Valid Percent Percent
Valid Never 54 1.5 2.5 2.5
Rarely 220) 6.1 10.1 3.5
Sometimes 704 195 322 47
At all time 1210 33.6 55.3 100.0
Total 2188 60.7 100.0
Missing ~ System 1418 39.3
Total 3606 100.0
I am able to compete my duties within the allocated time Public
Cumulative
Frequency | PexCent | Valid Percent Percent
Valid Never 18 5 8 8
Rarely g0 2.2 3.7 4.5
Sometimes 990 275 45.2 497
Atall time 1100 30.5 503 100.0
Total 100.0
Missing ~ System 2188 60.7
1418 39.3
Total 3606 100.0
I am made to teach extra classes and extra mural lessons Public
Cumulative
Frequency | Percent | Valid Percent Percent
Valid Never 384 10.6 17.6 17.6
Rarely 330 9.2 15.1 32.6
Sometimes 704 19.5 322 64.8
Atall times 770 214 352 100.0
Total
Missing  System 2188 60.7 1000
Total 1418 39.3
3606 100.0
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I am given more activities to do than the stipulated amount of time
required for them Public

Cumulative
Frequency | Percent | Valid Percent Percent
Valid Never 428 11.9 19.6 19.6
Rarely 352 9.8 16.1 35.6
Sometimes 770 21.4 35.2 70.8
At all times 638 17.7 29.2 10070|
. Toul 2188 60.7 100.0
Missing  System 1418 393
Total 3606 100.0
The number of period I teach in a week is withinsmy capacity Public
Cumulative
Frequency | Percent\ | )Valid Percent Percent
Valid Rarely 230, 6.4 10.5 10.5
Sometimes 726 20.1 33.2 437
Atall times 1232 34.2 56.3 100.0|
Total >188 60.7 100.0
Missing  System 1418 393
Total 3606 100.0

DATASET ACTIVAPE DataSet2.

FREQUENCIES\VARIABLES=Workinghours] Workinghours2 Workinghours3

Workingheuss4d "W orkinghours5
/PERCENTILES=100.0
/STARISTICS=STDDEV

/ORDER=ANALYSIS.

Frequencies

MEAN

Notes

Output Created
Comments

Input Data
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C:\Users\SAMSUNG\Desktop\Mrs
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Queen Private School Code.sav

Active Dataset DataSet2
Filter <none>
Weight <none>
Split File <none>
N of Rows in Working Data 1418
File
Missing Value Handling  Definition of Missing User-defined missing values are
treated as missing.
Cases Used Statistics are based on all cases with]
valid data.
Syntax FREQUENCIES
VARIABLES=Workinghours1
Workinghours2 Workinghours3
Workinghours4 Workinghours5
/PERCENTILES=100.0
/STATISTICS=STDDEV MEAN
/ORDER=ANALYSIS.
Resources Processor Time 00:00:00.03
Elapsed Time 00:00:00.13
[ am given
I am Made to more activities
spend more I am able to| Iam made to to do than the |The nu
hofirs than the compete my teach extra stipulated period
stipulated daily | duties within classes and amount of time
amount of the allocated extra mural required for| with
hours Public time Public lessons Public them Public | capaci
N Valid 1418 1418 1418 1418
Missing 0 0 0 0
Mean 2.72 3.56 2.85 3.19
Std. Deviation 941 722 913 814
Percentiles 100 4.00, 4.00 4.00 4.00

[DataSet2] C:\Users\SAMSUNG\Desktop\Mrs Queen Private School Code.sav Statistics
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Frequency Table

I am made to spend more hours than the stipulated daily amount of hours

Public
Cumulative
Frequency | Percent | Valid Percent Percent

Valid Never 140 9.9 9.9 9.9

Rarely 460 32.4 32.4 423

Some times 474 334 33.4 75

At all time 344 243 243 160.0

Total 1418) 1000 100.0

I am able to compete my duties within the allocatéd time Public

Cumulative
Frequency | Percent K MahdPercent Percent
Valid Never 30 2.1 2.1 2.1
Rarely 105 T4 7.4 9.5
Some times 317 22.4 22.4 31.9
Atall fime 966 68.1 68.1 100.0
Total @18 1000 100.0
I am made-to_teach extra classes and extra mural lessons Public
Cumulative
Frequency | Percent | Valid Percent Percent
Valid Neyer 165 11.6 11.6 11.6
Rarely 221 15.6 15.6 27.2
Some times 699 49.3 49.3 76.5
At all time 333 23.5 23.5 100.0
Total 1418 1000 100.0

I am given more activities to do than the stipulated amount of time
required for them Public

Frequency

Percent

Valid Percent

Cumulative
Percent
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Valid Never 60| 4.2| 4.2 4.2
Rarely 180) 12.7] 12.7 16.9
Some times 609 42.9 42.9 59.9
Atall time 569) 40.1 40.1 100.0
Total 1418 100.0 100.0
The number of period I teach in a week is within my capacity Public
Cumulative
Frequency | Percent | Valid Percent Percent
Valid Never 126 8.9 8.9 8.9
Rarely 875 61.7 61.7 70.6
Some times 167 11.8 118 82.4
At all time 250 17.6 e 100.0
Total 100.0;
1418 100.0

DATASET ACTIVATE DataSet1.
FREQUENCIES VARIABLES=Natureofwork NMPublic Natureofwork2Public
Naturcofwork3Public
Natureofwork4Public NatureofworkSORublic
/PERCENTILES=100.0

/STATISTICS=STDDEV MEAN
/ORDER=ANALYSIS.
Frequencies
Notes
Output Created 09-DEC-2022 23:33:32
Comments
Input Data C:\Users\SAMSUNG\Desktop\Mrs
Queen PhD Codes.sav

Active Dataset DataSet1

Filter <none>

Weight <none>
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Missing Value Handling

Syntax

Resources

Split File

N of Rows in Working Data

File

Definition of Missing

Cases Used

Processor Time
Elapsed Time

<none>

User-defined  missing
treated as missing.

36006]

values are

Statistics are based on all cases with]
valid data.
FREQUENCIES
VARIABLES=Natureofwork1Public
Natureofwork2Public
Natureofwork3Public
Natureofwork4Publie
Natureofwork5Publi€
/PERCENTILES=100.0
/STATISTIGS=STDDEV MEAN

/ORDER=ANALYSIS.

00:00:00.02
00:00:00.13

[DataSet1] C:\Users\SAMSUNG\Desktop\Mug Queen PhD Codes.sav

Statistics The number of
continous
assessment and
examination
script 1 mark is
much Public
I teach more Teache
I teach more The class 1 students than I ratio
classes than | teach is large | am suppose to with
should Public Public Public capaci
N Valid 2188 2188 2188 2188
Missing 1418 1418 1418 1418
Mean 2.96 3.39 3.16 3.26
Std. Deviation 934 712 .898 732
Percentiles 100 4.00 4.00 4.00 4.00
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Frequency Table

I teach more classes than I should Public

Cumulative
Frequency | Percent | Valid Percent Percent
Valid Never 164 4.5 7.5 1.8
Rarely 506 14.0 23.1 30.6
Sometimes 770 21.4 35.2 65.8
At all times 748 20.7 34.2 100.0l
Total 7188 60.7 10070
Missing ~ System 1418 393
Total 3606 100.0
The class I teach is large Public
Cumulative
Frequency [ Péscent | Valid Percent Percent
Valid Never %6 2.1 3.5 3.5
Rarely 6 1.8 3.0 6.5
Sometimes 968 26.8 44.2 50.7
At all times 1078 299 49.3 100.0l
Total 100.
Missing S;;?em 2188 60.7 e
1418 39.3
Total 3606 100.0
I teach more students than I am suppose to Public
Cumulative
Frequency | Percent | Valid Percent Percent
Valid Never 120 33 5.5 5.5
Rarely 374 10.4 17.1 22.6
Sometimes 726 20.1 33.2 558
At all time 968 26.8 44.2 100.0|
Missing g;:?im 2188 007 1000
1418 39.3
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Total

3606

100.0;

The number of continous assessment and examination script i mark is
much Public

Cumulative
Frequency | Percent | Valid Percent Percent
Valid Never 18 5 8 8
Rarely 322 8.9 14.7 15.5
Sometimes 924 25.6 42.2 S8
Atall times 924 25.6 422 100.0]
Missing g;;?im 2188 60.7 1000
1418 39.3
Total 3606 100.0
Teacher-student ratio is not withing my ‘eapacity Public
Cumulative
Frequency | Pergént | Valid Percent Percent
Valid Never 296 3.2 13.5 13.5
Rarely 352 9.8 16.1 29.6
Sometimes 704 195 322 61.8
Atall times 836 2322 382 100.0|
Missing g}(j:tlim 2188 60.7 1000
Total 1418 39.3
3606 100.0

DATASETNACTIVATE DataSet2.
FREQUENCIES VARIABLES=Natureofworkl Natureofwork2 Natureofwork3
Natureofwork4 Natureofwork5

/PER€ENTILES=100.0
/STATISTICS=STDDEV

/ORDER=ANALYSIS.

Frequencies

MEAN
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Notes

Output Created 09-DEC-2022 23:42:06|
Comments
Input Data C:\Users\SAMSUNG\Desktop\Mrs
Queen Private School Code.sav
Active Dataset DataSet2
Filter <none>
Weight <none>
Split File <none>
N of Rows in Working Data 1418
File
Missing Value Handling  Definition of Missing User-defined missing values are
treated as missing.
Cases Used Statistigs are based on all cases with|
valid'data.
Syntax FREQUENCIES
VARIABLES=Natureofwork1
Natureofwork2 Natureofwork3
Natureofwork4 Natureofwork5
/PERCENTILES=100.0
/STATISTICS=STDDEV MEAN
/ORDER=ANALYSIS.
Resources Processgn Fime 00:00:00.02
Elapsed-1me 00:00:00.14
I[DataSetZ] The number of

Statistics

C:\Users\SAMSUNG\Desktop\Mrs
QueenmsPrivate School Code.sav

continous

assessment and
examination

script 1 mark

is much|
Public
I teach more
students than I Teache
I'teach more | TheclassT | 4y guppose ratio
classes than I | teach is large| to with
should Public Public Public capaci
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N Valid 1418 1418 1418 1418
Missing Mean 0 0 0 0
2.90 2.17 2.27 2.26
Std. Deviation .855 .800 714 .709
Percentiles 100 4.00 4.00 4.00 4.00
Frequency Table
I teach more classes than I should Public
Cumulative
Frequency | Percent | Valid Pergent Percent
Valid Never 120 8.5 8.5 8.5
Rarely 238 16.8 16.8 25.2
Some times 728 518 51.3 76.6
Atall time 332 234 234 100.0
Total 1418 (" "100.0 100.0
The class I teachiis large Public
Cumulative
Frequency | Percent | Valid Percent Percent
Valid Never 256 18.1 18.1 18.1
Rarely 766 54.0 54.0 72.1
Soume times 298 21.0 21.0 93.1
{t 2l time 98 6.9 6.9 100.0
Total 1418 100.0 100.0
I teach more students than I am suppose to Public
Cumulative
Frequency | Percent | Valid Percent Percent
Valid Never 124 8.7 8.7 8.7
Rarely 886 62.5 62.5 712
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Some times 3100 219 21.9 93.1
At all time 08 6.9 6.9 100.0
Totl 1418 1000 100.0
The number of continous assessment and examination script i mark is
much Public
Cumulative
Frequency | Percent | Valid Percent Percent
Valid Never 120 8.5 8.5 8.5
Rarely 902 63.6 63.6 72.1
Some times 298 21.0| 21.0 93.1
At all time 98 6.9 69 100.0
Total 1418 1000 1000
Teacher-student ratio is not withingumy capacity Public
Cumulative
Frequency | \Percént | Valid Percent Percent
Valid Never 9§ 6.9 6.9 6.9
Rarely 924 65.2 65.2 72.1
Some times 298 21.0| 21.0 93.1
At all time 98 6.9 6.9 100.0
Total 1418 1000 100.0

DATASE®RACHVATE DataSetl.
FREQUENCIES VARIABLES=Advancement]Public Advancement2Public
Prontotienl Public Promotion2Public

Promotion3Public Participation1Public Participation2Public Participation3Public

Participation4Public ParticipationSPublic Remuneration1Public Remuneration2Public
Remuneration3Public Remuneration4Public Remuneration5Public
/PERCENTILES=100.0
/STATISTICS=STDDEV MEAN
/ORDER=ANALYSIS.

Frequencies
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Notes

Output Created
Comments
Input

Missing Value Handling

Syntax

Resources

Data

Active Dataset

Filter

Weight

Split File

N of Rows in Working Data
File

Definition of Missing

Cases Used

Processor Time

Elapsed Time

10-DEC-2022 00:06:00

C:\Users\SAMSUNG\Desktop\Mrs
Queen PhD Codes.sav

DataSet1

<none>

<none>

<none>

3606

User-defined missing values are
treated as missing.
Statistics are based on all cases with
valid data.
FREQUENCIES
VARIABLES=Advancement1Public
Advancement2Public
Promotion]Public Promotion2Public
Promotion3Public
Participation1Public
Participation2Public
Participation3Public
Participation4Public
ParticipationSPublic
Remuneration]Public
Remuneration2Public
Remuneration3Public
Remuneration4Public
Remuneration5Public
/PERCENTILES=100.0
/STATISTICS=STDDEV MEAN
/ORDER=ANALYSIS.
00:00:00.06

00:00:00.08

[DataSet1] C:\Users\SAMSUNG\Desktop\Mrs Queen PhD Codes.sav

283




Working at my
school gives me | My school gives| The school
an opportunity| me internal system My promotion
for more opportunities to| of promotionis | comes with
training and | develop new| fair enough raiseinpay |]am
learning Public | skills Public Public Public as an
N Valid 2188 2188 2188 2188
Missing 1418 1418 1418 1418
Mean 3.48 3.22 3.05 2.94
Std. Deviation 706 762 906 .964
Percentiles 100 4.00, 4.00 4.00 4.00
Frequency Table
Working at my school gives me an opportunity for morestraining and
learning Public
Cumulative
Frequency | Pereent | Valid Percent Percent
Valid Never 54 1.5 2.5 2.5
Rarely M 3.1 5.0 7.5
Sometimes gVird 20.7 34.2 417
At all times 1276 354 58.3 100.0
Total 100.0
Missing  System 2188 60.7
1418 39.3
Total 3606 100.0
My school gives me opportunities to develop new skills Public
Cumulative
Frequency | Percent | Valid Percent Percent
Valid Rarely 450 12.5 20.6 20.6
Sometimes 814 22.6 37.2 57.8
At all times 924 25.6 42.2 100.0
Total 2188 60.7 100.0
Missing ~ System 1418 39.3
Total 3606 100.0
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The school internal system of promotion is fair enough Public

Cumulative
Frequency | Percent | Valid Percent Petéent
Valid Never 142 3.9 6.5 6.5
Rarely 418 11.6 19.1 25.6
Sometimes 814 226 372 62.8
Atall time 814 22.6 373 100.0
Missing g;;?im 2188 60.7 1000
1418 39.3
Total 3606 100.0
My promotion comesS*with raise in pay Public
Cumulative
Frequency | Percent | Valid Percent Percent
Valid Never 142 3.9 6.5 6.5
Rarely 660 18.3 30.2 36.7
Sometimes 572 15.9 26.1 62.8
At all times 314 226 37.2 100.0
Missing g}?:?im 2188 60.7 1000
1418 39.3
Total 3606 100.0
I am promoted as and when due Public
Cumulative
Frequency | Percent | Valid Percent Percent
Valid Never 230 6.4 10.5 10.5
Rarely 572 15.9 26.1 36.7
Sometimes 462 12.8 21.1 57.8

285




Missing At all times 924 25.6 42.2 100.0
Total 2188 60.7 100.0:
System 1418 39.3
Total 3606, 100.0;
I have a chance to participate in designing work method Public
Cumulative
Frequency | Percent | Valid Percent Percent
Valid Rarely 594 16.5 27.1 27.1
Sometimes 758 21.0 34.6 61.8
At all times 836 23.2 38.2 100.0,
Total 2188 60.7 1000
Missing ~ System 1418 39.3
Total 3606 100.0
I have a chance to participate in designing werk objectives
Public
Cumulative
Frequendy\| Percent | Valid Percent Percent
Valid Never 54 1.5 2.5 2.5
Rarely 528 14.6 24.1 26.6
Sometimes 660 18.3 30.2 56.8
Atall timgs 946 26.2 432 100.0
Missing g;;im 2188 60.7 1000
1418 39.3
Total 3606 100.0;
I am allowed to participate in decision making Public
Cumulative
Frequency | Percent | Valid Percent Percent
Valid Rarely 472 13.1 21.6 21.6
Sometimes 1232 34.2 56.3 77.9
At all times 484 13.4 22.1 100.0
Total 2188 60.7 100.0:
Missing  System 1418 393
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Total

3606

100.0;

I have a chance to participate in desgning the school curriculum Public

Cumulative
Frequency | Percent | Valid Percent Percent
Valid Never 230 6.4 10.5 10.5
Rarely 528 14.6 24.1 34.6
Sometimes 792 22.0 36.2 70.8
At all times 638 17.7 292 100.0!
o Total 2188 60.7 100.0
Missing ~ System
1418 39.3
Total 3606 100.0:

I am allowed to participate in board/managerial meetifigs at my school

287

Public
Cumulative
Frequency | *Percent | Valid Percent Percent
Valid Never 142 3.9 6.5 6.5
Rarely 339 9.2 15.1 21.6
Sometimes 19778 299 493 70.8
At all times 638 177 29.2 100.0
Total 2188 60.7 100.0
Missing ~ System 1418 39.3
Total 3606 100.0
My job gives me a decent Social Status Public
Cumulative
Frequency | Percent | Valid Percent Percent
Valid Never 76 2.1 3.5 3.5
Rarely 550 15.3 25.1 28.6
Sometimes 704 195 322 60.8
At all times 358 238 39.2 100.0
Total
Missing ngiem 2188 007 1000
1418 39.3




Total

3606

100.0:

My job provides me with all required benefits Public

Cumulative
Frequency | Percent | Valid Percent Percent
Valid Never 36 1.0 1.6 1.6
Rarely 172 4.8 7.9 9.5
Sometimes 1012 281 46.3 55 8
At all times 968 26.8 44.2 100.0
Missing g}(j:[lim 2188 607 o
Total 1418 39.3
3606 100.0:
I have a reasonable and a stable inceme Public
Cumulative
Frequency | Percent\.} Valid Percent Percent
Valid Never 120 33 5.5 5.5
Rarely 418 11.6 19.1 24.6
Sometimes 629, 18.9 31.2 558
Atall times 968 26.8 44.2 100.0
Total 2188 60.7 100.0
Missing  System 1418 39.3
Total 3606 100.0:

Salaries and yearly allowances are controlled by a fair and just internal
system Public

Cumulative
Frequency | Percent | Valid Percent Percent
Valid Never 120 33 5.5 5.5
Rarely 440 12.2 20.1 25.6
Sometimes 380 24.4 40.2 65.8
Atall times 748 20.7 34.2 100.0
Total
Missing ~ System 2188 60.7 1000
1418 39.3

288




Total

3606

100.0

My job gives me material and moral incentives Public

Cumulative
Frequency | Percent | Valid Percent Percent

Valid Never 208 5.8 9.5 9.5
Rarely 660 18.3 30.2 39.7
Sometimes 462 12.8 21.1 60.8
Atall times 858 23.8 39.2 10.0

o Total 7188 60.7 100.0
Missing ~ System 1418 39.3
Total 3606 100.0

DATASET ACTIVATE DataSet2.
FREQUENCIES VARIABLES=Advancement]l Advarcemerit2 Promotionl Promotion2

Promotion3 Participationl

Participation2 Participation3 Participation4 Participation5 Remuneration1

Remuneration2

Remuneration3 Remuneration4 Remunerations

/PERCENTILES=100.0

/STATISTICS=STDDEV MEAN
/ORDER=ANALYSIS.
Frequencies
Notes
Output Created 10-DEC-2022 00:46:42,
Comments
Input Data C:\Users\SAMSUNG\Desktop\Mrs
Queen Private School Code.sav
Active Dataset DataSet2
Filter <none>
Weight <none>
Missing Value Handling  Split File <none>
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Syntax

Resources

N of Rows in Working Data

File

Definition of Missing

Cases Used

Processor Time

Elapsed Time

User-defined missing values are treated]
as missing.

Statistics are based on all cases with|
valid data.

FREQUENCIES
VARIABLES=Advancementl
Advancement2 Promotionl
Promotion2 Promotion3 Participation]
Participation2 Partjcjpation3
Participation4 Pargticipation5
Remuneration hNRemuneration2
Remuneration3 Remuneration4
Remunetations
/PERECENTILES=100.0
STATISTICS=STDDEV MEAN
/ORDER=ANALYSIS.

1418

00:00:00.03
00:00:00.16

[DataSet2] C:\Users\SAMSUNG\DesKtop\Mis Queen Private School Code.sav

Working at my
school gives me | My school gives| The school
an opportunity| me internal system My promotion
for more opportunities to| of promotion is comes with
training and | develop new| fair enough raise inpay |Iam
learning Public | skills Public Public Public as an
N Valid 1418 1418 1418 1418
Missing 0 0 0 0
Mean 2.15 1.41 1.64 2.01
Std. Deviation 528 671 616 936
Percentiles 100 4.00 4.00 4.00 4.00
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Frequency Table

Working at my school gives me an opportunity for more training and
learning Public

Cumulative
Frequency | Percent | Valid Percent Percent
Valid Never 63 4.4 4.4 4.4
Rarely 1122 79.1 79.1 §3.6
Some times 96.9
At all time 189 133 133 100.0
Total 44 3.1 34
141§ 100 100:0
My school gives me opportunities to develop new skills Public
Cumulative
Frequency | ( Percent | Valid Percent Percent
Valid Never 938 66.1 66.1 66.1
Rarely 421 29.7 29.7 95.8
Some times
At all time 15 = = 1323
Total 44 3.1 3.1
1418 100.0) 100.0
The school internal system of promeotion is fair enough Public
Cumulative
Frequency | Percent | Valid Percent Percent
Valid Never 591 41.7 41.7 41.7
Rarely 782 55.1 55.1 %68
Some times
At all time 15 = = 133(9)
Total 30 2.1 2.1
1418| 100.0| 100.0
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My promotion comes with raise in pay Public

Cumulative
Frequency | Percent | Valid Percent Percent
Valid Never 440 31.0 31.0 31.0
Rarely 692 48.8 48.8 79.8
Some times 114 8.0 8.0 87.9
At all time 172 12.1 12.1 1002
Total 1418| 100.0| 100.0
I am promoted as and when due Public
Cumulative
Frequency | Percent | Valid Peréent Percent
Valid Never 660 46.5 46.5 46.5
Rarely 643 453 453 91.9
Some times
. 15 | 1.1 92.9
At all time 100.0
Total 109 7.1 7.1
1418| 100.0| 100.0
I have a chance to'participate in designing work method
Public
Cumulative
Frequency | Percent | Valid Percent Percent
Valid, ( Never 712 50.2 50.2 50.2
Rarely 505 35.6 35.6 85.8
Some times 94.1
At all time 18 8.3 8.3 100.0
141 1000 100.0

I have a chance to participate in designing work objectives
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Cumulative
Frequency | Percent | Valid Percent Percent
Valid Never 791 55.8 55.8 55.8
Rarely 443 31.2 312 87.0
Some times
. 140 9.9 9.9 96.9
At all time 100.0
Total 44 3.1 3.1
1418| 100.0| 100.0
I am allowed to participate in decision making Public
Cumulative
Frequency | Percent | Valid Percent Percent
Valid Never 746 52.6 526 52.6
Rarely 643 45.3 45.3 98.0
At all time 29 20 20 100.0
Total
1418| 100.0| 100.0

I have a chance to participatejin.desgning the school curriculum Public

Cumulative
Erequéncy | Percent | Valid Percent Percent
Valid Never 713 50.3 50.3 50.3
Rarely 313 22.1 22.1 724
Some times
\ 154 10.9 10.9 83.2
At alMime 100.0
Total 238 16.8 16.8
1418| 100.0| 100.0

I am allowed to participate in board/managerial meetings at my

school Public
Cumulative
Frequency | Percent | Valid Percent Percent
Valid Never 980 69.1 69.1 69.1
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Rarely 243 17,1 17.1 86.2
At all time
105| 7.4| 7.4 100.0
Total
1418 100.0) 100.0
My job gives me a decent Social Status Public
Cumulative
Frequency | Percent | Valid Percent Percent
Valid Never 691 48.7 48.7 48.7
Rarely 646 45.6 45.6 94.3
Some times
. 15 1.1 N 95.3
At all time 100.0
Total 66, 4.7 4.7
141 100 100.0
My job provides me with alFréquired benefits Public
Cumulative
Frequency_(NPercent | Valid Percent Percent
Valid Never 708 49.9 49.9 49.9
Rarely 619 43.7 43.7 93.6
At all time 91 6.4 6.4 100.0
Total 1418 100.0 100.0
I have a reasonable and a stable income Public
Cumulative
Frequency | Percent | Valid Percent Percent
Valid Never 446 31.5 31.5 31.5
Rarely 636 44.9 44.9 76.3
Some times
. 222 15.7 15.7 92.0
At all time 100.0
Total 114 8.0 8.0
1418| 100.0| 100.0
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Salaries and yearly allowances are controlled by a fair and just internal
system Public

Cumulative
Frequency | Percent | Valid Percent Percent
Valid Never 513 36.2 36.2 36.2
Rarely 875 61.7 61.7 97.9
Some times
) 15 1.1 1.1 98.9
At all time 1000
1418| 100.0| 100.0

My job gives me material and moral incentives Public

Cumulative
Frequency | Percent | Yalid*Percent Percent
Valid Never 836 590 59.0 59.0
Rarely 567 40,0 40.0 98.9
Some times 100.0
Total 15 1.1 1.1
1418| 100.0| 100.0
COMPUTE INSTRUCTIONA&=InstructionalperformancelPublic +
Instructionalperformancé2Public +
Instructionalperformanceé3Public + Instructionalperformance4Public

InstructionalperformanceSPublic.

EXECUTE.

COMPUHEWOrkingtime=W orkinghours 1 Public + Workinghours2Public +

Workinghours3Public +

Waotrkinghours4Public + Workinghours5Public.

EXECUTE.

COMPUTE Classsize=Natureofwork1Public + Natureofwork2Public +
Natureofwork3Public +

Natureofwork4Public + Natureofwork5Public.

EXECUTE.

COMPUTE Jobadvancement=Advancement1Public + Advancement2Public.

EXECUTE.

COMPUTE Promotionopportunity=Promotion1Public + Promotion2Public +

Promotion3Public.
EXECUTE.

COMPUTE Participation=Participation1Public + Participation2Public +
Participation3Public +
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Participation4Public + Participation5SPublic.
EXECUTE.
COMPUTE Remuneration=Remuneration1Public + Remuneration2Public +
Remuneration3Public +
Remuneration4Public + Remuneration5Public.
EXECUTE.
REGRESSION
/DESCRIPTIVES MEAN STDDEV CORR SIG N
/MISSING LISTWISE
/STATISTICS COEFF OUTS R ANOVA CHANGE
/CRITERIA=PIN(.05) POUT(.10) .
/NOORIGIN \‘b
/DEPENDENT Jobperformance @

/METHOD=ENTER Workingtime Classsize Jobadvancement Promotio nity
Participation K
Remuneration.

Regression @

otes
Output Created Q‘p: 10-DEC-2022 13:27:20)
Comments \)
Input & Data C:\Users\SAMSUNG\Desktop\Mrs

Queen PhD Codes.sav

‘ Q 2rActive Dataset DataSet2 <none>

Filter
S

Weight <none>
Split File <none>
Q N of Rows in Working Data 1606
File
Missing Value Handling  Definition of Missing User-defined missing values are treated|
as missing.
Cases Used Statistics are based on cases with no

missing values for any variable used.
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Syntax REGRESSION
/DESCRIPTIVES MEAN STDDEV
CORR SIG N
/MISSING LISTWISE
/STATISTICS COEFF OUTS R
ANOVA CHANGE
/CRITERIA=PIN(.05) POUT(.10)
/NOORIGIN
/DEPENDENT Jobperformance
/METHOD=ENTER. Werkingtime
Classsize Jobadvanceihicnt
PromotionopportunityParticipation
Remuneration:
Resources Processor Time 00:00:00.08
Elapsed Time 00:00:00.09
Memory Required 4196-bytes
Additional Memory
. . Q bytes
Required for Residual Plots
[DataSet2] C:\Users\SAMSUNG\Desktop\Mr$,(Queen PhD Codes.sav
Descriptive Statistics
Mean Std. Deviation N
Job Performance 17.16 3.614 2288
Working Time 15.85 3.948 2288
Class Size 15.55 4.161 2288
Job Advancentent 6.56 1.512 2288
Promotien Opportunities 8.78 2.916 2288
Participation in
14.81 4.081 2288
Management
Remuneration 15.17 4.414 2288
Correlations
Job
Performance | Working Time | Class Size
Pearson Correlation  Job Performance 1.000] .883 .825
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Working Time .883 1.000: 942
Class Size .825 .942 1.000
Job Advancement 77 .875 934
Promotion Opportunities 197 928 961
Participation in
Management 747 901 937
Remuneration 785 915 962
Sig. (1-tailed) Job Performance . .000 .000
Working Time .000] . .000
Class Size .000 .000 .
Job Advancement .000 .000 .000
Promotion Opportunities .000 .000 .000
Participation in
,000 .000 .000
Management
Remuneration .000 .000 .000
N Job Performance 2288 2288 2288
Working Time 2288 2288 2288
Class Size 2288 2288 2288
Job Advancement 2288 2288 2288
Promotion Oppottunities 2288 2288 2288
Participaticing
2288 2288 2288
Managenient
Remuneration 2288 2288 2288
Variables Entered/Removed?
Variables Variables
Model Entered Removed Method
1 Remuneration,
Working Time,
Job
Advancement,
Participation in | Enter
Management,
Class Size,
Promotion
Opportunities®

a. Dependent Variable: Job Performance
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b. All requested variables entered.

Adjusted R | Std. Error of the R Square
Model R R Square Square Estimate Change F Change
1 .8994 .808 .808 1.585 808 1601.069
Model Summary
Chan

a. Predictors: ( Constant), Remuneration, Working Time, Job=Advancement, Participation
in Management

ANOYA®?

Model Sum of Squares dt Mean Square F Sig.

1 Regression 24138,928 6 4023.155  1601.069 .000P
Residual 5731.680| 2281 2.513
Total 29%70.608] 2287

a. Dependent Variable: Job‘Performance

b. Predictors: (Constant), Remuneration, Working Time, Job Advancement, Participation in
Management, Glass\Sizey Promotion Opportunities

Coefficients®
Standardized
Unstandardized Coefficients Coefficients
Model B Std. Error Beta t

1 (Constant) 2.967 217 13.655
Working Time 973 026 1.063 36.933
Class Size 051 037 .059 1.385
Job Advancement 917 .080 384 11.538
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Promotion Opportunities -.105 .059 -.085 -1.779

Participation in

-437 .033 -.494 -13.403
Management
Remuneration -.042 .045 -.052 -.948
a. Dependent Variable: Job Performance
T-TEST
/TESTVAL=0
/MISSING=ANALYSIS
/VARIABLES=Publicschoolperformance Privatejobperformance
/CRITERIA=CI(.95).
T-Test
Notes
Output Created 10-DEC-2022 14:29:12
Comments
Input Data C:\Users\SAMSUNG\Desktop\Mrs
Queen PhD Codes.sav

Active Dataset DataSet2

Hilter <none>

Weight <none>

Split File <none>

N of Rows in Working Data 3606

File

Definition of Missing User defined missing values are treated|

Missing Value Handling as missing.

Cases Used Statistics for each analysis are based on
the cases with no missing or out-
ofrange data for any variable in the
analysis.
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Syntax

Resources

Processor Time

Elapsed Time

T-TEST

/TESTVAL=0
/MISSING=ANALYSIS

/VARIABLES=Publicschoolperforman
ce Privatejobperformance

JCRITERIA=CI(.95).
00:00:00.06

00:00:00.06

One-Sample Statistics

N Mean Std. Deviation |'Std. Error Mean

Public secondary school

. 2118 3.82 390 .008
teachers job performance
Private secondary school
teachers job performance 1418 2.72 830 022

Test Value =0
95 %
Confid
Mean D
t df Sig. (2-tailed) Difference Lower

Public  secondayy ™ \schoel

: 450.355 2117 .000 3.819
teachers job performance
Privat d hool

Hvate | SQUY  SEH0O a3 135 1417 000 2715
teachers job_performance
One-Sample Test
3.
2.
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T-TEST
/TESTVAL=0
/MISSING=ANALYSIS
/VARIABLES=Publicschoolperformance
JCRITERIA=CI(.95).

Privatejobperformance

T-Test
Notes
Output Created 10-DEC-2022 14:35:27
Comments
Input Data CalUsers\SAMSUNG\Desktop\Mrs

Active Dataset
Filter

Weight

Split File

Missing Value Handling N of Rows in Working Data

File

Detinition of Missing

Cases Used

Syntax

Resources Processor Time

Elapsed Time

Queen PhD Codes.sav
DataSet2

<none>

<none>

<none>

3606

User defined missing values are treated)]
as missing.
Statistics for each analysis are based on
the cases with no missing or out-
ofrange data for any variable in the
analysis.
T-TEST
/TESTVAL=0
/MISSING=ANALYSIS

/VARIABLES=Publicschoolperforman
ce Privatejobperformance
/CRITERIA=CI(.95).

00:00:00.05

00:00:00.17

One-Sample Statistics
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N Mean Std. Deviation | Std. Error Mean
Public secondary school
. 2188 3.81 400 .009
teachers job performance
Private secondary school
teachers job performance 1418 2.72 830 022
95 %
Confid
Mean
t df Sig. (2-tailed) Diffeferiec Lower
Public secondary school
) 445.153 2187 .000 3.806
teachers job performance
Privat d hool
[vate | SEconcuty  SCA0OY 123135 1417 000 2715
teachers job performance

One-Sample TFest

Test Value =0

COMPUTE REMUNERATION=Remuneration1Public + Remuneration2Public +

Remuneration3Public +

Remuneration4Publicsy™R emuneration5Public.

EXECUTE.

COMPUTE REMUNERATION=Remuneration1Public + Remuneration2Public +

Remuneration3Public +

Remuneration4Public + Remuneration5Public.

EXECUTE.

COMPUTE WORK=Workinghours1Public
Workinghours2Public  +  Workinghours3Public
Workinghours4Public  + Workinghours5Public.
EXECUTE.

_|_
_|_

COMPUTE CLASSSIZE=Natureofwork1Public + Natureofwork2Public +

Natureofwork3Public +

Natureofwork4Public + Natureofwork5Public.

EXECUTE.

COMPUTE CLASS=Natureofwork1Public +

Natureofwork2Public + Natureofwork3Public +

Natureofwork4Public
EXECUTE.

+ Natureofwork5Public.
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COMPUTE JOB=Advancement1Public + Advancement2Public .
EXECUTE.

COMPUTE PROMOTION=Promotion1Public + Promotion2Public + Promotion3Public .

EXECUTE.
COMPUTE PARTCIPATION=Participation1Public + Participation2Public +
Participation3Public +
Participation4Public + Participation5Public.
EXECUTE.
COMPUTE REMUNE=Remuneration1Public + Remuneration2Public +
Remuneration3Public +
Remuneration4Public + Remuneration5Public. .
EXECUTE. \‘b
REGRESSION Q}&
/DESCRIPTIVES MEAN STDDEV CORR SIG N . QO
/MISSING LISTWISE
/STATISTICS COEFF OUTS R ANOVA CHANGE
/CRITERIA=PIN(.05) POUT(.10)

/NOORIGIN .%\\% i

/DEPENDENT Jobperformance

/METHOD=ENTER WORK CLASS JOB PROMOTIO&% TCIPATION REMUNE.

&
Regression C©
>
z\)‘b
A o Notes

Output Created , ~a\) ? 10-DEC-2022 15:05:13
Comments
Input \V Data C:\Users\SAMSUNG \Desktop\Mrs
Q Queen PhD Codes.sav
‘% Active Dataset DataSet2
Q Filter <none>
Q Weight <none>
Split File <none>
N of Rows in Working Data 3606
File
Missing Value Handling  Definition of Missing User-defined missing values are treated
as missing.
Cases Used Statistics are based on cases with no
missing values for any variable used.
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Syntax REGRESSION
/DESCRIPTIVES MEAN STDDEV
CORR SIG N
/MISSING LISTWISE
/STATISTICS COEFF OUTS R
ANOVA CHANGE
/CRITERIA=PIN(.05) POUT(.10)
/NOORIGIN
/DEPENDENT Jobperformance
/METHOD=ENTER WORK CLASS
JOB PROMOTION RPARTCIPATION
REMUNE.
Resources Processor Time 00:00:00.06
Elapsed Time 00:00:00.09
Memory Required 4332 bytes
Additional Memory
Required for Residual Plots QO
Descriptive Statistics
Mean Std, Deviation N
Job Performance 14.16 3.614 2288
WORKING TIME 15.85 3.948 2288
CLASS SIZE 15.55 4.161 2288
JOB ADVANCEMENT 6.56 1.512 2288
PROMOTION
OPPORTUNITIES 8.78 2.916 2288
PARTICIPATION IN
MANAGEMENT 14.81 4.081 2288
REMUNERATION 15.17 4.414 2288
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Correlations

Job WORKING
Performance TIME CLASS SIZ
Pearson Correlation Job Performance 1.000 .883
WORKING TIME .883 1.000
CLASS SIZE .825 .942
JOB ADVANCEMENT 777 .875
PROMOTION
OPPORTUNITIES 197 I28
PARTICIPATION IN
MANAGEMENT 147 901
REMUNERATION 785 915
Sig. (1-tailed) Job Performance . .000
WORKING TIME 000 )
CLASS SIZE 000 .000
JOB ADVANCEMENT .000 .000
PROMOTION
OPPORTUNITIES 000 000
PARTICIPATION IN
MANAGEMENT 000 000
REMUNERATION .000 .000
N Job Performanceé 2288 2288
WORKING ATME 2288 2288
CLASS SIZFE 2288 2288
JOB ADVANCEMENT 2288 2288
PROMOTION
OPPQRTUNITIES 2288 2288
PARTICIPATION IN
NFANAGEMENT 2288 2288 228
REMUNERATION 2288 2288 228
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Variables Entered/Removed?

Model

Variables
Entered

Variables
Removed

1

REMUNERATI
ON,
WORKING
TIME, JOB
ADVANCEME
NT,
PARTICIPATI
ON IN
MANAG

IZE X\,
,@TION
ORTUNITI

A

Q

%C

P

%'»

(\,

O
(bs»

| Enter

a. Depéndent Variable: Job Performance
b. All requested variables entered.

Model Summary
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Adjusted R | Std. Error of the R Square
Model R R Square Square Estimate Change F Change
1 .8993 .808 .808 1.585 .808 1601.069
Chan

a. Predictors: (Constant), REMUNERATION , WORKING TIME, JOB ADVANCEMENT,
PARTICIPA SIZE, PROMOTION OPPORTUNITIES

ANOVA®*
Model Sum of Squares df MeanSquate F Sig.
1 Regression 24138.928 6 4023.155|  1601.069 .000°
Residual 5731.680 2281 2.513
Total 29870.608 2087

a. Dependent Variable: Job Performance

b. Predictors: (Constant), REMUNERATON YW.ORKING TIME, JOB ADVANCEMENT,
PARTICIPATION IN MANAGEMENT, CLASS SIZE, PROMOTION

OPPORTUNITIES Coefficients?

Standardized
Unstandardized Coefficients Coefficients
Model B Std. Error Beta t
1 (Constant) 2.967 217 13.655
WORKING TIME 973 026 1.063 36.933
CLASSSIZE 051 .037 .059 1.385
JOB-ADVANCEMENT 917 .080 384 11.538
PROMOTION
OPPORTUNITIES -.105 .059 -.085 -1.779
PARTICIPATION IN
MANAGEMENT -.437 .033 -.494 -13.403
REMUNERATION -.042 045 -.052 -.948

a. Dependent Variable: Job Performance

DATASET ACTIVATE DataSetl.
DATASET CLOSE DataSet2.
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FREQUENCIES VARIABLES=Gender Age
Experience Marital /PERCENTILES=100.0

/ORDER=ANALYSIS.

Frequencies
Notes
Output Created 19-DEC-2022 15:09:37
Comments
Input Data C:\Usets\SAMSUNG\Desktop\Mrs
Quéen, Private School Code.sav
Active Dataset DataSet1
Filter <none>
Weight <none>
Split File <none>
N of Rows in Worcking Data
File 1418
Missing Value Handling  Definition‘ef Missing User-defined missing values are treated|
as missing.
Cases Used Statistics are based on all cases with|
valid data.
Syntax FREQUENCIES
VARIABLES=Gender Age Experience
Marital
/PERCENTILES=100.0
/ORDER=ANALYSIS.
Resources, Processor Time 00:00:00.05
Elapsed Time 00:00:00.05
Statistics
Gender of Age of Experience of | Marital Status
Respondents Respondents Respondents | of Respondents
Private Private Private Private
N Valid 1418 1418 1418 1418
Missing 0 0 0 0|
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Percentiles 100 2.00 4.00 4.00 6.00
Frequency Table
Gender of Respondents Private
Cumulative
Frequency | Percent | Valid Percent Percent

Valid Male 451 31.8 31.8 38

Female 967 68.2 68.2 100.0

Total 1418 100.0 100.0

Age of Respondents Private
Cumulative
Frequeney [™Percent | Valid Percent Percent

Valid 21-30 years 399 28.1 28.1 28.1

31-40 years 863 60.9 60.9 89.0

41-50 YEARS 72 5.1 5.1 94.1

50 Years and Above 84 59 59 100.0

Total 1418 100.0 100.0

Experience of Respondents Private
Cumulative
Frequency | Percent | Valid Percent Percent

Valid” 1-10 years 791 55.8 55.8 55.8

11- 20 years 452 319 319 87.7

21 - 30 years

Y 127 9.0 9.0 96.6
31 years and Above 100.0
Total 48 3.4 3.4
1418 100.0 100.0
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Marital Status of Respondents Private

Cumulative
Frequency | Percent | Valid Percent Percent
Valid Single 227 16.0 16.0 16.0
Married 526 37.1 37.1 53.1
Divorced 207 14.6 14.6 67.7
Seperated 108 7.6 7.6 75.3
widow or widower 36 2.5 2.5 77.9
Not willing to give the
information 314 22.1 2241 100.0
Total 1418| 100.0 100.0

GET

FILE="C:\Users\SAMSUNG\Desktop\Mrs Queen PhD Codes.sav".

DATASET NAME DataSet3 WINDOW=FRONT.
FREQUENCIES VARIABLES=GenderPublic AgePubli¢cExperiencePublic

MaritalPublic
/PERCENTILES=100.0
/ORDER=ANALYSIS.

Frequencies
Notes
Output Created 10-DEC-2022 15:25:25
Comments
Input Data C:\Users\SAMSUNG\Desktop\Mrs
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Missing Value Handling

Syntax

Resources

Active Dataset DataSet3
Filter <none>
Weight <none>
Split File <none>
N of Rows in Working Data

File

Definition of Missing

Cases Used

Processor Time

Elapsed Time

User-defined missing values are treated]
as missing.
Statistics are based on all cases with
valid data.
FREQUENCIES
VARIABLES=GefiderPublic
AgePublic ExpetieficePublic
MaritalPubli¢
/PERCGENHLES=100.0
/ORDER=ANALYSIS.

3606,

00:00:00.03
00:00:00.05

[DataSet3] C:\Users\SAMSUNG\Desktop\Mug‘Queen PhD Codes.sav Statistics

Years of
Experience of
Gendendf | Age of Teachers | Respondents Marital Status
Teachéss' Public Public Public Public
N Valid 2188 2188 2188 2188
Missing 1418 1418 1418 1418
Percentiles 100 2.00 4.00 3.00 2.00|
Frequency Table
Gender of Teachers Public
Cumulative
Frequency | Percent | Valid Percent Percent
Valid Male 1056 29.3 48.3 48.3
Female 1132 31.4 51.7 100.0
Total 2188 60.7 100.0
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Missing  System ‘ 1418 39.3 ‘ ‘
Total 3606 100.0,
Age of Teachers Public
Cumulative
Frequency | Percent Valid Percent Percent
Valid 20-30 110 3.1 5.0 5.0
31-40 572 15.9 26.1 302
41-50 1198 33.2 54.8 859
Above 30 308 8.5 14.1 100.0
Missing g;’s‘im 2188 60.7 100.0
1418 39.3
Total 3606 100.0:
Years of Experience of Respondents Public
Cumulative
Frequency | Pereent ™ Valid Percent Percent
Valid 1-10 1078 29.9 49.3 493
11-20 934 25.9 42.7 92.0
21-30 176 4.9 8.0 100.0
o Total 2J88 60.7 100.0;
1;’2:1‘“*‘5 System 1418 393
3606 100.0
Marital Status Public
Cumulative
Frequency | Percent | Valid Percent Percent
Valid Single 374 10.4 17.1 17.1
Married 1814 50.3 82.9 100.0
Total 2188 60.7 100.0;
Missing  gystem 1418 39.3
Total 3606 100.0
FREQUENCIES

VARIABLES=MaritalPublic
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/PERCENTILES=100.0
/ORDER=ANALYSIS.

Frequencies
Notes
Output Created [O:BEC-2022 15:34:18
Comments
Input Data C:\Users\SAMSUNG\Desktop\Mrs
Queen RhD, Codes.sav
Active Dataset DataSet3
Filter <pone>
Weight <none>
Split File <none>
N of Rows in Working Data
File 3609
Missing Value Handling  Definition of\Missing User-defined missing values are treated|
as missing.
Cases Used Statistics are based on all cases with
valid data.
Syntax FREQUENCIES
VARIABLES=MaritalPublic
/PERCENTILES=100.0
/ORDER=ANALYSIS.
Resources Processor Time 00:00:00.03
Elapsed Time 00:00:00.05
Statistics
Marital Status Public
N Valid 2188
Missing 1418
Percentiles 100 6.00

Marital Status Public
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Cumulative
Frequency | Percent | Valid Percent Percent
Valid Single 346 9.6 15.8 15.8
Married 1651 45.8 75.5 91.3
Divorced 27 7 1.2 92.5
Seperated 30 8 1.4 93.9
Widow/widower 49 1.4 2.2 96.1
Not willing to give
information 85 2.4 3¢9 100.0
Missing Total 2188 60.7 100.0
Total System 1418 39.3
3606 100.0

FREQUENCIES VARIABLES=StudentperclassperarmPublic
StdperarmPublic /PERCENTILES=100.0 /ORDER=ANALYSIS.

Frequencies
Notes
Output Created 10-DEC-2022 15:38:42
Comments
Input Data C:\Users\SAMSUNG\Desktop\Mrs
Queen PhD Codes.sav

Active Dataset DataSet3

Filter <none>

Weight <none>

Split File <none>

Iljﬂzf Rows in Working Data 3606

Definition of Missing User-defined missing values are treated|
Missing Value Handling as missing.

Cases Used
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Syntax

FREQUENCIES
VARIABLES=StudentperclassperarmP
ublic StdperarmPublic
/PERCENTILES=100.0
/ORDER=ANALYSIS.

Resources Processor Time 00:00:00.05
Elapsed Time 00:00:00.06
Statistics
Number of Number of
Students Taught| Subjects taught
per Class per | per class /arm
Arm Public Public
N Valid 134 0
Missing 3472 3606
Percentiles 100 4.00!
Frequency Table
Number of Students Tauglht per Class per Arm Public
Cumulative
Frequency | Percent | Valid Percent Percent
Valid Less than-20 3 A 2.2 2.2
2049 20 .6 14.9 17.2
30-69 82 2.3 61.2 78.4
70 and Above 29 8 21.6 100.0
Missing g;’;im 134 3.7 100.0
3472 96.3
Total 3606 100.0:

Number of Subjects taught per class / arm

Public

Frequency

Percent
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Missing ~ System

3606 100.0

FREQUENCIES

VARIABLES=StudentperclassperarmPublic

/PERCENTILES=100.0

/ORDER=ANALYSIS.

Frequencies
Notes

Output Created MLPEC-2022 15:47:23

Comments

Input Data C:\Users\SSAMSUNG\Desktop\Mrs
Queen RhD, Codes.sav

Active Dataset DataSet3

Filter <pone>

Weight <none>

Split File <none>

N of Rows in Working Data

File 3606

Missing Value Handling  Definition ofiMissing User-defined missing values are treated|
as missing.

Cases Used Statistics are based on all cases with|
valid data.

Syntax FREQUENCIES
VARIABLES=StudentperclassperarmP
ublic

/PERCENTILES=100.0
/ORDER=ANALYSIS.
Resources Processor Time 00:00:00.03
Elapsed Time 00:00:00.03
Statistics

Number of Students

Taught per Class per

Arm Public

N Valid 2188
Missing 1418
Percentiles 100 4.00
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é\

S
Number of Students Taught per Class per Arm Public ‘%
Cumulative
Frequency | Percent | Valj Xcent Percent

Valid  Less than 20 51 1.4 &\Q" 23 23
20-49 330 98N 15.1 17.4
50-69 1343 N3 61.4 78.8
70 and Above 464 A\ 129 21.2 100.0
Total 2 1@ N 7607 100.0)

Missing ~ System 1418 39.3

Total 3606 100.0

FREQUENCIES

VARIABLES=Std ﬂb;c
/PERCENTILES= OO
/ORDER=ANALY

Frequencies
Notes
Output Created 10-DEC-2022 16:34:10
Comments
Input Data C:\Users\SAMSUNG\Desktop\Mrs
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Queen PhD Codes.sav

Active Dataset DataSet3
Filter <none>
Weight <none>
Split File <none>
N of Rows in Working Data 3606
File
Missing Value Handling  Definition of Missing User-defined missing values are treated|
as missing.
Cases Used Statistics are based onCall cases with|
valid data.
Syntax FREQUENCIES
VARIABLES=StdpetarmPublic
/PERCENTILES=100.0
/ORDER=ANALYSIS.
Resources Processor Time 00:00:00.03
Elapsed Time 00:00:00.03
Statistics
Number of  Subjects
taught per class / arm
Public
N Valid 2188
Missing 418
Percentiles 100 5.00

Number ofSubjécts taught per class / arm Public

Cumulative
Frequency | Percent | Valid Percent Percent
Valid 1 51 1.4 23 23
2 312 8.7 14.3 16.6
3 1229 34.1 56.2 72.8
4 490 13.6 22.4 95.2
5 106 2.9 4.8 100.0
Missing Total 2188 60.7 100.0;
Total System 1418 39.3
3606 100.0
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FREQUENCIES

VARIABLES=StdperarmPublic

/PERCENTILES=100.0
/ORDER=ANALYSIS.

Frequencies
Notes
Output Created 10-DEC-2022 16:46:25
Comments
Input Data €:\sers\SAMSUNG\Desktop\Mrs
Queen PhD Codes.sav
Active Dataset DataSet3
Filter <none>
Weight <none>
Split File <none>
N of Rows in Working Data 3606
File
Missing Value Handling  Dgfinitioff of Missing User-defined missing values are treated|
as missing.
Cases Used Statistics are based on all cases with
valid data.
Syntax FREQUENCIES
VARIABLES=StdperarmPublic
/PERCENTILES=100.0
/ORDER=ANALYSIS.
ResOutees Processor Time 00:00:00.03
Elapsed Time 00:00:00.03
Statistics
Number of  Subjects
taught per class / arm
Public
N Valid 2188
MiSSil’lg 1418
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Percentiles 100

| 5.00|

Number of Subjects taught per class / arm Public

Cumulative
Frequency | Percent | Valid Percent Percent
Valid 1 185 5.1 8.5 8.5
2 1235 34.2 56.4 64.9
3 685 19.0 31.3 96,2
4 48 1.3 2.2 o84
5 35 1.0 1.6 100.0
. Total 2188 60.7 100.0
Missing
Total System 1418 39.3
3606 100.0:
DATASET ACTIVATE DataSetl.

FREQUENCIES VARIABLES=studentperarm
noofarmtaughtperclass /PERCENTILES=100.0

/ORDER=ANALYSIS.

Frequencies
Notes
Output Created 10-DEC-2022 17:01:39
Comments
Input Data C:\Users\SAMSUNG\Desktop\Mrs
Queen Private School Code.sav
Active Dataset DataSetl
Filter <none>
Weight <none>
Split File <none>
N of Rows in Working Data 1600
File
Missing Value Handling  Definition of Missing User-defined missing values are treated|
as missing.
Cases Used Statistics are based on all cases with
Syntax valid data.
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VARIABLES=studentperarm
noofarmtaughtperclass
/PERCENTILES=100.0




/ORDER=ANALYSIS.

Resources Processor Time 00:00:00.02
Elapsed Time 00:00:00.20
[DataSetl] C:\Users\SAMSUNG\Desktop\Mrs Queen Private School Code.sav
Statistics
Number of
Students taught| Number of
per class per| Arms taught per
arm classs / subject
N Valid 1418 1418
Missing 182 182
Percentiles 100 4.00 2.00
Frequency Table
Number of Students taught per class per arm
Cumulative
Frequeney | Percent | Valid Percent Percent
Valid Less than 20 914 57.1 64.5 64.5
20-49 427 26.7 30.1 94.6
50-69 56 3.5 3.9 98.5
70 and Abeye 21 1.3 1.5 100.0
Total 1418 88.6 100.0
MiSSIng ae o RO 182 11.4
Total 1600 100.0:
Number of Arms taught per classs / subject
Cumulative
Frequency | Percent | Valid Percent Percent
Valid 1 1383 86.4 97.5 97.5
2 35 2.2 2.5 100.0
Total 1418 88.6 100.0;
Missing  gystem 182 11.4
Total 1600 100.0
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Bio-data

Q>

L
<
&'\

ist Church P.O. Box 30367

Name: Emikpe Queen Agbamorin

E-mail queenemikpe@gmail.com

Telephone 08034881652
08055881652

Gender: Female

Date of Birth: oth Feb, 1973

Place of Birth: Benin-City

State Of Origin: Edo State

Nationality: Nigerian ° ‘\\‘

Residential Address: No 1 Ogini Close Pap%@% Akobo Ojurin,
Ibadan, Oyo Stat N \Q

Postal Address: New Haven
Secreta'\‘(;&badan, Oyo State.

O
Next of Kin %Jcpe Favour Omotobore

\)%%
Educational Institution @d.éd:
Ambrose Alli Univ@% ma, Edo State
Oke Secondary Sgﬁ: #Oke Ora
Saint Mary%@ ar School Eme, Ora
Oke Prima ool, Oke Ora

QO

Acade Qualified:

(M.Ed) Master of Education in Educational Management

(MIPR) Master of Industrial & Personal Relation
B.SC. (ED) Business Education (Accounting)
General School Certificate Education

Working Experience:

DATE 1995

Place of Work: St Mary’s Grammar School Ora
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1993-1998
1986-1992
1994-1995
1979-1984

2019
2010
1998
1992-1995


mailto:queenemikpe@gmail.com

Teaching practice: Teaches Commerce and
Economics DATE 1997

Place of Work: Holy Trinity Grammar School Sabo, Ida Ora
Teaching practice: Teaches Commerce and Economics

DATE 1999-2000
Place of Work: National Youth South (NYSC) Ido Local Government
Area, Ibadan, Oyo State. Worked in the administrative

affairs of the Local Government Area. &
’8)

DATE 2002-2014 : \QO

Place of Work: Queensvee Enterprise, Akobo Ojurin,‘%!an, Oyo
State N

Position Held: Sales Manager \

5\
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