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Abstract

The professional development programmes, self-efficacy and job commitment of lecturers have
continued to draw a lot of debate within the Nigerian education setting. The previous studies
failed to harness the variables under this present study effectively instead combined
performance with self-efficacy or commitment. This study investigated the professional
development programmes, self-efficacy and job commitment as determinants of lecturers’
performance in colleges of education in Southwest, Nigeria. The research design used for this
study is descriptive survey design. Professional Development, Self-efficacy, Job Commitment,
Lecturers’ Performance Scale (PDSJCLPS) (r = 0.71) was used for data collection. Data
collected were analysed using Frequency counts, Means, Standard Deviation and Multiple
Regression Analysis. Findings revealed that lecturers participated in professional elopment

programme such as seminars, conference, workshop and training in colleges cdtion in

Southwest, Nigeria. There was moderate level of self-efficacy in colleg cation in

Southwest, Nigeria. There was significant combined contribution of prof: development

programmes, self-efficacy and job commitment on lecturers’ perf@% in colleges of
a

education, (R = .456, R?= 208, F@,1262) = 110.325, p < 0.05). Thereywas\elationship between
professional development programmes and lecturers’ performanc %le‘ges of education, (r =
0.411). There was relationship between job commitment and 1 ’ performance in colleges
of education, (r = 0.228). Professional development e%raws, self-efficacy and job

commitment are essential variables that can determine ledtardrs’ performance in colleges of
education in Southwest, Nigeria. It was recommende ng others that lecturers should be
encouraged to participate more in international confs » Self-efficacy of lecturers should be

improved upon in terms of problem solving, ¢ ence to face problems and ability to cope
with students and school problems. &

Performance
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Chapter One

Introduction

1.1 Background to the Study

Lecturers' performance is one of the most important factors in higher institutions of learning
that determining the quality of education. If lecturers’ performance is weak the entire system of
education will be shaky. In view of this fact, effective job performance of lecturers is imperative
for any educational improvement. Performance of a lecturer refers to how t %sional
duties in the school at a given time are being carried out. Job performance c@wwwed as the

N

\
Lecturers in the colleges of education are the major and most i &mt uman resources in the

outcomes and accomplishments valued by the organization or &h at one works in.
institutions. Lecturers have closed contact with students a %‘nsible for delivery instruction
in the classroom. Lecturers are involved in the im @m‘uon of curriculum and educational
policies in classroom without them, goal 05\ eg®s of education cannot be accomplished.
Equally, it will be difficult to carry out tl@cuculum activities'. Hence, job enthusiasm and
maximum job performance are r q@ needed to be improved upon.

The word ‘perfoma&k\med to mean the act of carrying out a particular piece of
work, a duty or respo@y l;y an individual and this is often regarded as one’s job.
Performance can &g r to the accomplishment of a given task measured against preset
known stand% accuracy, completeness, cost, and speed’. Performance can be seen as the
result of a person or group in an organization at a particular time which reflects how
well the person or group reach the qualification of a job in a mission to achieve organization’s
goal®. Staff job performance on the other hand means using the skills, ability, experience, to
perform the assigned task required by the superior with effectiveness and efficiency”.
Institutions assigned their staff with specific duties and responsibilities to achieve or accomplish

specific and pre-determined goals. Job performance is viewed as overall expected value from

employees’ behaviors carried out over the course of a set period of time’. In order to improve
12



staff job performance there is the need to develop the desired knowledge, skills and abilities of
the employees to perform well on the job. Colleges of education provide professional
development programmes so as to optimize their lecturers’ potentials to do their job as desired.

In the world all over, the survival of any institution of learning in the competitive society
lies in its ability to develop its human resources so as to be creative, innovative, inventive and
invariably enhance performance and to increase competitive advantage. In Nigerian colleges of
education (COE), different cadres of staff are employed to carry out speci \kﬁes and
responsibilities which are channeled towards the attainment of the instit\' goals. These
managerial staff include; the provost, bursar, registrar and director of works who performs the
function of managing human and material resource in the col g\\%he\lecturers perform the
function of translating educational policies and plans int@nd also apply the educational
theories and principles into actual practice. Simila \administrative, technical and junior
staff carries out their services as specified and& ned by the college management.

The need to hire competent lecturers @ecome stronger due to the challenges faced by
global economy®. Lecturers all ov rld need to keep pace with highly developing fields
of knowledge and technolo%a to meet needs of students. The governments as well as
management of high itutions learning have realized the importance of lecturers’
training/developmé\in lleges of education as part of human resource development strategy
to update lec%gkills in response to rapid changes in the world.

re continuous criticisms on the quality of lecturers’ output, ineffectiveness in
their job performance, inefficient content delivery, poor lecturer etiquette and poor job
commitment’. Company policies, salary, co-worker relationship, supervisory or management
style and work environment affect staff commitment and job performance®. This seems to
suggest that lecturers are not effectively committed and participating in staff professional
development programmes which should have had positive impact on their job performance, and

able to solve problems relating to students’ poor academic performance.
13



However, in his submission of poor job commitment in higher institutions commented
that over 40 percent of the staff of the university spends more time watching pornographic
videos and other illicit films during work hours than doing the work for which they are
employed and paid for®. People should be made to be conscientious as well as do what they
have been assigned to do and eschew laziness. This act of watching pornographic video and
other illicit films during work hours will probably reduce the time to perform other duties
assigned to the lecturers such as attending to students’ problems, classroom actiwi ?Rarking
students’ scripts, research activities and other responsibilities. The effect\@mmitmem on
the staff job performance needed to be addressed by educational Kke ers because every
employee, workers need to do what they are employed to do. I@%\\{us \;ho perform their jobs
as expected enable their university to achieve its purpo %sired, but the reverse occurs
when there is lecturer job underperformance!®. T @WS that lecturers need professional
development programmes and more commitn@%er to improve on their performance.

Furthermore, the trend of low acadenjic performance is rampant among students in
tertiary institution. This has b @ect of major concern to educational planners,
administrators, students and a&er stakeholders in education. The Vice Chancellor,
University of Ibadan, @ed on the poor performance of the first year students of the
institution in the fdcently concluded First Semester Examinations. He stated that 510 (17.2

percent) out ,961 students were asked to withdraw from the institution due to poor

perfor . However, students’ poor performance may be attributed to parental attitude,
change in environment or teachers’ attitude. Lecturers’ job performance refers to the extent to
which lecturers complete the teaching, research and community service tasks, responsibilities
and activities intended to facilitate student learning and achievement of desired educational
outcomes'?. Thus, there is stringent need for lecturer professional development programmes,

enhanced job commitment and effectiveness if the nation will attain the coveted millennium

development goals.
14



Lecturers’ job performance is one of the factors that affect the standard of education in
any institution of learning colleges of education inclusive. The product of any level of education
show case how well the performances of lecturers are keen to their job. The biggest problem
faced by developing countries is that of obtaining, retaining and maintaining employees’ job
performance. A major challenge facing contemporary organization such as colleges of
education and other higher institutions learning involves maintaining employee commitment in
the current business environment'3. The level at which lecturers’ participatior%\%rﬁmunity
service is far below expectation and their involvement in research and publ% aves a lot to
be desired'*. Therefore, effective professional development programme fonecturers will help to
develop competences, capacity building, and equip lecturers W&h\)& lat;st teaching skills and
methodologies that will assist them to interact effectiv@ students in classroom which
equally has effects on their job performance. §

Lecturers’ performance in the colleg “%ducation system 1is issue that is begging for
scholars and government attentions, especially>in private and public sector in Nigeria which
result into establishment of the @4 roductivity Centre under the Federal Ministry of
Employment, Labour and P@%&ty”. The National Productivity Centre has the mandate to
develop and supply th chnical solutions to performance productivity problems across all
sectors of the nat@ nomy and stimulating productivity and performance consciousness
among Nigef§ rkers!®. In Nigeria, the National Commission for Colleges of Education
(NCC ssigned to ensure quality assurance in colleges of education through accreditation
of academic programmes.

Lecturers’ performance in Colleges of education is a factor in determining the extent to
which the goals of teaching and learning, research and college are realised, provision of
effective professional development, improving self-efficacy and job commitment can be used as
motivational tools for all lecturers or pre-condition for performance in Nigeria. However, self-

efficacy can be improved through personal experience, role modeling, social persuasion,
15



motivation, payment of fringe benefit such as allowance, sponsor for conference and seminars,
praising successes, provision of learning opportunities and so on and so forth. Persistent decline
in Nigeria public sector has been observed despite the reform and institutional capacity building
by the government!>. Has been reported, in recent years’ that stakeholders in the education
industry complained about lecturers performance in tertiary institutions as some failed to show
commitment, punctuality, efficacy, dedication, confidence, devotion, fairness, and patriotism
expected from them. Lecturers in colleges of education expect to work in jobs t 1de them
with opportunities to be promoted to new and challenging positions. @

\
conferences, seminars, orientation, mentoring, further training Qh%xthe-job training arranged

Professional development programmes are the organized ac&%ch as; workshops,
within the college to develop lecturers’ skills and knowl %perform their assigned duties
diligently. Professional development is any activiti @ed at acquisition of new knowledge
and skills for effective job delivery. In @ersity system, lecturers’ professional
development is encouraged through re-trg@ programmes, mentorship, seminars, research
publications, conferences, symposj ugural lectures!’. Professional development is about
developing teachers’ skills, k&vkge, expertise, learning procedures, learning how to acquire
further knowledge and t@—ming the knowledge into practice '®

Profess1ond\g!,‘[opment programmes can be viewed as a process engaged in to
enhance the @ge skills and attitudes of the lecturers!®. This implies the responsibility to
create; e, evaluate and transmit knowledge through continuing learning. Lecturers’
professional development can be viewed as a set of programmes or workshops planned for
lecturers and designed to develop their skills and knowledge at different levels. Lecturers’
participation in professional development programmes should begin immediately they are
employed and continue throughout their profession. Colleges of education can achieve his

objective on professional development by increasing the skills and knowledge of the lecturers.

However, if lecturers’ knowledge and skills are developed through different types professional
16



development programmes, such as seminars, workshops, further education, induction courses,
mentoring and establishment of adequate reference libraries, their performance will be enhanced,
as well as that of institutions they work for.

Furthermore, professional development programmes could be refer to the various means by
which all categories of staff working in colleges of education are encouraged to improve their
capabilities, knowledge, skills and be more effective in job performance. In Nigerian Colleges
of Education, staff professional development programmes are the opportuniti %ed for
staff to increase their knowledge, skills, and experiences thereby @ g their job
performances. These opportunities include; short training courses such as donferences, seminars
and workshops, writing of articles in educational journals, @%ﬁcal\ leave and induction
training programme for newly employed staff and staff e %t in educational programmes
such as Postgraduate Diploma in Education (PGD \ter in Education (MEd.), Doctor of
Philosophy (PhD) and Post-Doctoral progra Inaddition, staff exposure to administrative
activities like serving in different college dQmuhittee, mentoring by senior academic colleagues
and many others will further go staff in their various assignments'. Meanwhile
development programmes in {gan tion such as conferences, seminars and workshops tend to
focus on job related sk'l@these skills contribute directly to the functions of the organization

»

while professiona@

benefit the ation indirectly or directly while other contributed to the person’s

ment tends to focus on career-related skills. Some of these skills may

profesnd competency in more general way. Both development and professional

development programmes aimed at improving or increasing employees’ skills, knowledge and
capacity to perform effectively on their job.

Self-efficacy is the personal belief and determination of a lecturer to deal with a certain
task given to him or her in school or college. Self-efficacy can be viewed as self-belief of
teachers on their capabilities and trust they have on their methodologies to accomplish the

tasks?’. Self-efficacy affects every area of human endeavor. By determining the beliefs, a person
17



holds regarding his or her power to affect situations as it strongly influences both the power a
person actually has to face challenges competently and the choices a person is most likely to
make. Self-efficacy can be viewed as ability to deal with certain task. Self-efficacy can be
defined as one’s belief in one’s ability to successful executes any given task. It is this belief that
determines whether or not individual can rise up after being knocked down. Self-efficacy is an
individual’s perception about himself that he can perform any work by utilizing his abilities and
capabilities?!. Self-efficacy highly influences an individual’s action, effort \%}way of
accomplishing tasks resulting in enhanced abilities and makes one more\ nt about the
desired results®.
A

A strong sense of self-efficacy enhances persﬂg)&well-being and human
accomplishment in many ways. Lecturers with high self-e %\\always approach difficult tasks
as a challenge to be mastered rather than as threat%@\avoided. Such an efficacious sense
increases intrinsic interest and high commit The¥y always sustain and heighten their effort
in the face of failure. They always recov@ckly from failures and setbacks. They always
attribute failures to deficient knowle d insufficient effort and skill which are acquirable.
They also approach difﬁculh&%s with assurance that they can exercise control over it. A
high level of self-effic @gers feeling that one is responsible for one’s destiny and that one

can do what one V\& 02!,

How turer with low self-efficacy shy away from difficult tasks which they view
as per@leats. Such lecturers have low aspirations and weak commitment to pursue their
goals in their chosen career. When such lecturers are faced with difficult tasks, they dwell on
their personal deficiencies, rather than concentrate on how to perform successfully. They are
slow to recover failure or setbacks, because they view insufficient performance as deficient
aptitude. They quickly lose faith in their capabilities. They fall easy to victim of stress and
depression. When low self-efficacy is present in an individual or lecturers, negative feeling

about one’s abilities and responsibilities for one’s own performance can be triggered?!.
18



Job commitment can be viewed as the level of enthusiasm, feeling or interest a lecturer
has towards tasks assigned to him or her in school or workplace. It is simply a way at which an
individual is dedicated to a particular organization, cause, or belief, and a willingness to get
involved. It could also refer to the tendency that an individual may stick to the organization, feel
psychologically attached to it, whether he/she like the job or not. Teachers’ job commitment can
be viewed as the willingness of teachers to invest personal resources into the teaching task and
thus remain in the teaching profession?’. Furthermore, it is a strong beld %ﬂd the
acceptance of the school’s goals and values, a strong desire to maintai\% membership

\

within the school and a willingness to exert considerable effort& If of the school.
Teacher’s job commitment is an internal force that drives @\%éﬁ, to show enhanced job

performance?’. @

Job commitment is how an individual bring @n and initiative to job every day. It is
the degree level of an individual relation an& eriences as a sense of loyalty toward one’s
organization. It is the extent to which an e@ee develops an attachment and having a feeling
of allegiance to his/her employer. Jt 1 a way of bringing energy and initiative to job every
day. Lecturer with a high 1&:\%1C carhmitment usually exhibit positive behaviours in the school,
such as job satisfactio @ganizaﬁonal citizenship, which is of great benefit to the institution.
Students’ perforn&&d wellbeing in schools, schools’ growth and success as well as
educational ent of a nation cannot be achieved without committed teachers. This is
becau itted teachers see school’s or students’ problems as theirs and are always ready
and willing to do everything possible to solve such problems.

Lecturers’ job commitment in colleges of education can be measured in term of their
commitment to school, to students, to teaching profession, and to outcome and objectives of the
institution. Lecturers’ commitment to the student: is the willingness of lecturers to work with
students in both curricular and extra-curricular activities which help students to connect to the

institution and its academic activities. Commitment to school or institution; is the readiness of
19



lecturers to accept the goals, policies and programmes of a school, commitment to teaching
profession; willingness lecturers to recognize and discharge his professional responsibilities to
students, colleagues, administrators, parents and the community, commitment to outcome and
objectives: lecturers believe in and act upon the goals of the institution.

Federal Government affirmed the importance of staff development in higher institutions
of learning in the National Policy on Education through continuous training and re-training of
lecturer and teacher in the nation’s educational planning, as no education systen@s} above
the quality of its teachers?*. Different ideas have been put in pla\ government,
administrators and other stakeholders for development of lecturers i{th%eges of education
and support from other organizations. Government ﬁnanc(%%{?qtivgs staff development
programmes through the National Commission for Colleg %ucation (NCCE) and Tertiary
Education Trust Fund (TETFund) and as well as ited Nations Educational Scientific
Organization (UNESCO) interventions?. All are done because colleges of education are
regarded as a place for training potentia@hers for schools, society and national interest
because it is considered as the bedgec igeria’s development.

Professional develop%kﬁdgrammes, self-efficacy and job commitment will go a long
to improve lecturers’ nce if well implemented. Self-efficacy can be implemented when
befitting program that'would favor the entire staff such as seminars, conferences, workshops,
mentoring, o training, motivation, are provided. Despite the importance of professional
devel self-efficacy and job commitment, the previous studies fail to harness the
variables under this present study effectively, they had concentrated on job satisfaction,
motivation, attitude of secondary school teachers. The purpose of this study was to investigate
the professional development programmes, self-efficacy and job commitment as determinants of

lecturers’ performance in colleges of education in Southwest, Nigeria.

20



1.2. Statement of the Problem

The professional development programmes, self-efficacy and job commitment have
generated debate within academic setting in Nigerian. The problem is not on how to hire
lecturers in school but how to maintain them through continuous development. The falling
standard of education could be as a result of incompetence, negligence, absenteeism, poor job
commitment and lack of self-efficacy among the lecturers in Colleges of Education. It seems
lecturers do not perform to the expected standards and neither do they see to a % needs
of students and other stakeholders. Their performance appears to be IGSS\ti ory than the
expected standards and consequences have been predictable as therg aré\(1Sing concerns over
poor coverage of term projects and course content, poor@%&raﬁ\on of lecture notes,
uninteresting mode of delivery of lecture, and unsatis%%ethod of evaluation, delayed
examination results and missing marks, poor assess \S examinations, poor lecturer-student
interaction, deteriorating academic performa:@{l réduced levels of research and publications
and as a result, academic standards and@brmance among students have been adversely
affected. The purpose of this i was to investigate the professional development
programmes, self-efficacy a%%tommitment as determinants of lecturers’ performance in

\)
colleges of education if est, Nigeria.

1.3. Aim and Obj€etives of the Study

The mai ve of this study is to examine the professional development programmes,

self-efl nd job commitment as determinants of lecturers’ performances in Colleges of

Education in Southwest Nigeria. In specific terms, the objectives of this study are to:

(1) identify the professional development programmes attended by lecturers in colleges of
education in Southwest, Nigeria.

(i) determine the level of self-efficacy among lecturers in colleges of education in Southwest,

Nigeria.

(ii1)) examine the level of job commitment in colleges of education in Southwest, Nigeria.
21



(iv) investigate the combined contribution of professional development programmes
(seminars, conferences, workshop, training), self-efficacy (confidence, coping ability,
ability to solve problems) and job commitment (students, school/college) on the job
performance of lecturers in colleges of education in Southwest, Nigeria.

(v) investigate the relationship between professional development programmes (seminars,
conferences, workshop, orientations) and lecturers’ performance in colleges of education
in Southwest, Nigeria. %Q\

(vi) investigate the relationship between self-efficacy (confidence, co @my, ability to
solve problems) and lecturers’ performance in colleges of eduo&ion outhwest, Nigeria.

(vii) investigate the relationship between job commitment(%?&%&nts,\ school/college) and
lecturers’ performance in colleges of education in S&%ﬂ Nigeria.

1.4. Research Questions %\

The following research questions are raised to & study:

(1)  What are the professional developme@sgrammes that lecturers in colleges of education
have attended in Southwest, i

i
(1)) What is the level of 16@ -efficacy in colleges of education in Southwest, Nigeria?

(ii1)) What is the level @Lrers’ job commitment among lecturers in colleges of education in

Southwest, Tﬁé‘?’
1.5. Hypoth%Q

The f hypotheses were tested:

Hol: There will be no significant combined contribution of professional development
programmes (seminars, conferences, workshop, training), self-efficacy (confidence,
coping ability, ability to solve problems) and job commitment (students, school/college)

on lecturers’ performance in colleges of education, Southwest, Nigeria.
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Ho2: There will be no significant relationship between professional development programmes
(seminars, conferences, workshop, training) and lecturers’ performance in colleges of
education, Southwest, Nigeria.

Ho3: There will be no significant relationship between self-efficacy (confidence, coping ability,
ability to solve problems) and lecturers’ performance in colleges of education,
Southwest, Nigeria.

Ho4: There will be no significant relationship between job commitr@sﬁlden‘[s,
school/college) and lecturers’ performance in colleges of education, est, Nigeria.

1.6. Significance of the Study
The finding of this study will be of immense beneﬁ@_\?:\lpctl\lrers, management of

Colleges of Education, educational planners and p@kers, government, National

Commission for Colleges of Education, and researc \

The study will assist lecturers to up their skills and meet up with the changing
technological environment and facilitate in@ﬁonal delivery.
Apart from serving as an gye r to the National Commission of College Education

(NCCE) on the level of lect@iomance in colleges of education. It will prompt the body

to improve on quality t@measures and provision of necessary resources to aid lecturers’

performance in thsfg\stgﬁﬁons.
This @H provide reliable data to be used to evaluate the lecturers’ performance,
help t(@ine the extent to which the objectives are accomplished and motivate lecturers in
colleges of education to put in their best.
This study will also prompt management of colleges of education to evaluate the
effectiveness of professional development programmes in producing the expected outcomes. It
will also prompt them to put all hands on the deck to support the lecturers to be more efficient in

their task.
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The findings from this study will assist educational managers and planners in the Federal
and States Ministry of Education (MOEs) as well as proprietors of private colleges of education
(COEs) to assess their roles as to provide professional development programmes, improving
self-efficacy and job commitment of lecturers in colleges of education. This would enable such
authorities to take steps where necessary to improve their performance for maximum

productivity.
The outcome of this study will also be relevant to staff in Nig '%;leges of

Education, COEs because they are the direct beneficiaries. Staff will not \@more informed
of opportunities for professional development, but will also b &couraged to take
advantage of the opportunities. This also implied that st stand a better chance of
improving their performance especially in the aspect &&gmng Nigeria College Education

(NCE) graduates who are expected to teach at the r school level of education in Nigeria.

The findings from this study will further ins@&re research works that would cater for other

areas of study. Q ~
1.7. Scope of the Study \<§/

This study inve@d p;ofessional development programmes, self-efficacy and job
commitment as dsﬁQ ts of lecturers’ performance in colleges of education in Southwest,
Nigeria. The as delimited to colleges of education in Southwest, Nigeria (3 Federal, 3
State Q’rivates Colleges of Education). This study covers professional development
programmes, self-efficacy and job commitment and lecturers’ performance. The respondents for

this study were lecturers of the Colleges of Education in Southwest, Nigeria.
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1.8. Limitations of the Study
In the course of gathering data for this study, the researcher encountered some
challenges. These included reluctance of lecturers in filling the questionnaire and collection of

questionnaires as a result of COVID-19 pandemic situation in the country and throughout the

World.

1.9. Operational Definition of Terms.

The terms used in this study are operationally defined as follows: Q&\V\
Lecturers’ Job Performance - The specific duties and responsibilities v@&ke up the work
a lecturer carries out to be paid by colleges of education. \ \

Professional Development Programmes - The organized s (workshops, conferences,
seminars, orientation, mentoring further training an \(&ﬁvjob training) arranged within
college in order to develop the knowledge and skil cturers to perform their duties well.
Self-efficacy - Self-efficacy is the personal @ﬂ determination of a lecturer to deal with a

certain task given to him or her in sch: ege.

Job Commitment - Is the leve]®hsiasm, feeling or interest a lecturer has towards tasks
assigned to him or her in s& .

S
O
QQ
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Chapter Two
Literature Review

This chapter presents the review of literature on specific concepts based on the purpose
of the study. This chapter will be discussed under the following headings: Conceptual review,

theoretical review, empirical review, conceptual model and summary of related literature. This

2.1.1. Job Performance %\
2.1.2. Lecturers’ Job Performance \x\ \

2.1.5. Self-efficacy @
2.1.6. Job Commitment (\\

2.2. Theoretical Framework Q
2.2.1. Human Capital Theory \%/t

2.2.2. Social Cognitive ThQ :
2.2.3. Social Exch&Th
2.3. Review o jirical Studies

2.3.1. Pro 1 Development Programmes and Lecturers’ job Performance

chapter is organised under the following headings:

2.1 Conceptual Review

2.1.3. Professional Development Programmes

2.1.4. Orientation Programmes

2.3.2. &efﬁcacy and Lecturers’ job Performance
2.3.3. Job Commitment and Lecturers’ Performance
2.4. Conceptual Model/Framework

2.5. Summary of Literature Reviewed
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2.1 Conceptual Review

2.1.1. Job Performance

The workers performance is very important to an organization as well as to workers
themselves. Performance can be demonstrated in the improvement of production, easiness in
utilizing new technology, or being a highly motivated individual. It can be defined as the
outcome of individuals with respect to process, results, relevance, and success_achieved'.
Performance can be divided into two aspects - behaviour and outcome aspect. ® aspect
explains how worker behaves, deals with customers, colleagues and hi in workplace.
Behavior of worker is bind with job requirement. Performance ca b&e%: ibed as the result of
work of a person or group in an organization at a particulagti hich reflects how well the

person or group reach the qualification of a job in a mis@{]rganization’s goal achievement?.

Outcomes aspect is result or output of employe rmance in organization. Employees

behaviour can increases sales of the prod@&i services, improve customer loyalty and
promotion of individual in organizatiOQengdor is not only factor that affect outcome in there

other factor as well. \%?\

Generally, the wor formance is used to mean the act of carrying out a particular
piece of work, a duty@onsibility by an individual and this is often regarded as one’s job.
Performance re%\ the employee job behaviour and comparing it with the formats and
standards %e been determined in the organisation. Performance can be defined as the
achievt of specified task measure against predetermined or identified standards or accuracy,
completeness, cost and speed. In an employment contract, performance is deemed to be the
accomplishment of a commitment in such a manner that releases the performer from all
liabilities laid down under the contract. Efficiency and effectiveness are ingredients of
performance apart from competitiveness and productivity and training is a way of increasing

individual’s performance.
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Performance (work performance) can be described as the result of quality and quantity
of work achieved by an employee in carrying out their duties following the responsibilities
given to him. Performance comes from the word job performance or actual performance, which
means that work performance is the result of quality and quantity of work achieved by an
employee in carrying out their functions under the responsibilities given. Performance is the
result of the quality and quantity of work that can be achieved by an employee in carrying out
tasks with the responsibilities given to him?. It is the overall achievement of ?ﬁar task
measured against pre-selected standards of accuracy, cost, and speed; or t@lgic approach
to enhancing organizational effectiveness by improving the performance, of individuals who

/\ \
work in the organization. (_)

Good performance means how well employees pre %on the assigned task. In every
organization there are some expectations from the e s with respect to their performance.
And when they perform up to the set standa d Teet organisational expectations they are
believed to be good performers. Function@d presentation of employees is also termed as
employee performance. This mea t% ective administration and presentation of employee’s

task which reflect the quali%m by the organisation can also be termed as performance.

Performance is the res 1@%{0& that the quality and quantity can be achieved by an employee
ot

in performing tasl&@

reflects how ployees meet the requirements of a job. Also, employee job performance as

ding to the responsibility given to him* Employee job performance

a con be described as whether a person performs his or her job well or not>. It can be
described as individual behaviour- something that people do and can be observed-that generates
value for the organization®.

Job performance is outcomes when a job is completed. It shows the achievement at
which each job fulfills organization expectations, regulations, or requirements for an official
duty from employee’. Employee performance can be viewed as quality and quantity work

achieved by an employee in performing their duties in accordance with responsibilities given®.
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A key feature of job performance is that it has to be goal relevant. Performance must be directed
towards organisational goals that are relevant to the job or role. Job performance can be viewed
as the overall expected value from employees’ behaviors carried out over the course of a set
period of time. The performance of employees has become important due to the increase
concern of human resources and organizational experts about the level of output obtained from
workers’.

Therefore, performance does not include activities where effort is ex@wards
achieving peripheral goals. For example, the efforts put towards the goal \ g to work in
the shortest amount of time, is not performance, except when it is\consgrhed with avoiding
lateness. Despite the emphasis on defining and predicting jo %na;ce, it is not a single
unified construct. Job performance can be described as eff¢epofi.efficiency and effectiveness of
individual’s effort towards specific tasks, which @svel of efficiency and effectiveness
displayed at the point of realizing the goals bjectives for the individuals, it depends on
scientific management, which concentrates@umber of units produced by employees within a
timeframe!'®. Employee perform (&Q be defined as workers' complete ability and
productiveness in attainmen&fa jected value and realisation of everyday jobs in line with
the prescribed proced imeline of the organization'!. Job performance is the qualitative
and, quantitative fheasur€ of activities, duties and operations which a job holder achieves
efficiently a ively within a defined time limit. Staff job performance is a criterion that
relate nizational outcomes and success. It is the process of reaching an end-that is,
organizational goals.

2.1.2. Lecturers’ Job Performance

Lecturer’s job performance is one of the most important factors in higher institutions of
learning determining the quality of education. If the performance of lecturers is weak the entire
education system will be shaky.in view of this fact, effective job performance of lecturers is

imperative for any educational improvement. Performance of a lecturer refers to how he/she
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undertakes the professional duties in the school at a given time. Lecturer’s job performance is
the qualitative and quantitative measure of activities, duties and operations which a job holder
achieves efficiently and effectively within a defined time limit.

Lecturers Performance can be described as the result of quality and quantity of work that
can be achieved by lecturers in carrying out tasks with the responsibilities given to them in
school. It is a measure of the quality of output, how to achieve the expected outcomes.
Lecturers’ job performance refers to the extent to which lecturers comple@eﬁching,
research and community service tasks, responsibilities and activities i\ to facilitate
student learning and achievement of desired educational outcomes!'?.

Lecturers’ job performance can be viewed as the }\%(0 svhich academic staff
members complete their teaching responsibilities, which i ecture planning, research, and
community service, delivering lectures to students a !@uled by the timetable, and evaluating
the students by giving and marking coursewouk; & tests and examinations, invigilating and
marking them, and submitting their results@& for final assessment, grading and accrediting..
This performance further involve ing research students by creating adequate time for
guiding them through their r%kh\proposals, projects and dissertations'?.

Lecturers’ job ance as the degree to which academic staff members complete
their teaching res ibiities, which include lecture planning, research, and community service.
The perform% rther involves conducting research and publishing findings in reputable
acade als, or using the findings to write textbooks, textbook chapters and articles in
media outlets and documentaries it further involves lecturers participating in community service
by carrying out activities such as public scholarship, participatory research, community
partnership, public information networks, and civil literacy scholarship!®. Lecturers who
perform their jobs as expected enable their university to achieve its purpose as desired, but the

reverse occurs when there is lecturer job underperformance!. Lecturers’ job performance can
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be described as the extent to which academic staff members (lecturers) achieve educational
outcomes expected of them!'¢.

The teaching roles of a lecturer is to prepare and deliver lectures, supervision of final
year project, students in industrial training, post graduate students, marking and grading of
students scripts. Others are, production of teaching materials for students, consultation with
students and development and promotion of innovative teaching methods. Researching role is to
carry out work on identified problem(s), presentation of findings in conferenc@rﬁrs and
publishing the findings in journals and/or text books. Also, lecturers ra@&vices to the
community and the school at large. Such services are external supervisdg, advisor of student
societies, heading a department, faculty, committee, members o(o_%\rec;gnized committees at
departmental, faculty and university levels like convo@oﬂs, graduation, and so on.
Researching and teaching are the major roles of a | nd this can be improved by employ
quality lecturers and empowering them with incéntives!'’.

Lecturer performance is one of the%b important components in the education system
in colleges of education. Thereforg; s and support for the development of education and

lecturers will be the decidin cm meet the objectives of the schools. Colleges of education

cannot function well @{bsence of lecturers who provide teaching, conducting research,

performing comn&'{y

performance o the objects of the effectiveness of lecturers in relation to their roles and

rvice, as well as a variety of other scientific activities. Lecturers’

respon€ibh in their work places. This is used to explain whether lecturers perform their job
maximally as expected or not!®

Performance of lecturer comprised of different aspects. The capabilities, results, effects
and outcomes of some body’s work are called his performance. When it refers to a lecturer, it
means that how does a lecturer perform his professional duties in the school. Lecturer
performance refers to observable behaviours, both verbal and non-verbal. It means the

performance is a teaching behaviour of the teacher, which sometimes appears as result or in the
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form of students’ achievement. In the colleges of education in Nigeria, the duties of lecturers
have been enumerated to include: lecturing, serving as examiner, assisting in laboratory work,
supervision of final year students’ projects, undertaking research work, , development of
curriculum, mentoring, support in the administration of departments and other related duties as
may be assigned from time'®.

Consequently, an assessment of lecturers’ job performance must be based on these
specified duties and others alike. For a lecturer in the colleges of education to%\%a\fded as
good, he/she has to plan and adopt instructional strategies that will proma\ ive learning,
assess students’ performance, teach effectively, manage time fg‘[ea ing well, maintain
students discipline, guide, exhibit and motivate students to hi E’T\Xhieéements. An effective

lecturer is also expected to be regular and punctual to c@ﬁave a good relationship with

students, parents, community and colleagues. §

Lecturers’ Performance Indicators \\
Lecturers’ performance indicators a%

1. Pedagogical Competence({;®gic competencies are unique competencies that

differentiate lecturers from“ether professions and determine the level of success of the
process and 1 @\ outcomes. It is the ability of lecturers to manage student
participant&a one type of competence that needs to be mastered by lecturers in
schoo%Q

2. %Qional Competence. It is competence or ability related to the lecturers completion
of assignments given in schools. This competency is very important because it directly
related to the performance displayed. Therefore professionalism of a lecturer can be seen
from this competency.

3. Personality Competence. The duties of lecturer personality competence are to provide
guidance and role models, generate learning motives and jointly develop creativity and

encouragement to progress to students.
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4. Social competence. It is the ability of lecturers to interact and communicate effectively
with the school environment and the surrounding community.

2.1.3. Professional Development Programmes

Human beings are the universal resource found in all kinds of organizations as there is
no organization that can function without human involvement. The continuous revision of
curricula and development of new academic programs demands a system to train_and retrain

\s

instructors and academic leaders on continuous basis. In view of these ass \ cturers’

professional development programmes become a foreseeable strategy th X%&e of education
should build in their system in order to survive in the curre@r;g%g demands. Thus,
professional development is a vital element to the survival wth of any institutions of
learning of which colleges of education is not an exempts <€w itution must carefully plan and
implement professional development programmes, t dle through different pressures that
may likely occur. And, in order to be suc é@f,\the professional development programmes
need to be taken into account both for %&sﬁts of the lecturers and the institution.

Professional development @})rganized activities (workshops, conferences, seminars,
orientation, mentoring furt aiping and on-the-job training) arranged within the colleges of
education in order to p the knowledge and skills of employees or lecturers to perform
their duties W@ll@&vsional development is a type of teacher education which contains several
patterns, such\as formal education, pre-service training, in-servicing training, induction
progra%, teacher co-operation, individual research, qualification programmes, mentoring,
peer observation and feedback, and so on?’.

Professional development of teachers can further be refer to as a wide variety of
specialised training, formal education, or advanced professional learning intended to help

administrators, teachers, and other educators improve their professional knowledge, competence,

skill, and effectiveness. Professional development is important because education is an ever
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growing and ever changing field in which people need to change with its needs and demand.
This means that teachers must be lifelong learners in order to teach each new group of students.
Since change is the only constant thing in life, professional development not only allows
teachers to learn new teaching styles, techniques, and tips, but also interact with educators from
other areas in order to improve their own teaching?!.

Professional development programmes focus on competence improvement on teaching,
learning, reading, understanding or research. It is a type of teacher education %\&{Vs\several
patterns, such as formal education, pre-service training, in-servicin \% , induction
programme, teacher cooperation, individual research, qualification %gra es, mentoring and
peer observation and feedback, and so on??.Teacher developme\[s%(he \professional growth a
teacher achieves as a result of gaining increased experi@xamining his or her teaching
steadily. Professional development is a process en to enhancing the knowledge, skills
and attitudes of the teachers. This implies th onisibility to create, preserve, evaluate, and
transmit knowledge through continuin @Hng is the prerogative duty of any lecturer.
Professional development progr s the following ingredient such as fostering and
preserving the scholarly V&Nriosity and integrity to nurture these values through
inculcating the right 0@ d values. The aim of professional development is to improve
quality of teachidg, and” learning as well as to improve the performance of those with
management hing responsibilities.

%Qional development programmes for teachers can be viewed as series of activities
employed by any institution for the improvement of its teachers' skills, knowledge, attitude and
competence. These kinds of training come inform of seminar, workshop, conference, continuous
education, mentorship, coaching system, higher qualification and staff exchange programme?}
Professional development could be likening to the activities aimed at acquisition of new
knowledge and skills for effective job delivery. In the University system, lecturers’ professional

development is encouraged through re-training programmes, mentorship, seminars, research
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publications, conferences, symposiums, inaugural lectures, communication and technology
gadget utilization and so on?*.

Professional development from another perspective can be seen as the teachers’
professional growth of improving proficiency, gaining more technical know-how and examining
teaching through the career cycle?. Professional development activities focus on competence
improvement on teaching, learning, reading, understanding or research’. Staff development
programmes can also be referred to as the processes and activities throu \R’R every
educational institution develop, enhances, improves the skills, com e\ and overall
performance of its employees. They are the various means by whic alf%categories of staff
working in a school are encouraged to improve their capabili‘ue@ more productive in their
areas of assignment?®>,

Professional development programmes is a of preparing teachers to be fit and
suitable for effective performance of their du the school as facilitators of knowledge and
managers of the various levels of the eﬁa\jhonal organisations. Professional development
encompasses the pre-service and gn- e dimensions of the teachers’ preparation. The in-
service dimension further a11 -the-job training (quality circles, workshops, seminars,
conferences, and hohi?&grammes) and studies away from work in the form of trainings

leading to higher qualifications?S.
ProfeSsi development can be describe as learning to maintain professional

h as academic degrees to formal coursework, attending conferences, and informal

learning opportunities situated in practice. It has been described as intensive and collaborative,
ideally incorporating an evaluative stage. There are various approaches to professional
development, including consultation, coaching, communities of practice, lesson study,
mentoring, reflective supervision and technical assistance. The Teacher professional

development programme is a lifelong learning programmes organised for the development of
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teachers dynamism, effectiveness, competencies (skills, knowledge, and attitudes), and
motivation in a systematic and planned way to improve their performance?’.

Staff development programmes are the various means by which all the categories of staff
working in a School are encouraged to improve their capabilities and be more effective in their
areas of assignment.it is an organizational effort aimed at helping an employee (teachers) to
acquire basic skills required for the efficient execution of the activities or functions for which
he/she is hired. It also, deals with the activities undertaken to expose an empl %erform
additional duties and assume positions of importance in the organizational Q . Therefore,
it can be referred to as the processes and activities through which every ¢ducational institution

\
develop, enhances, improves the skills, competencies an «Ve(all erformance of its
p

employees®. @

Lecturers’ professional development has bee @od as a set of programs or workshops
planned for lecturers and designed to devel &dlls and knowledge at different levels.
Educational leaders and policy makers ®operated and planned lecturers’ professional
development programmees under osition that those programmees are naturally good,
and the more of them, the b%}ove:cturers. It is activities for increasing lecturers' knowledge

and skills include thos @rovide lecturers with opportunities to actively engage with each
other around curri ugxﬁd instruction?®.

ProfeSst development programmes can be referred to as the process of preparing
teache fit and proper for effective discharge of their duties in the school system as
facilitators of knowledge and managers of the various levels of the educational organisations. It
encompasses the pre-service and in-service dimensions of the teachers’ preparation. The in-
service dimension further entails on-the-job training (quality circles, workshops, seminars,

conferences, and holiday programmes) and studies away from work in the form of trainings

leading to higher academic qualifications?®.
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Professional development programmes is an on-going process in which teachers
consistently improve their professional knowledge, skills and attitudes along with their career
through various development programs, either formally or informally. It can also be described
as long-term activities from the beginning until the end of a teachers career that is, the sum of
formal and informal learning experience throughout one's career from pre-service teacher
education to retirement, from this viewpoint, it is not only about the short-term activities or

training, but it provides teachers with a variety of learning opportunities which@kachers

adequate time to develop in their chosen career. Professional Development pr mes can be

\
teachers in terms of knowledge, teaching competency, and aﬁj@, which in turn enhances

defined as a series of programs and activities designed to imprx%rofessionalism of
student learning capabilities. Thus, any programmees @ﬁes that assist teachers to be
better in practice, more knowledgeable in a subject teach, to become more skillful and
to have a good attitude, can be regarded as pr jonal development?’.

Professional development is a longgactivity that ranges from teacher training at the
university to in-service courses fer ers. The development of professional careers is a
constant that constantly enha e%sv skills, knowledge and attitudes of teachers. It involves in-
service training, adaptati he student-centered learning environment, and a desire to learn in
teachers?°. ’\

ProfeSsi development programmes are activities for teachers to develop/ improve
teachi onsibilities, equip them with professional cap citation that ensure effective and
efficient delivery of teaching and learning, which eventually lead to improve academic
performance of students in order to effective and fully actualize the goals of education in
Nigeria. Teachers deserve access to regular, well packaged and designed effective and quality
in-service professional development activities in every level of education. These activities are
accessed through workshops, seminars, refreshers’ courses/retreats, conferences and other

professionally inclined activities for the teachers?!.
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Teachers’ professional development can be seen as that component of any educational
system concerned with the education and training of teachers to acquire the necessary
competencies and skills in teaching for improvement in the quality of teachers in the school
system. It is often planned and systemically tailored and applied for the cultivation of those who
teach or will teach, particularly but not exclusively in primary and post primary schools.

Continuing professional development programmes is a process for development of skills for

coping with changing demands of the job through regular exposure to prof@ﬁupdate
programmes>?. \%

Professional development can be seen as a result of gainin&in&sed experience and
examining his or her teaching systematically. This definition er@\%wse; two essential aspects
of teachers’ professional growth: first, the need of learni%%gh experience rather than from
mere memorization of literature, and second, th@nce of reflecting about one’s own
performance??.

Teacher professional development@tammes simply means teachers’ education and
continued learning. It is the teachin training experiences provided within and outside
teachers’ institutions with %@w aim of preparing and grooming potential teachers for
teaching activities. It @w sum total of formal and informal learning pursued and
experienced by tﬁ\%ﬁher in a compelling learning environment under conditions of
complexity mic change. A common underpinning assertion of the above meaning is
contin%%ming process, by which serving teachers acquire the skills, values and knowledge,
to sustain the desired spark of intellectual vitality, which will improve the quality of teaching
and students’ learning outcomes. Therefore, teachers’ professional development programmes
can be seen as planned organizational activities aimed at improving and increasing teachers’
skill, knowledge, attitudes, concept, and behavior to enable them meet the demands of the

teaching job. It focuses on improving the conceptual skills - intellectual and abilities needed to

do a better job. Thus, the immediate aim of staff development is to improve the performance of
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those with teaching and management responsibilities, while the ultimate aim is improvement of
teaching and learning processes>*.

Professional development programmes are school-based activities organized to provide
resources and opportunities for teachers to learn both theoretically and practically. These
activities also create an environment and a foundation for teachers to engage in further self-
initiated interactions with their colleagues. Professional development system is shown to
include group activities, such as research, lesson planning, observation an kﬁent of
classrooms, and master-apprentice tutoring for new teachers. Outside of grou ivities, daily

%ﬁ tools*>.

\

consultations with school colleagues are also valuable professional de&clo
Professional development programmes can be viewed es\%mal and informal support

and activities that are designed to help teachers develop %essionals. This includes taught

courses and in-school training, as well as activities@coaching, mentoring, self-study and

action research3°. \\

Professional development pro ra% can be referred to as activities aimed at
acquisition of new knowledge ang s or effective job delivery. In the University system,
lecturers’ professional devel@e\nm encouraged through re-training programmes, mentorship,
seminars, research pu ls, conferences, symposiums, inaugural lectures, Communication
and Technology Gﬁq€e tilization and so on?*. Professional development programmes can be
viewed as arf§ al learning opportunities such as mentoring, coaching action research and
online g and formal training opportunities like in-service training study leaves,
conferences and seminar?’.

Professional development programmes is an institutional policy, procedures and
programmes that facilitate and support staff members so that they may fully serve their own and
their institution’s needs. Personal professional development is a process whereby an individual
acquires or enhances the skills, knowledge and/or attitudes for improved practice. It involves all

activities designed to enhance an employee’s ability to work productively in an assigned or
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expected role. Overall, it refers to processes and activities that change the professional
knowledge, skills, attitudes and actions of individuals. Therefore, professional development
programmes for teachers is the process by which teachers review, renew and extend their
commitment as change agents to the moral purposes of teaching. More so, it is how teachers
learn to learn and how they transform their knowledge into practice for the benefit of their
students’ improvement. Similarly, teacher professional development programmes are systematic
efforts to bring about change in the classroom practices of teachers, in their attitu@‘beliefs,
and the learning outcomes of students®®. \é(/
Professional development is a continuous process to develop, h&and grow teachers
in terms of their professionalism throughout their career. Te&}%\nee\ds to learn each and
everything that is coming in the way of the development %ocess, so that all those can be
used by them in a real situation and with that; thei @nal and professional growth will be
possible side by side. Teacher education pro &clude pre-service and in-service teacher
training programs. In pre-service programr@upil-teachers are given knowledge in pedagogy,
foundation of education and pragtic wledge. In in-service programmes teachers try to
upgrade themselves in eveqﬁea get the opportunity to develop themselves which would

ultimately increase tfe@hing process during classroom transactions when appropriate
y

methods will be ugCd by“the teacher®.

Teac@professional development can be referred to as a human resource
mana practice which including; performance appraisal, training the workforce,
workshops and seminars in connection to financial resources, leadership style, policies and
insecurities in influencing teachers’ job performance®. Lecturers’ professional development has
two main phases: initial preparation and continuing professional development. Initial lecturer
training most often takes the form of full-time residential pre-service programmes in colleges of
education or universities. Continuing education may also be available to serving lecturers

through distance education, ‘out-of-school’ programmes during vacations or on release from
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schools for extended periods of time to acquire more relevant education that will enable the
holder fit in to the current position. Also it may be seminars, conference, orientation organised
within the colleges of education for lecturers from time to time.

Professional development programmes can be viewed as the activities and programmes
(formal or informal) exposed to teachers to learn about responsibilities, develop required skills
and competencies necessary for the attainment of quality education. The teacher professional
development programmes are organise activities that enhance teachers to grow onally so
as to prepare themselves for advancement in the classroom and beyon\%' a model of

\
training, career development, coaching, and mentoring, Qg\r;x\o, teacher professional

developing teachers’ personal and institutional skills, knowledge %ﬁies which include
development programmes cut across all activities, such as %ous educational programmes,
workshops, coaching, among others, which when ified and explored, has a substantial
impact in changing the strength of individgﬁ\%c ers to perform their present assignment
better?!. Q

Professional development pro es can be viewed as activities organise for teachers
such as attending (online 0%}&@%) courses or seminars, reading professional literature,
attending education cq es or workshops, observation visits to and exchanges with other
schools, peer and?ﬁ\s ~observation and coaching, participation in a network of teachers,
attending a fi alification program, and so on*’.

%Qional development encompasses all types of facilitated learning opportunities,
ranging from college degrees to formal coursework conferences and informal learning
opportunities situated in practice. It was described as intensive and collaborative, ideally
incorporating an evaluative process. There are a variety of approaches to professional
development, including consultation, coaching, and communities of practice, lesson study,

mentoring, reflective supervision and technical assistance. Student achievement is linked to

numerous factors, but quality teachers are one of the most important components of student
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success. If school teachers do not have the tools they need to teach students effectively, their
students will suffer. To teach effectively, lecturers need access to on-going teacher professional
development.

Professional development enables lecturers to improve their own education through
seminars, workshops, and classes. Through lecturer professional development, lecturers learn
new teaching strategies to improve the quality of instruction. This allows them to make changes
in the way they teach their students, incorporating innovative teaching methods i %sroom.
It teaches them how to work with a variety of learning styles, since not J\@%ﬁﬂs learn the
same way. It also helps lecturers change their day-to-day teaching Ktho , encouraging them
to accept new methods based on accurate education research in Q{%&: OP education.

2.1.1 Reasons for Professional Development in Colleges cation.

Professional development in any College ‘@ducation is carried out to increase
performance and effectiveness of workers, p, %y, effectiveness of workers, preparation
for higher responsibilities, curtailing ince@\labour turnover and lecturers’ morale booster.
Other reasons are as following: V\

Widening Social C%ct Lecturer’s job is confined within the four walls of the
classroom. He may n much contact with his colleagues. No one would doubt, for a

Ca

lecturer to be sucé&

larger societ}% portant for his Job. Professional development offers opportunities for

is should view life larger than himself. Lecturers associated with the

lectur ake friends and widening social contacts. It helps him /her to gain from others
peoples experiences and feel among.

Mental Growth and Physical Health of Teachers - Lecturing has its surprises and
unpleasant side for to stand in front of student he needs to be mentally balanced. Lecturers with
good mental health can stand children emotional upsets and face classroom situations with

confidence and understanding. The desire for lecturers to improve on their job must be serious
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about their work and getting involved in personal development. Development and training
courses should be major concern of all lecturers in school.

Job Advancement: Nobody wants to remain in one level of teaching throughout his
career. Everybody wants to get on with his job. This is the basic ambition of a professional
person.

The Desire to Acquire Knowledge about the Profession: Lecturers need professional

development and growth to keep pace in his career. A good lecturer feels unful@hey do

not acquired knowledge in their professional career. %

Capital Improvement - Organisations tend to spend millio@rading their plants

\
and equipment, yet little is expended on upgrading the human CQ;S.\Employees are an asset to

the organisation but employers are more concerned %achlng deadlines and profit
maximisation rather than employees skills develop @ithout which employee performance
could be hampered. Although the organlsatlo 1 achieves productivity, the focus should also
be on the dedication, commitment and 1@ of employees. If employees do not receive

ongoing training, up-to-date equip not be used optimally.

Morale Improvem (<(oyees who continuously upgrade their job skills will also
improve their producti @evelopmg employee skills not only plays a role in the workplace,
but in the extern as well. It contributes to the full personal development of each
employee ar@socm -economic development of the nation at large; therefore, happy
emplo% be productive, but more productive employees are happier.

Ability to Adapt to Change - The more skilled the workforce is, easier it will be for the
entire organisation to adapt to changes that may arise in the domestic and global market place in
the demand of its products and services.

The reasons for professional development is to provides skills, knowledge and capacities

to undertake job required and efficiently develop workers potentials in order to reduce

substandard work, reducing physical risk and misusing or damaging machines.
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To increases workers technical know-how to one’s job efficiently and desire to meet
organizational objectives of higher productivity and profitability.

Other reason for professional development in schools is to enable teachers to achieve
their potential and effectively contribute to school in the achievement their objectives. Staff
professiit onal development programmes in Colleges of Education can helps to improve
students learning in line with modern technology. Lecturers’ knowledge and practice will
influence students’ academic performance through direct contacts with their ?s\ Staff
professional development influence on students is accomplished principa\ gh its direct
effect on lecturers’ knowledge and practices. Improved knowled%l actices can led to
better job performance of lecturers, also lecturers’ knowledt\s% cla\ssroom practices can
influence quality professional development programmes i oals.

It helps to make use and apply modern \aids in teaching subject areas and
empowerment of learners in the usage of sam& icient and varied learner-centered approaches
to teaching of their subjects in classrooms;@ highly intellectual and increased knowledge or
skills in their specialized subjects j %Q s; collaboration and professional networking among

teachers in different locations f}kﬂworld; development of problem solving skills that grooms

them as researchers i@zeaching fields and other professionally inclined activities for the

teachers?8. ’\

Staff profess%gvelopment programmes objectives can be itemize as follows:

(1) @es planned professional development opportunities for staff to enable them
perform as require by their job.

(i) To foster and facilitates personal fulfillment, effectiveness, creativity and system renewal.

(ii1)) To serve school primary goals in order to enhance and achieving quality teaching and
learning for students.

(iv) To saves money for hire and dismiss employees who failed to perform their work

according to expectations while it is also costly to loose good employees because they are
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frustrated by lack of opportunity for professional growth and also wasteful to accept
barely satisfactory work as the norm or not to provide opportunities that lead towards the
objective of optimal development on the part of each individual.

(v) To establish viable and meaningful programmes, that enables personnel to work
cooperatively towards achieving the system’s and personal goals especially in
achievement, satisfaction and fulfillment.

(vi) Technological developments and organisational change have graduall;@%} some
employers to realise that success lies in the skills and of their emplog@ this implies
considerable and continuous investment in training and development

(vii) Achieving suitable human resources to introduce an ﬁ%@me\nt new programmes.
Ensuring rapid and suitable replacement for any staf] aves the organisation.

These objectives have therefore made it im %\ for colleges of education have to
systematically plan their staff professional de mefit in order to achieve their mission, vision

and goals. Q

2.1.2 Benefits of Professional De l@nt to Colleges of Education

Lecturers’ professior@&ﬁpment play vital role in the attainment or achievement of

colleges of education @Nigeria. Colleges of Education is established to produce quality
g«ﬁ

teachers, as a resuﬁ'{

are now kn driven and much value are now attached to human resource in the

ire trained manpower to achieve its objective. Colleges of education

produc%%goods and services. This value is what contributes to better college performance.
Professional development will helps or assists lecturers in colleges’ education to acquire
knowledge and skills to perform effectively on their job.

The benefits of professional development were highlighted as following:

o supports lecturers in attaining fluency in the instructions and subject matter

which in turn improves their interactions with their learners,
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. Staff professional development assist lecturers to gain sufficient knowledge and
competences that will enable them approach teaching with confidence and impact

the proficiency,

o develops teachers’ knowledge and skills in different and appropriate teaching
methodologies.
o enables teachers getting ability and competences to communicate effectively with

their learner and work towards hard in order to achieve their set @aﬁe.

o Enable lecturers to sustain conducive leaning environme% re economic

\

development of their students. \
o enables lecturers acquire good character, innovﬁ%\&kills, sense of ethics and

personal discipline that will enable ther@ effectively presently and in
future, §

o it enable lecturers to appr@‘\\h\(eaching and communicate with learners
effectively in the classr%&iﬂwaim of taking education to greater height.

equip lecturers with prae@ﬁnlls , knowledge and capabilities to make use of

information technol a&edia such as computer, internet in the classroom to boost

economic sea@

High m@\— employees who receive training have increased confidence and

motivanons;

%\/er cost of production — training eliminates risks because trained personnel are able
to make better and economic use of material and equipment thereby reducing and
avoiding waste;

Lower turnover — training brings a sense of security at the workplace which in turn

reduces labor turnover and absenteeism is avoided;
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e Change management — training helps to manage change by increasing the understanding
and involvement of employees in the change process and also provides the skills and
abilities needed to adjust to new situations;

e Provide recognition, enhanced responsibility and the possibility of increased pay and
promotion;

e Help to improve the availability and quality of staff.

2.1.3. Advantages of Professional Development Programmes %\2
Professional development programmes has the following advant@
0

Opportunity for Self-fulfilling - Training and development & r can enhance their
self-fulfilling with increase in output and performance. When Q_\)\ receive regular training,
feedback from training with their expectations can incre &r level of output. Developing
employees’ skills and abilities can make them be%@t r and self-fulfilling in organization
either as a person or as a contributor. \\

It Decreases Operational Cos -Q‘bmpe is that employees who receive training in
line with their individual or organfza' goals will become more efficient in what they do.
Organizations should look a%\)ﬁsmve effects of training on employee performance, and
consider employee de t as a targeted investment in making the workers stronger. More
importantly, dev ent plans that include “train-the-trainer” (training that trains employees to
become train a skill) can provide exponential benefits to the organization. This training
can be g from how employees can do their own jobs better to employees being groomed
to replace their supervisors. More so, employees who become trainers might be inclined to stay
with organization, and likely reduce employee turnover.

Benefits Perceived from Employee Development — Apart from supporting the
organization by employees, employees’ needs to recognize that development initiatives

available provide them with benefits. Employee development programmes that range from

certification to education reimbursement and basic job skills training have a certain cost to the
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organization that can easily be considered a benefit to the employee. Such awareness by
employee can also lead to greater loyalty to the organization as well as enhanced job satisfaction.
Training and development can be added to the employees’ a resume is big ticket items in terms
of compensation plans.

Increases Employees’ Loyalty to Organization — The benefit derived from
organization helps to increase their loyalty this can be used t plan compensation which may
leads to job satisfaction. %\V\

It Limits Organizational Liability — Proper and regular training and\d pment helps
to reduce organization liability because employee or worker might a&uire 1ls and knowledge
related to operation in the organization. Employee needs(_}%{mg\and certification to
successfully execute the minimum job requirements rel %occupy position. The proper
documentation of employee development before % the employee’s completion of their

job helps follow and develop training and al ﬂ%t ability in the case of human error on the

part of the employees*. ( \

The important of staff professiona@z?@‘nent can be summarized as follows:

1. To provide planned stAff déwelopment opportunities that provide the learning necessary

to enable the ¢ to perform at the level of competency required in current and
future posi&&a gnments.
2. To fi limate that facilitates personal self-fulfillment, institutional effectiveness,
@ creativity, and system renewal.
3. To serve the goal of the school. In order to enhance and achieve schools goals there is

need for quality teacher and students in the school.

4. To save money. It reduced the cost of hire and dismiss employees who failed to
perform.. It is also costly to lose good employees because they are frustrated by the lack
of opportunity for professional growth. It is also wasteful not to provide opportunities

that lead toward the objective of optimal development on the part of each individual.
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5. To establish viable and meaningful programs that enable system personnel to work
cooperatively toward achieving the systems’ and personal goals in achievement,
satisfaction, and personal fulfillment.

The following measures can be taken to reduce problems of professional development training

in Nigeria.

1. Political Stability — stability and continuity of professional development_should be
enhanced by government for the achievement and implementation of n '@j\ectives.
2. Regular discussion should be encouraged with the policy mak§ d relationship
should be encouraged with professional development er§ Again, educational
planners in the ministry of education should be involved' ulation and execution of

educational policies. \QV

3. Educational Policies Formulation - relat&@ should take into consideration the
available educational resources. \\\

4. Financial allocation should be &sdd by Federal government — money allocated to
education should incre s&&‘fﬂat the positive effects of such will improved funding
can trickle down to &m essional development training.

5. Staff developr@nners should be left in the hands of skilled and trained personnel.
Moreov@w educational planers should be trained and better conditions of service
th@ act them to remain in the planning division of the Ministry of Education.

6. %ipment should be provided for Staff professional development planners - equipment,
tools and materials that are require for effective operation like computers and other

gadgets should be provided to enhance planning process.
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2.1.4. Factors Influencing the Effectiveness of Professional Development Programmes in

Organisation

These are some of the factors influencing the effectiveness of professional development
programmes in organization

Support from Management — There is need form management to support workers in
the organization because fund for development programmes come from the management, they
provides conducive environment, encourage workers learn and acquire skills to ?ﬁwithin
to themselves and organization. Without support form management it will \ 1t worker to
attend training comfortably. One of the important factors that affect job training is management
support of training initiatives. It is important for managers fostee\sk ate\conducive to learning,
support the training initiatives, and encourage profession Q&Bpment. Without management
support, there wouldn’t be designated funds for trai%@bgrams, and workers wouldn’t find it
difficult to make use of new knowledge and s ‘H&

Needs for Acceptable and Ap rog{ij Training — To transfer skills and knowledge
acquired during training and dev depend on whether is appropriate or acceptable by
organization. For easy tran&o\knowledge and skills acquired, the topic treated must be
appropriate and acce tz@y management and such training and development should be
needed in organi&g‘i’here is need to validate and conduct needs analysis of employees
training nee aining topic is truly a training need, learners will like and willing to learn
the ne nd readily to apply it in the workplace.

Quality Trainer is Needed - Whether facilitator is coming from in-house or a
consulting firm he/she must be able to communicate very well and take into consideration the
learners needs and expectations to meet the need of organization. The presentation should be
simple and clear for effective transfer to the need of organization. A trainer should present

material clearly and effectively and make information interesting to the learners. Also to make
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sure the learners’ expectations were meet. A trainer, make learners involve in necessary
activities.

Learners Objectives — Leaners objectives should be considered for effective training
and development, learners should be taken into consideration. Instruction should guide the
learners to understand what is expected of from them, the learners’ objectives should be specific
and performance expected from learner should be well stated in simple and clear language.
Learning objectives help facilitator to guide discussions and help students to un %ﬂ/hat is
expected from them. Students who understand what is expected are morex and willing
to invest energy in pursuit of their goal. Learners objectives should%&r and performance

\
of a learner should be able measurable criterion, and conditioe) erformance at the end of

training. @

Learner Motivation and Ability - Organizdt ould motivate learner or trainee to
transfer the knowledge acquired during traini d development. Trainee should be motivated
to feel free to transfer skills and knowledg@}uire appropriate incentives and benefit accrued
to such knowledge and skill gai uired. Hence, learners should have the ability and
motivation to succeed in wo%%%deamers need to give ample opportunities to use, perceive
the benefit and validit eel that a change in behavior can lead to value outcome or job
enrichment as a re§olt of'tfaining.

Willi and Readiness of Learner — Learners should be willing and ready to
acquir@nowledge and information needed to operate in organization and should be ready
acquired new skills needed to perform in the organization. A learner should be ready and
willing to learn new information, adapt one’s behaviour and be able to learn a new skill. They
should have open mind to receive new way of thinking and performing.

2.1.5. Problems Facing Staff Professional Development

Staff professional development in Nigeria is facing the following problems. They are
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(i) Inadequate Materials and Equipment: Materials needed for development like computer,
video, pen and paper are not adequate or short supplies even other technical aids. This
make development programmes difficult to organized.

(i1)) High Cost of Materials: The materials for training is on high side or costly in Nigeria as
a result of economic recession to organized development programmes on regular basis is a
big problems and tasks for the management because most materials is on high price. The
cost for developing content and materials for programmes is high. %\V\

(iii)) Inadequate Technical Ability: Most school don’t have materialst <§¢lop program
instruction, simulation and gamming even software to do {s 0 avallable or not
adequately supplies in the school to make use. \& A

(iv) High Standard of Living: People are no longer i &%1 learning theirs is to struggle
from morning till night to keep body and sm@er that they hardly remember to take
courses in developing themselves on th

(v) Inability to Organise Developmen@grammes in Schools: Most school in Nigerian
today find it difficult to orga@g inars, conferences, workshops for their teachers and
staff.

(vi) The objectives {?&ammg programmes may not be clearly stated to the participants.

This means | preparedness for the achievement.

(vii) Some 1b1t lack-luster attitudes as they perceive the programme as a few days off

<§‘ r relaxation.

(viii) There is no positive reinforcement after training. It is relatively easy to provide
opportunity to gain wider experience but at the same time no promotion to higher position.

(ix) The trainee may not have opportunity to put what he learns into practice.

(x)  There is inadequate support from the management and executive.

(xi) Some related programmes are not properly planned and are not evaluated to ascertain the

effectiveness.
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2.1.6. Impact of Professional Development Programmes on Job Performance of Tertiary
Education Staff

The staff working in an organization will form an important part of it and it is
considered as a huge asset of that system making a basis for developing the organization
through in-service training programme. Manpower is considered as the most significant and
lucrative resource of an organisation. As a matter of fact, an organization will not succeed
completely without the professional and trained manpower even if it is powe@e most
modern equipment, facilities, and technology. On the other hand, trainir% ed as one of

the most complicated obligations in managing each organisation, p&u y in the manpower

administration. Q X
Participation in staff training and development %&es is believed to have some
impact on lecturers' ability to acquire and critically the knowledge, skills and emotional
intelligence essential to good professional thi g, planning and practice with their students
and colleagues throughout their teachin c@» Professional development also has impacts on
the teachers' ability to decide o ivplement valued changes in teaching and leadership
behaviour so that they can @:a heir students more effectively. This will assist them in
achieving an agreed l@e between individual, school and national needs. Lecturers’
professional deve(&ngfd helps to raise lecturers' teaching performance, interest in their
teaching sub profession, and also their self-confidence.
ee development also reduces operational costs as employees who receive
training usually become more efficient in what they do. In addition, developmental plans that
include train-the-trainer has exponential benefits on an organisation. Employees who have been
invested on as a trainer might be inclined to stay with the organisation and possibly reduce
employee turnover. Employee development programmes that range from certifications to

reimbursement of education expenses and basic job skills training can lead to greater employee

loyalty, commitment to the organisation as well as enhanced job satisfaction.
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Professional development provides employees with ample opportunities to learn new
concepts, methods and approaches. It is a deliberate and continuous process involving the
identification and discussion of present and anticipated needs of individual staff for furthering
their job satisfaction and career prospects and the implementation of programmes of staff
activities designed for the harmonious satisfaction of these needs.

Professional development programmes promotes a very flexible environment and allow
staff to adapt with the working situation and it is also one form of motivation f(@&rees or
employers and it will continue to increase creativity in staff. It also enables@ acquire new
understanding and skills to develop their effectiveness in the organis&l.

It also eliminates obsolete skills, because people acquireeh)%and\knowledge to prepare
them for higher responsibilities. If training and developme ﬁé%rammes are properly executed,
it can encourage growth of the worker and the org \a itself. It can also lead to enhanced
output by the employee. The objective of pr ional development programmes is to promote
professional growth, improve pedagogicalg@ prepare teachers abreast with new knowledge,
and meet particular needs. Developn Is, knowledge, understanding and attitudes.

The impacts of professional ck&hptwnt programmes are summarised as follows

\J
(1) Meeting and e c expectations: When employees are trained, they are more likely
and

to enjoy produce the desired results, because they have the knowledge to

perfo sks.

(i1) @employees are cross trained, it can increase their experiences and ability to
introduce new ideas to their work processes.

(iii)  Preparing employees for promotion- Training enables employees to perform well at a
higher level because they have already acquired some specific skills and knowledge
needed to perform the job.

(iv)  Reduction of errors- employees who are trained properly not only make fewer mistakes,

but can also detect avoidable errors in the course of performing their jobs.
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(vi)
(vii)

(viii)

(ix)

(x)

(xi)

(xii)

Increase productivity and efficiency.

Improve the quantity and quality of work.

Boost employees’ morale and organizational climate.

Improves morale of employees- Training helps the employee to get job security and job
satisfaction. The more satisfied the employee is and the greater is his morale, the more
he will contribute to organizational success and the lesser will be employee absenteeism
and turnover. %\V\

Less supervision- A well trained employee will be well acquainted it job and will
need less of supervision. Thus, there will be less wastage of tixea cfforts.

Fewer accidents- Errors are likely to occur if the emplQ%%Lack\knowledge and skills
required for doing a particular job. The more t@ employee is, the less are the
chances of committing accidents in job and t @proﬁcient the employee becomes.
Chances of promotion- Employees acetd %15 and efficiency during training. They
become more eligible for promotio@y become an asset for the organization.
Increased productivity- T r%\ proves efficiency and productivity of employees.
Well trained emplo%s both quantity and quality performance. There is less
wastage of tim: @y and resources if employees are properly trained.

Professiona‘% pment programmes for lecturers would allow lecturers to acquired

new skills, e, attitudes and for mastering subject, teaching pedagogy or methodology

and m@n‘[ of classroom.

Finally, lecturers’ professional development is very important in school because it helps

to increase lectures performance and arose their interest in their teaching subjects. It also raises

the lecturers’ confidence to manage and handle problems in school.

2.1.7. Role of Colleges of Education Managements in Lecturers’ Professional Development
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Lecturers’ motivation is one of the most important factors affecting their professional
development. A lecturer’s drive towards self-improvement cannot be matched by any amount of
pressure from the educational managers. For professional development to be successful
lecturers must perceive it positively to encourage them to obtain new knowledge, skills,
attitudes, values and dispositions. However, lecturers’ perception depends on the influence and
support of their school leadership and environment. The support of school management is
crucial for promoting teacher development because they are responsible for %\Rﬁhg and
implementing staff development policies and managing the funds provide\ government
or donor agencies for staff development.

Effective communication between school management&h%&ctu?ers is very crucial to
the successful implementation of staff programmes. Le@at are motivated to learn are
more likely to attend professional development pro within and outside the school. The
school managers (Provost, Registrars and afe therefore expected to guide, support,

monitor, implement and evaluate staff @pment programmes. Effective communication

between school management and kc(i@is sine-qua-non to the successful implementation of

staff programmes. \\/

As an enabler, E@ol administration is expected to establish policies and procedures
iV

that enhance an effegtive=dnd equitable distribution of opportunities for staff development. Thus,
in Colleges tion there are policies and guidelines for staff development as contained in
the sta pment manual.

As resource provider, the management provides support for lecturers to attend various
development programmes which may include tuition reimbursement, educational leave,
payment of professional association fees and travel expenses to off-the job professional
development programmes. School managements may also grant sabbaticals or education leave

to lecturers and this gives them ample opportunity to continue their education or conduct
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research while they receive their salary for up to 12 months as well*. In colleges of education,

the policy provides for the following:

(1) Payment of fees and allowances annually to those who have been granted approval to
undertake a course of study.

(i)  Sponsorship of staff to attend conferences.

Apart from this, the provision of teaching and learning facilities is also imperative for an
effective staff development programme. For lecturers to learn on the job and fo@ﬁg to be
effective, both human and material resource must be provided for effe Xﬂzation. Also
without up to date teaching facilities like textbooks, journals, w ksh , laboratories and
internet facilities lecturers cannot upgrade their knowledge. ﬁsli\,lect}lrers’ development is
affected if they cannot have access to new and relevant b read and carry out research in
school. As a monitor, the managements of Colleges \ation are responsible for monitoring
the staff professional development process an@itl s to ensure they are working as planned.
2.1.8. Impact of Higher Education Tr@g Programmes on the Job Performance of

Lecturers ((?\b

Higher Education Trai 1ng grammes are those that enable lecturers to acquire further
education or higher @ such as masters and doctorate in their chosen fields. The
programmes are Q 1n<3l% from Universities within and outside the country. Further training is
recognised a roach for achieving increased efficiency and performance of lecturers: 4
Forma@ like the Universities provides the atmosphere for structured learning which
makes assimilation process easier. Training in formal schools has some advantages and they
include: the performance level of the study can be readily measured through testing, ideas and
concepts can be standardized, it affords students from various background and experience a

forum for interaction and resources are put together in one place for maximum utilisation.
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Colleges of education may have realised the benefits of lecturers’ participation in higher
degree programmes and could have been supporting or sponsoring them through various
methods as stated earlier. The sponsorship is seen as an investment of some sort that brings
forth dividends. After lecturers complete their courses they can take new responsibility or
position or occupy new position higher than previous one. Many lecturers participate in higher
education qualification programmes such as (PhD., MEd.) because it is a basis for promotion to
higher level or position. It is believed that when such sponsored lecturers%%e\(e their
courses their job performance would have improved and they will be Q ake up new
responsibilities and occupy more demanding positions. Many c& are said to be
enthusiastic about participating in higher education qualiﬁcatice_};%ran}mes because a higher
degree is also a basis for promotion to a higher level. In %Mto the Colleges of Education
sponsorship of her academic staff, the Tertiary Edu %\‘echnical Fund (TETFund) formally
Education Trust Fund(ETF) introduced &mic staff training and development
programmes in 2008 to provide funds to te@ educational institutions for higher education of
lecturers especially at Master’s an D%Q 1 levels within and outside the country.

The benefitting insti&é\dsually recommend their lecturers for sponsorship in line
with the TETFund gui @Many lecturers have benefited from this sponsorship such that by
March, 2010 a totdNof 25068 lecturers across tertiary institutions benefited out of which 385 of
them were aboard. To date it has sponsored over 8,309 staff in public tertiary
institu Masters and Doctoral programmes both within and outside the country*.

2.1.9. Impact of Lecturers’ Participation in Academic Seminars and Workshops on Job
Performance

Seminars are simply a group of people coming together for the discussion and learning
of specific techniques and topics. Usually there are several keynote speakers within each
seminar, and these speakers are usually experts in their own fields, or topics. Several topic

reviews are scheduled each day throughout the seminar, and attendees can usually make their
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choice or topic from among these scheduled events. Seminar is of one the methods or
approaches adopted to develop and train lecturers in the colleges of education. It is a meeting
for discussion or training, in seminars, small groups of people meet to discuss a topic and each
participant has the opportunity to acquire more knowledge and experience?.

A seminar in a College of education is therefore a lecture or presentation delivered to an
audience on a particular topic that is educational in nature. It is also regarded as a form of
academic instruction either at an academic institution or at a commercial @:&sional
organisation. Seminars are highly interactive sessions in which presenters l@g&all group of
participants in discussion about a defined topic.

The main aim an academic seminar is for the participan@_t\)%in a\nd mastery of subject.
It is for lecturers to prepare and present paper on issues, %{&for discussion with the aids of
visual materials and other interactive tools to o \«rticipants. Emphasis is usually on
discussion and questions from all the partic@\ e objective of seminar is to familiarise
participants with the methodology of their @n subject and allow them to interact and discuss
problems alike. In addition, semin. s%q elps to share information and encourage attendees to
equip with latest informatioru{d&?ﬁetimes technological displays encompassing best and most
current information in d.

In the collé&{o ducation in Nigeria, lecturers’ participation in seminars is encouraged

and to som t mandatory as their promotion is anchored on evidence of seminar

ethics, time management, research methodology, curriculum development, communication

. Seminars in colleges of education often cover a range of topics such as, work

skills, students’ assessment, teaching strategies, health and safety, wellness programmes and
record keeping. Professional development through seminars cannot succeed without appropriate
contents. The content of a professional development activity such as seminar should;

e Deepen teachers’ knowledge of the subject taught.

e Sharpen teaching skills in the classroom.
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e Keep up with the development in the individual fields and education generally.

e Generate and contribute new knowledge.

e Increase ability to monitor students’ work in order to provide constructive feedback to
students and appropriately redirect learning.

e It should address identified gaps in student achievement.

e Center on subject matter, pedagogical weakness and measurement of students’

performance. %\E
Attending a seminar has numerous benefits to the organisatio S@Sﬂg improving

N
communication skills, gaining expert knowledge, networking with Other and renewing

\
motivation and confidence (_§

A seminar is a part of a retraining exercise to upd@rs’ knowledge and skills with
the new ideas and methods of teaching on a paﬂi@ect. There multi-various importance
of seminar on teaching and learning activitieso(\ is include:

1. Empowerment. Lecturers nee tg\;\ynderstand his or her own worth through the
resources available thr@% e program, self-realization becomes possible.
Empowerment in th %f institutional transformation leads to the increased interest
in the decision process

2. Attitude ehange. It helps lecturers to get resources to perform in order to achieve
acade%success. it provide lecturers with materials to excel in their profession or

%Qn life.

3. Personality Integration: it helps lecturers to acquire practical skills to renew their
personality. It helps participant to learn practical skills on how to become an integrated
personality.

4. Increased productivity: It allows the participant to increase the productivity and

performance. Lecturers are always encouraged to develop an action plan for
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10.

11.

improvement. When compare the result and teaching activities before or after attending

the seminar.

Teaching integration: Attending or participant in seminar allows the lecturers to

integrate the new skills and knowledge into teaching and research activities. It helps

lecturers to positively ascribe their personal changes effectively with research and

services.

Leadership interest: leader should have genuine interest in seminar beca%\%\rshlp is
considered as collaborative effort. The positive attitude of leader w@ﬁrage lecturer

to develop interest in attending seminars. The goal of seminag is scuss and explore

the challenges and opportunities of academic leadership \& A

Sense of community: Lecturers acquiring skills %entmn to share his skills for

community development and discharge his @fesponmblhty through seminars, this

will allow them to share in comm responsibility. Seminar allows teachers to

perceive the benefits accrue from th%rticipation in community.

Participation in decision 1 allows a lecturer to participate in decision making in

school as a result of s%%vﬁtended.

It enhances co ation skill — it helps to practices professional communication

techniques.‘l\h s to make use of interpersonal skills such as working together to

acco ssignment or tasks and dealing with conflicting opinion among group

rs

Exposes teacher to professional knowledge — it can expose teachers to a topic through

presentation and discussion led by different experts. It helps teachers to acquire skills

and knowledge in a specific field.

Connecting with people — it gives teacher opportunity to meet other people with similar

interest. It helps to share experience and exchange perspectives. It helps to meet new
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12.

people who can provide solutions to common problems and device methods or strategies
to handle challenges. The relationship can continue after the seminar is over.

It helps to arouse motivation - it helps to arouse motivation to pursue goals and find
enthusiasm rekindle. It can lead to higher productivity or performance to fulfil

professional and academic goals.

Usefulness of seminar training and development to teachers, seminar training and development

is useful to teachers in the following ways: %\V\

1.

2.

It helps in training new employees without specific skills. %\%

It provides essential training for new workers with technic%pfis ional skills required

in organisation. %(-)
It helps to retain workers to perform new jobs. \QV
It helps to fulfill specific work force neede %

It helps to acquire necessary skills to@ﬁ in organisation such as accident reduction,

customers relation Q
It helps to solve operatima\ﬁ,(/ ms.

It equips supervisor, managers with latest techniques of management
It helps to im@rformance by creating effective learning environment for teacher

to displa@ skills and knowledge

It improve teaching in the classroom because it equips teachers with modern

%’uction devices and inspire them to become good teacher in modern world.

2.1.10. Impact of Lecturers’ Participation in Academic Workshops on Job Performance

Workshops are similar to seminars but the emphasis in workshop is on laboratory work

or practical skills. A workshop is an interactive and participatory group designed to improve or

reinforce participant to execute and practice technique and concepts. It enable the participant to

implement and put into practice the technique and concepts. The main objective of workshops is

65



to acquaint participants with practical skills in the use of equipment or machines. Workshop is
interactive training where participants carry out a number of training activities rather than
passive listen to lecture or presentation.

In higher educational institutions, especially colleges of education, professionals are
invited from outside or within the institution to carry out or conduct workshops and it last for a
few hours, days or weeks. Whenever the Colleges of education introduce new technology (e.g.
computerised machines), they need to update the skills of the workers who use i %uently,
they can organise training workshops to train lecturers specifically to usQ achines. In
\

such programmes, professionals (resource persons) are invited to ye apers and answer

questions posed by participants. ( &

Workshop can be organised to develop certain s@cmrer& Attending workshop

has great impact on lectures’ performance. %\
=

1. Providing a framework for reflection. eacher is a reflective person, thus, workshop
gave him a structure that would lea®eaching activities. It provides a framework that
can be used to think about gspepifi€ students’ or a specific incident.

2. More self-awareness @bﬁssroom. A reflective teaching is a way of being more self-

\J
aware in the cl s to think about what should be done, and draw a conclusion from
what is h@ngg‘n the class and make adjustments.
3. Need% on-judgmental attitudes. The expectation during workshop may make

ots to be creative to non-judgmental attitude of learners.

4. It helps lecturers to become better at planning their times and staying organized

5. It helps lecturers to be more efficient and gives their extra time to focus on students rather
than the paperwork.

6. It helps to introduce new ideas to aspire participants to further explore it on their own.

7. It helps to illustrate and promote actual process practices.
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8. It is a great way to teach hand-on skills as it gives learners an opportunity to try out new
method and fail in a safe environment.
9. It helps to lecturers to guide other in areas where they developed expertise.
10. It helps to learn the latest skills in specific areas leads to becoming better lecturers.
Finally, the workshop presents an opportunity to promote, network and build the
experience of lecturers for a good and successful classroom management.  These workshops
covered a variety of topics such as entrepreneurship education, computer stati@&kages,
methodology of teaching and curriculum and instructional development. \%
2.1.11. Impact of Lecturers Participation in Academic Conferéncés on their Job
QW
Performance (_§
The word conference may refer to a group of academgcS\presenting and arguing about a
theme or topic on a college campus. It is also rega a formal means of validating social
programmes and inducing change in individ Conterences are usually gathering of people
with a common interest or background, wi@ purpose of allowing them to meet one another
and to learn about and discuss issues, and work that focus on a topic of mutual concern. as
a large official meeting at W}Qople with same work or interests come together to discuss

their views. QQ
G

The struct contents of conference can vary greatly, but a typical frame work
would inclu@or more presentations of work and / or ideas about a given topic. The
prese ay take the form of lectures, slide shows or films, workshops, panel discussions,
and or interactive experiences. A conference may last a few hours or several days. It could be a
onetime event or a regular (usually annual) fixture on participant schedules. Conferences vary in
size in terms of number of the participants which can range from a group of three to thousands
of participants.

Types of academic conference. They are:
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Academic Conferences: - Most academic conferences are centred around a single
subject and sometimes on a single topic within that subject. The format is such that the
academics present their research work and the theories, defend and expand or change it in
responses to criticism and feedback from colleagues.

Conferences are often sponsored by the professional organisations of the discipline
involved and may be held annually in different cities. Many lecturers in the colleges of

N

s to network

education are members of professional associations and are expected to

activities. Apart from exchange of ideas, academic conferences also help ici
which promotes collaboration, funding, employment and other profe&%neﬁts.
Professional Association Conference: They are simi a’\\xtxac;demic conference in
some ways but they tend to address practical issues related actual work of participants and
also matters such as regulations, funding and issue @Sfect profession. In Nigeria there are
professional associations that exist at state, gand even international levels and they
usually organise annual conferences for th@mmbers as part of continuing education. One of
the main benefits of this is the Op(o<{ members have to meet and share experiences with

other professionals. Another@w professional associations is that they keep their members
‘ L

up to date by publisEirnals, magazines and newsletters that communicate ideas and
practices in the ﬁe«

Man ional associations have websites to disseminate information to members. In
colleg ucation, membership of professional bodies is a condition for promotion for
lecturers'®. Therefore, it is expected that lecturers participate in the conferences organised by
their professional bodies.

Training Conference: These may be organised by a professional association, industry,
local, state or federal agencies. The main objective is to train participants on methods and
techniques, provide information on new regulations, or simply an exchange of experience and

method among people from different backgrounds.
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Summit Conference: The organisation of this conference is open to any association,
group, organisation institution or government. Such conferences may address issues ranging
from education or any societal problem.

There are many reasons for the organisation of conferences by professional associations,
government agencies, educational institutions, individual organisations and activist groups in a
society. Including: to address a problem and provide new information which enables
participants to keep abreast of the latest developments in their fields, provide k}or new
research findings, or information to be shared and reviewed, meet tl:\r ement of a
lecturers’ job as is the case in colleges of education where lecturerw cted to participate
in annual conferences and the evidence of participation is us H‘%heir\ promotion from one
level to another and enhance the prestige, credibility @tials of an organisation. In
colleges of education the act of organising a confere% bring prestige to the organisers and
the school and conferences give opportunity ’@1 and new participants to interact and share
their views and practices. Q

Conferences therefore, havgra mportant place in the work place.

The work place is ra&r&nging and information needs to be customized in order to
meet the diverse of @anisations. The benefits of attending conferences include the

following: ’\

1.  They a@anisaﬁon to get updated information on key issues that their organisations

2. They are valuable for delegates who carry heavy workloads.

3. They allow delegates to have issues addressing on a specific topic by recognised experts
who are up to date with the latest developments in the field.

4.  They are very appropriate in an era in which people do not have time to read a number of
books by experts. They can spend a reasonable short period of time and get substantial

information on a topic they have an interest in. The speakers, who specialize in these
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fields, have already done the sifting and selection of information from a wide variety of
sources. They can present the delegates with those aspects that are particularly relevant in
the current work place environment.

5. They create learning communities that bring together delegates from like - minded
companies.

6. The learning environment encourages delegates to exchange experience, ideas and

practices from their own companies. %\V\
7. It allows delegates to interact with each other companies who may be@d«:ing similar

issues and problems. It allows them to tackle issues together. In tu rspectives will be
broadened as a result. This information exchange hﬁ%&@eg;tes benchmark their
companies. @

8.  Reputable conference organizers add a grea @ f value by identifying appropriate
speakers who have the necessary s ]’sXKmatter expertise, practical experience in
implementation, as well as the abilQZ\Jb engage audiences in an interesting way that
stimulates thought and debatg. V\

Conferences in any ahwon have a number of benefits. They provide a means for

the rapid disseminatio @{w knowledge which helps to thaw stereotyped antagonisms and
promote inter-disafﬁéf
provides a ft Q

immediate challenge, correction and redefinition of ideas in the presence

, intra-disciplinary, domestic and transnational communication. It also

of all nts. Every participant benefits whether he/she speaks in the conference process or
not and participation in a small conference is a form of apprenticeship learning experience.
2.1.12. Impact of Mentoring on the Performance of Lecturers in Colleges of Education
Mentoring is a key element of staff development in educational institution, especially in
the tertiary institutions. New and younger employees are encouraged to establish collaborative
relationship with older and more experienced staff (mentors) for the purpose of getting the right

orientation in the work place. The purpose of staff professional development is to enhance the
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quality of human capital for maximum capacity utilization within and outside the organization.
The organisation is committed to a working environment where professional improvement is
seen as a continuous process which enables all members of staff to develop their professional
skills and effectiveness in support of the goals and priorities of the organisation, mentoring is a
powerful personal development and empowerment tool. It is an effective way of helping people
to progress in their careers and is becoming increasingly popular as its potential benefits are
being realized. %\V\
Mentoring is a collaborative relationship or partnership between tw @l(men‘[or and
mentee) normally working in a similar field or sharing similar xﬂl ces. It is a helpful
relationship based upon mutual trust and respect. Mentors are a&%appr\eciated and facilitated
throughout the world as they considered being an assista&%?ving organizational goals and
targets performance. A mentor always develop em nd measure their performance. The
also identify and develop skills and integra eir performance of junior workers with the
polices and goals or objectives of organization®. As a key organisational strategy, mentoring
can be viewed as desirable an ve by potential employees. It can also increase

organisational learning and rwio f employees.

2.1.13. Impacts of Le . Participation in other forms of Professional Development on
their Job Perfornﬁwe

Sabbati eave: This is a well-known practice in Nigerian tertiary institutions.
Sabba e is a paid time off-the-job granted to both academic and non-academic senior

staff to study or work in other institutions across the country. Sabbatical leave in Nigerian COEs
usually covers a period of one year. The main aim of sabbatical leave is to prevent employee
burn out renew the intellectual and professional development of staff and boost individual staff
morale. Sabbatical leave also provides staff with an opportunity to live and work in entirely
new environment, and to widen their horizons by carrying out studies in new fields that would

improve upon previous studies. One outstanding disadvantage of sabbatical leave is the cost. A
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lecturer on sabbatical leave is entitled to full salary and other entitlements in the college he or
she works. At the same time, remuneration and other allowances are paid according to the
terms of agreement between the staff and the host institution.

Membership in Professional Associations: Belonging to professional associations and
unions is a good way for staff to gain valuable knowledge and experience in their areas of
specialization. The main activity of professional associations is to organize annual conferences
either singly or in collaboration with educational institutions such as universiti %olleges
of Education. Professional associations also encourage members a@h@r interested
educationists to write and publish articles in their annual educatignal jQuinals. Colleges of
Education encourage staff membership in professional associ@%%vhic\h are valuable to both
staff and the college. This is why allowances for jou@gﬁcations are included in staff
consolidated salaries and certificates of membershi \fessional associations are demanded
as part of requirements when lecturers are to @&ed from senior to principal lecturers.

Lecturers in Nigerian COEs belo&}professional associations such as the National
Association of Educational Plapne d Managers (NAEPM), Association of Nigerian
Educators (ANE), National A&&%n of Curriculum Theorists (NACT) and many others. The
main problem with m ip in professional associations is that some staff may register for
the sole purpose 'ﬁ&e ching their requirements for promotions instead of learning and
developing. @

% eetings: Attending formal meetings on occasional basis are activities meant for
the training and development of all cadres of staff in organizations. In Colleges of Education,
the senior management, academic board, schools and departments occasionally organize and
conduct meetings for staff members. The main reasons for holding staff meetings are to share
relevant information, to plan for future programmes, to coordinate the activities of staff and
students, to review past events and to inform members of staff about certain educational issues.

Staff meetings may not be directly relevant to staff primary assignment or area of specialization,
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but they serve as avenues for staff to get to know each other and express their opinions on issues
raised in the meetings. They also serve as training ground for staff to know the techniques
involved in planning and conducting meetings, and the roles of key members like the
chairperson and the secretary. All these eventually contribute to the development of staff.
However, if care is not taken, some meetings may lead to conflicts and crises among staff, waste
of time arising from inadequate preparation of key members or unnecessary and prolonged
discussions. %\V\

Committee Assignment: This is a development technique i i¢h promising
members of staff are assigned to work as members in committegs f d by the college
management. Colleges of Education in Nigeria function thro%})%(iou\s committees such as
the students’ welfare and disciplinary committee, comm g&i‘[ion committee, examination
malpractice investigation committee, students’ advi mittee, hostel allocation committee,
teaching practice committee, staff developmeg\%tee and many others.

The advantages of the committee s@s is that it offers staff an opportunity to interact
with experienced members of staffan improves human relations in the college, the trainees
become acquainted with a V%y\@? issues and processes governing the college thus enabling
members to understan ationship between departments and the problems created by the
interface of these @n tional units. For instance, members of staff assigned to work in the
security confmiftcey stand a chance of understanding the security measures and problems
associg attempts to provide security for the entire members of the college.

However, where too many committees are formed without sufficient guidelines as to
what members are expected to do, committee assignment may turn out to be time-wasting
activities. Also if members are not given the opportunity to participate fully, they become
frustrated and the activity becomes detrimental to their development. The aim of this event is to

help delegates to chair committees effectively and in line with the university style and protocol.
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Coaching: These are activities meant for the development of staff. Coaching is the
traditional practice of assigning a less experienced staff to work under the watchful eye of a
superior and more experienced staff. Coaching are development techniques in which training
and feedback are given to employees by their immediate supervisors. One of the advantages of
coaching is that they improve individual staff learning and development without any expenses.

Effective coaching develops the strengths and potentials of subordinates thereby helping them

to overcome their weaknesses. Although coaching requires time, if done well, i%\%ﬁme and

costly mistakes by subordinates. \é(/

However, common experience shows that coaching is no a% the best way to
develop staff. For instance, if coaching is carried out without a% 1ng, it may not work out
well. The coach may fail to teach or guide the de& staff appropriately as not all
experienced or learned people are good coaches. ]Ob responsibility of the coach may
not permit the subordinate to learn effectively™\T'hefefore, for coaching to be effective, they
must be carried out in a climate of confid \and trust between the trainers and the trainees.
The trainers must have patience, t% to delegate some authority and praise for jobs well
done.

Undoubtedly, essional development programmes and activities discussed above
are all relevant to %r in Nigerian Colleges of Education. But while this is right, it is also a

fact that so ammes are more relevant than others to individual staff needs. For newly

rers, the induction training programme is the most appropriate and relevant to

their needs at that particular period. For lecturer employed without the necessary teaching
qualification, the Post-Graduate Diploma in Education (PGDE) is the most relevant. A senior
lecturer who has been working for many years and has acquired the higher degrees needed,
requires a sabbatical leave. Also, conferences, seminars and workshops are relevant to lecturers

throughout their working experiences.
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2.1.4. Orientation Programmes

Orientation in educational institutions refers to the introduction of newly employed staff
to the objectives, policies and practices of the school and to their position and duties as
members of the school. Orientation is a kind of guidance designed to help new workers to learn
about their daily jobs and be introduced to their colleagues and settle for their work. Generally
employee orientation can be defined as familiarization and adaptation of new workers to the

work environment. It is way of introducing a new worker engaged in organizati@%rk and

job*’. Orientation programmes is a way of welcoming workers to an inst@ make them

feel part and parcel and important to organization. Organization @ation programs is

@}3{ \

n, the overall managerial
culture and the running style.it provides workers with v@}}k organization is expected from

different from one organization to the other depending on the i i
them and what they can do to achieve organisation \

Organization benefit from orientation &es by introducing workers to basic rules
involve in their job from administrative p@f view. Also, workers benefit from orientation
programmes from learning the vigal tions and job position and details. Employees will
collect and obtain manual, C%Nth essential rules and regulations, learn regarding and sign
up for benefits and lea rtant elements of the new position in which they are to function.
Orientation encou@ ployees to improve their ability in the work?*s.

Orie rogrammes are a common feature of many organisations and they are
expect efully determine the content of their orientation programme as well as the means
of delivering it. Generally, orientation programme should cover the following areas:

(1) School Information — This include an overview of the school, key policies and
procedures, the mission statement, company goals and strategy as well as information

concerning compensations, benefits, safety and accident prevention, employee or union

relations and the physical facilities.
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(i1))  Job-specific Information — Consist of the function of the departments or work group,
job duties and responsibilities, polices, rules and procedures a tour of the department and
introduction to other employees

Orientation provides newcomers with a better understanding of how different jobs fit
together within a unit and how a unit fits into a large organization to form a whole. A new

employee should also be given an overview of the organisation’s mission, goals, structure,

culture and services. An employee who understands the importance of the r@h more

likely to behave in accordance with its norms and values. There are \@g@ of training

methods that can be used for orientation programmes. These include ledtures, videos/DVDS,
printed materials and discussion. In recent time, intranets (inte@mm}[er networks modeled
after the internet are being used in developed countries. @on of orientation programmes
may vary from a few hours to several days or @t sessions over several months. A
significant element of an effective orientatigi&eerlence is frequent interaction between the
new comers and their heads of departments@ervisors),

A worker who participat ntation programmes is expected to stay with the
organization because time i{k& gives appropriate orientation and further guarantee and
motivated to do well organization. On other hand, a worker who did not get proper
orientation may g

appropriate information require handling customer and working

effectively a ay injure organization.

Self-efficacy refers to a person’s belief in their ability to achieve something successfully.
Beliefs and confidence can be developed through observational learning. People generally
behave by watching the behaviour of people around them. This means that people will likely
copy behaviour of someone who is quite similar with them. Self-efficacy is capability or trust a
lecturer has to accomplish assigned task with different or methodologies. It helps lecturers to

transfer their knowledge and skills to student successfully. Lecturers with high sense of self-
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efficacy beliefs experiment new methods of teaching in classroom to meet the requirements of
their students.

Self-efficacy can be defined as self-confidence and beliefs which would influence
human resource*. From this definition, it is clear that self-efficacy prepares a lecturer in
Colleges of Education with a confidence to utilize their human capital pool in order to achieve
their goals. Self-efficacy can be viewed as an individual’s belief about their capability to
manage responsibilities, specifically, teachers’ desired learning objectives togs %e their
students’ learning. Better educational outcomes depend on the level of \c@gﬁelf-efﬁcacy.
Teacher low levels of self-efficacy may inhibit the level of achiew%school. There are

\
three dimensions teacher self-efficacy, which are efficacy for @engagement, efficacy for

instructional strategies, and efficacy for classroom ma@ Teachers with high level of
self-efficacy is successful in student engageme \ructional strategies and classroom
management by letting students participate 4 e [€sson, improving teaching practices and
carrying out a good orchestration of the lea®environment5°.

Self-efficacy is belief in gon ity and strength to learn and excel, is the main

characteristic of the teacher@% in representing a special individual, as someone who is
Q)
based on self-efﬁ&c 2

shows that it% the ability perceived by the teacher in relation to the tasks expected of the

confident in one's abili anage and realize the actions needed, to produce achievements set

sification into categories. One of them is academic self-efficacy and

teache%%academic domain. Also, it is the belief that a person can do his work in certain
situations. The indicators are: (a) the magnitude of the difficulty level of the task that a person
believes can be achieved, (b) Strength, refers to beliefs about the magnitude as strong or weak,
(c) Generality, to what extent the expectations are generalized in all situations. More so, self-
efficacy is the belief that someone can perform well in certain situations. The indicators are (a)

Motivation to engage in behaviour that will help them perform well, (b) To learn more and
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transfer learning to improve their work performance, and (c) direct (themselves) to a higher
level of goal setting, and (d) performance®!.

Self-efficacy is a perception of a person that he/she is able to accomplish a certain
standard. There are four sources of information that could increase a level of self-efficacy such
as enactive mastery experience, verbal persuasion, vicarious experience, and physiological and
affective stress®. It referred to a teacher’s belief in their ability to successfully cope with tasks,
obligations and challenges related to his/her professional role (e.g., didactical %naging
discipline problems in the class, etc.)’?. Self-efficacy can be viewed as tea@({oility to face
the various challenges in their professional career>.

Self-efficacy is a firm belief in one's ability to contr{l_%\env\ironment and control
things>. Self-efficacy comes from four main sources: %Brmance gains, succession or
pattern experiences, verbal persuasion, and emoti @ physiological states. These factors
interact with each other and influence people’' %et, which in turn changes individual ways
of acting. Teacher self-efficacy refers to &}erceptions that a group of teachers of a school
have regarding their ability to worlet to generate a positive effect on their students™.

Self-efficacy can be (k&%w as a belief that an individual thinks, acts, and feels. It is
also all about one's b MN\his abilities as it pertains to dealing with various situations that
impact and can lﬁ\as ificant role in his life, not only how he feels about himself but also
how succes might be’’. Furthermore, self-efficacy is vitally essential in teachers'
comm@) their work™®. Self-efficacy can be viewed as the trust an individual has towards
himself to produce certain tasks or responsibilities properly and effectively. Self-efficacy is an
evaluation of the ability to perform a certain behavior in certain circumstances>’.

Self—efficacy can be described as a belief in individuals to take action in achieving
certain success. Self Efficacy has a big effect on individual performance. Self-efficacy can raise

the belief of individual that he/she will be able to complete all tasks and challenges that exist

when performing tasks and jobs that are charged to individuals or groups. Self Efficacy is
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formed by 6 indicators, which are: (1). Believing in ability, (2). Having freedom and responsible
for all his/her actions, 3). Being polite and enthusiastic in interacting with others, (4). Able to
appreciate others, (5). Having a desire to be outstanding, (6). Doing work within limits. Hence,
it is an important variable in supporting individual success in improving academic performance
and having positive effect on achievement®.

Self-efficacy can be defined as self-belief of teachers on their capabilities and trust they
have on their methodologies to accomplish the tasks. In particular cases, self- y\gives a
surety to teachers that they are able to transfer their knowledge to the s\ successfully.

Teachers with a greater sense of self-efficacy beliefs are more wllin experiment new
methods of teaching to meet the requirements of their students %c\acy always influences
an individual’s action, effort and the way of accomplishin&%resulting in enhanced abilities
and makes one more confident about the desired res @has been noticed that teachers with a
high level of self-efficacy have a positive attit &ds everything. They always have control

on their emotions, as a result they seldom G@ﬂy their anger in front of their students and this

attitude assures high achievemen rs with high level of self-efficacy are open to new

methods and have the ability, @?new techniques®.

Self-efficacy c@cen as an outcome of interactions between the environment and
other self-adjustm&n

is an essenti for behavioural change and a component of self-control. It is also a vehicle

anisms, individual capabilities, experience and accomplishments. It

for m ognition. Self-efficacy is conceptualized as an individual’s perception about
himself that he can perform any work by utilizing his abilities and capabilities. It can be referred
to how individuals judge their abilities to organize and carry out course of action required to
achieve pre-determined performance.it is the level of one’s belief in one’s own ability to attain
goals or complete tasks. Hence, self-efficacy be defined as the belief in one’s ability in order to
perform task in difficult environment. When low self-efficacy is present in an individual,

negative feeling about one’s abilities and responsibilities for one’s own performance can be
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triggered. A high level of self-efficacy triggers feeling that one is responsible for one’s destiny
and that one can do what one wants to do. Perceived self-efficacy is seen as people’s feelings
about their capacities to produce required levels of performance that exercise influence over
events that affect their lives. It also determines how individuals perceive, think, motivate
themselves and behave in a particular way®!.

Teachers’ self-efficacy can be viewed as how teachers predict their abilities to bring
functional behaviours and valued student learning and achievement. The b@ﬁl self-
efficacy describes the degree of a teachers’ efficacy belief in executin\ Mic actions to
handle teaching situations?. Self-efficacy can be defined as self?lie teachers on their

\
h

capabilities and trust they have on their methodologies to ec\ﬁ\l\phs

the tasks. It is an
organization of social, technical, and behavioral skills to %Ve targets. Self-efficacy in the
context of teaching refers to the ability to determin @u‘[comes of the students’ work. Self-
efficacy highly influences an individual’s a &rt and the way of accomplishing tasks
resulting in enhanced abilities and makes o®bre confident about the desired results®.
Self-efficacy makes a difft how people think, feel and act. That is, in terms of
feeling, low self-efficacy is &01 d with depression, anxiety and helplessness. People with
low self-efficacy al @e low esteem, harbour pessimistic thoughts about their
accomplishments 6%) onal development. Hence, librarians with high self-efficacy are likely
to be creati Iso perform more challenging tasks. High self-efficacy may also allow
library@\el to select challenging settings, explore their library environment or create new
ones in order to adequately disseminate information resources to their numerous library users®?.
Self-efficacy beliefs are self-judgements of one’s capabilities to successfully perform an
action in a given context. Furthermore, teachers’ teaching self-efficacy beliefs are self-
assessments of their ability to influence students’ learning®. Self-efficacy of teachers can be
described as a teacher’s confidence to effectively organize and perform specific actions related

to a particular teaching task®. Self efficacy can be described as ability to produce the intended
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result. It is therefore relates to a personal belief about their own ability to carry out a particular
task successfully. It is people’s judgements of their capabilities to organise and execute courses
of action required to obtain designated types of performances®.

Furthermore, self-efficacy beliefs influence an individual’s thought patterns and
emotional recreations and having high self-efficacy can help create feeling of serenity in
approaching difficulty tasks and activities. This simply means that if we have a high sense of
self-efficacy in a given area, we will set a higher goal, be less afraid of failure bw@s‘f longer
when we encountered difficulties. Lecturer with high self-efficacy is prox% ter teaching

professional productivity while those with low self-efficacy likely to“iave weak teaching

\
productivity. (\&

Self-efficacy could be likened as people’s judgmen ¢ir capabilities to organize and
execute courses of action required to attain design s of performances. Two important
aspects of this definition warrant further exp ion. First, self-efficacy is a belief about one’s

perceived capability, and as such, does no@ssarily match one’s actual ability in a specific
domain. The most useful effica ents are those that slightly exceed one’s actual
capabilities, as this overesti&%&ﬁ actually increase effort and persistence during difficult
times. Secondly, Self- f@gis the idea that individuals make use of their value judgments in

reference to someé% tain designated types of performances), which reflects upon both the

task and situ@gﬁciﬁc nature of efficacy beliefs.

@ﬁcacy is the trust and capabilities a lecturer have to accomplish assigned task with

different methods at any given period of time*. It assures teachers to transfer their knowledge
and skills to students successfully. Teachers with high sense of self-efficacy beliefs are willing
to experiment new methods of teaching to meet requirements of their students need. If lecturers
self-efficacy increases when accomplish a task successfully while failure to accomplish a task

decreases or lower their self-efficacy.
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Workplace performance is associated with employee’s self-efficacy because it reduces
work stress by performing the task in organization on regular basis. Employees who learn new
skills and knowledge discharge their duties or perform better in accordance with their self-
efficacy belief. Employees with high self-efficacy always ready to learn new concepts, ideas
and skills as well. They perform extra ordinarily and provide their best at workplace®. The term
self-efficacy refers to an individual’s confidence in their ability to complete a task or achieves a
goal. Self-efficacy also refers to set of belief we hold about our ability to com articular
task. Self-efficacy is also the belief in ones capabilities to organise infonx% d execute a
course of action to navigate a prospective situation®’. %

Self-efficacy has three dimensions: magnitude, the 1@@?%& tas} difficulty a person
believes she can attain; strength, the conviction regardin &tude as strong or weak; and
generality, the degree to which the expectation is g d across situations. An employee’s
sense of capability influences his perception, @tl n, and performance. We rarely attempt to
perform a task when we expect to be u@essful. However, lecturers’ self-efficacy is the
belief a lecturer has about his or r%g ived capability in understanding certain teaching or
lecturing task and the ability %e}bﬁn professional tasks.

2.1.14. Sources of Sel —@y

Self-efﬁca& a gifted trait. To recognize and realize their ability, individuals must
rely on self- ge. The four sources are very important to teachers. They are:
1. Mas%gching experience
2. Vicarious or social modeling
3. Social or verbal persuasion
4. Physiological and emotional behaviors

Mastery of Teaching Experiences - It is one the important source of self-efficacy that
is mastery of teaching experiences. It is situations where teachers share their success stories,

feeling confidence about their method of teaching that prove them competent and capable in
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their profession. Successes make them belief in their methods and themselves, which helps to
increase in teachers’ abilities and activities they choose. If activities lead to success every time
it increases the level of their self-efficacy. If activities lead to failure it lowers their self-efficacy.
Experienced mastery has been shown to produce the most powerful influence on efficacy beliefs,
individuals also can learn by observing the successes and failures of others. Employees who
have previous experience with on the job success have more confidence to complete similar
tasks (high self-efficacy) than those who do not (low self-efficacy). %\V\
Vicarious or Social Modelling — It is a way of learning from othe@experiences,
especially teachers who are successful in their career or teachin 1on. These success
stories generated positive ideas among teachers which motivat(&%tqo do something different

and creative. The behavior of successful teachers has ef % other teachers which ii turn

improve their effectiveness in school. By obse

threatening activities without adverse conseq&%

form expectations of their own ability. W&o\jb direct experiences, individuals are still able to

others deal with challenging or

mdividuals begin to compare attributes and

calculate which goals are achievabl how much effort is needed. The more similar the
attributes, the higher the ex%%@ﬂs. Seeing people similar to oneself succeed by sustained
effort raises observers’ @that they too possess the capabilities master comparable activities
to succeed. ’\QJ

Verb uasion — The confidence level of teachers can be improved through
appreot d encouraging remarks given to teacher to boost their moral and confidence in
their chosen career which can increase the level of their self-efficacy. If teachers are supported
by social elements in society towards teacher self efficacy a clear improvement can be seen in
their attitude in school and society. Individuals who are verbally persuaded that they are capable
of achieving given activities are more likely to generate greater effort and to sustain it than
those who doubt their own ability. However, verbal persuasion is considered a weak inducer of

efficacy if one’s experiences of past failures dominate self-belief. Employees can be persuaded
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to believe that they have the skills necessary to successfully complete a task. Both positive
encouragement as well as convincing others that they have the ability to succeed at the
particular task can facilitate self-efficacy. When managers are confident that their employees
can successfully perform a task, they perform at a higher level.

Physiological & Affective States or Emotional Arousals — The physiological and
emotional behavior of teachers has effects on their self-efficacy. If teachers are confident in
their actions, they surely get positive and outstanding results. However, @rs are
depressed or anxious in their actions, this can produce negative results. T@%onﬁdence is
very important because it can change the results. When qualified tea e&ed to succeed as a
result of depression and lack of confidence it affect the lﬂ%&o\f tl}eir self-efficacy. An
individual’s expectations of his or her own ability can %forted by negative emotional
arousals such as stress or fear and the physiologic.al%%\\gﬁ fatigue, since they directly decrease
performance and lead to other avoiding behavi

The more sensitive a person is @ese arousals, the lower the expectations are.
Consequently, by training or pracgic cope with stress and fear, individuals become less
sensitive and are able maint%b&?performance. A lecturer who expects to fail at a task, or

finds the task too dericl will experience a set of emotional cues: racing heart, blushing,
etes

sweating, headac}és\
contribute to%@of weak self-efficacy in employees®.

2.1.15@ﬁcacy and Approaches to Work Related Tasks

Self-efficacy influences how individuals will approach tasks and challenges in the

If these physiological cues are persistent and severe enough, they

workplace. Below are commonalities in the approach to work related tasks in employees with
high vs. low self-efficacy beliefs.

Employees with High Self-efficacy:

(1)  View difficult tasks as challenges to be mastered

(i) Develop a strong connection and deeper interest with work-related tasks
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(ii1) Set more challenging goals

(iv) Are more committed to their work

(v)  Sustain their efforts in the face of setback or failure

(vi) Recover quickly from setbacks and disappointments

(vii) Attribute setbacks to insufficient effort or knowledge (both of which can be acquired)

Employees with Low Self-efficacy:
(i)  View difficult tasks as threats to be avoided %\V\
(i) Believe that more difficult tasks are beyond their capabilities @/

(ii1) Perseverate on failures and negative outcomes \
o\ \

(iv) Perseverate on failures and negative outcomes (\

(v)  Quickly lose confidence in their abilities <</
Self-efficacy beliefs are the most central rvasive influences on the choices
employees make and goals they set for the es. Self-efficacy beliefs also strongly affect

their approach to a task, motivation to eng@ a task, the level of effort they exert, degree of

persistence when facing a difficultgas their performance on the task.

2.1.16. Levels of Efficacy iw}h@nisaﬁon

Levels of efficacy in wi@e are:

(1)  Self-efficac -efficacy is a person’s belief in his own abilities to successfully
accompity a specific task. It is as a result of complex knowledge acquired in cognitive,
@\ysical skills, linguistic, through experience.

(ii) Collective Efficacy - Collective efficacy is a perceptions through which a group belief in
their ability to achieve results. It is belief that the group shares which remain as emergent
or group property rather than the individual.

Self-efficacy and collective efficacy are very important when doing individual, collaborative

and group-based tasks. However, individual views the effect of their own capabilities not only

on their personal work, but work they engaged in with the team. More so, the team’s collective
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view their capability not only affects their work as a team but what each individual contributing

to the team and feels capable of executing.

2.1.17. Effect of Self-efficacy on Learning and Performance

Self-efficacy has powerful effects on learning, motivation, and performance, because

people try to learn and perform only those tasks that they believe they will be able to perform

successfully. Self-efficacy affects learning and performance in three ways:

(1)

(ii)

(iii)

Self-efficacy influences the goals that employees choose for themselves: %s with
low levels of self-efficacy tend to set relatively low goals for thems@%ﬁnversely, an
individual with high self-efficacy is likely to set high personal\goa esearch indicates
that people not only learn but also perform at levels c@\%ﬁt v?ith their self-efficacy

beliefs. %k\

Self-efficacy influences learning as well a $ fort that people exert on the job:

Employees with high self-efficacy gene hard to learn how to perform new tasks,
because they are confident that thelr®¢s will be successful. Employees with low self-
efficacy may exert less effo \%{ arning and performing complex tasks, because they
are not sure the effort 1 Q@Ao success.

Self-efficacy in the persistence with which people attempt new and difficult task.
Employees ‘{ﬁ self-efficacy are confident that they can learn and perform a specific
task. 'l@ey are likely to persist in their efforts even when problems surface.
6%’ ly, employees with low self-efficacy who believe they are incapable of learning

and performing a difficult task are likely to give up when problems surface. Self-efficacy

has influence on workers job performance®’.

2.1.18. Factors That Triggers Self-efficacy in Organisation

Understanding the factors that triggers off self-efficacy in organisation is way to prevent

low self-efficacy in organization. They are:
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(1) The Kind Feedback from Performance Feedback — the kind of feedback given to the
worker determine whether their self-efficacy is high or low but if feedback is not given it
will make individual workers or team to lose their sense of self-efficacy. Acquiring
higher performance feedback will help employee to reduce or avoid low self-efficacy.
When the feedback is accurate, timely and specific, individuals or group can understand
better the cause and effect in performing the task and can work towards fixing any errors
or mistakes than occur. . This will helps to maintain a healthy level @cy and
increases self-efficacy in workplace or organization. \é(/

(2) Complexity and Uncertainty Task —tasks must be clear to managers for them to
provide accurate feedback. If they are not clear witl(t_)%s \objectives it will be
difficult to get clear feedback as a result it can lea (&self-efﬁcacy. When manager
are clear with the task performance feedb ill helps to increase workers self-
efficacy. When feedback is not provi orréctive action is taken this may reduce or
decreases self-efficacy of workeQ& tasks are concretely defined and level of
complexity equivalent to the ee’s skill level, their self-efficacy will increases.

(3) Experiences on Ask Skwss or failure of previous tasks can influence a person or
group’s percep '@Qut their capabilities. Failure to accomplish a task can lead to low
self-effica wgi( successful accomplish a task can lead to high self-efficacy. When
lectu cessfully complete a task their self-efficacy may high but failure to

%Q)lish a task can lead to low self-efficacy. An employee who successful complete

many task will have high sense of self-efficacy.

When managers understand factors that can trigger self-efficacy in organization,
administrators in colleges of education can be more effectively enhance self-efficacy and in turn,
increase job performance in their lecturers. Also, self-efficacy increases teachers’ abilities in the

classroom observation and teaching”’.
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2.1.19. Implications of Self-efficacy in the Workplace

This research review of the impact of self-efficacy includes a wide range of topics such
as training and development, teaming (i.e., collective efficacy), change and innovation,
leadership, and stress. From this considerable body of theory and research on self-efficacy, the
following managerial and organizational implications are provided.
Selection/Promotion Decisions

Organizations should select individuals who have high levels of self- % These
people will be motivated to engage in the behaviors that will help them@m well in the
workplace. A measure of self-efficacy can be administered during th&i promotion process.
Training and Development (_& A

Organizations should consider employee levels Q% icacy when choosing among
candidates for training and development programmes: he training budget is limited, then
greater return (i.e., job performance) on trai investment can be realized by sending only
those employees high in self-efficacy. Th&}ople will tend to learn more from the training
and, ultimately, will be more likel %{ at learning to enhance their job performance.
Goal Setting and Performa%\/

Organizations ﬁ@ourage higher performance goals from employees who have high

levels of self-efﬁ&

which is criti% any organizations in an era of high competition.

2.1.20@@ Self-efficacy

Emphasize Peer Modelling — A worker can be a model to others in organization when is

is will lead to higher levels of job performance from employees,

good behavior helps to achieve success. The manner and way he/she carryout the task to high
performance will make managers or employers to encourage others to follow suit. In a
workplace — one employee can takes centre stage for week and shows both business know-how
and good social behaviours to other. This employee will be a peer model to the rest of

employees in the company, other workers will want to learn from him or her ,how it act and
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behave in a particular manner, especially if this good behaviour help them achieve more
success or drew attention and praise from the boss.

Request or Seek for Feedback — employees are always eager to get feedback in their
performance. It helps workers or employees to understand and know when they should remain
or continue using the same methods or to change it to another one. When the feedback is higher
it will increase their performance, otherwise it can lead to lower performance or self-efficacy.
When receiving higher level of performance feedback, it will help to improve cacy and
subsequent task performance \QV

Allow Peoples Participation — It is good to allow workers t {ﬂ%e in work or task.
Participation will encourage other to do similar task successfult\%@u th\e participator is ready
to teach other this will arouse their self-efficacy. Peo@ build their self-efficacy on

people the see very close to them. They want to @the way such a person behave and
im

continue in the same manner. Participation i;@\'

has previously engaged in active learnini readyMo teach other in a similar manner. Participation

ortant to peer model when a person who
helps workers to learn from each gth people want to build their levels of self-efficacy on
how those who are very closg o th chave.

Permit Worker @ke Choice — When allow workers to make their own choice they
feel more responsiﬁ&fo oice made and eager to achieve such success will help them to learn
from mistak ovide solution to the choice after mistake. When people make their own
decisi@ws for one to feel responsible, the person themselves is the one held accountable
for if the outcome whether favour or against you the person making choice.

If letting people to make their own choices the term self- accountability is usually come to mind.
2.1.21. Techniques through which Self-efficacy can Improve Employee Performance

1. Stay in Stretch Zone: Goal setting is crucial to building self-efficacy. Studies have shown that
there are three personal zones of achievement (the comfort zone, the stretch zone and panic

zone) highly productive people lies at stretch zone where they can make the most of their
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abilities. In stretch zone, employees are more willing to take reasonable chances and are

resilient to failure and setback. In the panic and comfort zone employees are usually to take

prone to taking chances or extending efforts, the stretch zone allows employees to have an

insightful perception about themselves and increases the likelihood of achieving self-

contentment.

Employee enters the zones through:

2)

3)

4)

e Setting goals, %Q\
e doing things that they like to do, @/

e trying new things and facing challenges &

\
e accepting failures and criticism positively Q
e approaching the goals slowly and not over-stressiq&(,%
Set Simple Goal- low self-efficacy makes empl %nher dough abilities or perceives the
task to be more difficult than they are, @esult employees don’t make enough effort,
blame themselves or their cluster a%g@ents, and destroy the trust in them. A good idea
to build and sustain self-efﬁca@s set goals reasonable and approach them one-by-one.
Employees can break th&&%ﬁto smaller and work on achieving them one at a time. By
doing this, empl n rejoice our small success and their goals become more
manageable cessible.
Look for%er for Picture - one of the most significant qualities of employee with high
sel y is the power to look beyond short-term losses and not letting them break their
self-trust. Employees have higher goals to achieve and sticking to this perspective helps in
maintaining a high self-efficacy. Self-efficacy allows employees to sort their priorities,
make better plans, and focus on them more efficiently.
Reframe Obstacles — a practical psychological tool to increase self-efficacy is identifying

obstacles, through blocks, and reframe or replacing them with positive interventions.
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Reconstructing the ways, we look at failures and fell about them help a lot in changing the
way we think of ourselves. Building self-efficacy allows us to understand the challenges and
failures as inevitable; by continuing to believe in ourselves and abilities, we can surely attain
fulfillment.

2.1.22. How Manager Increase Self-efficacy in Work Place to Improve Performance

Manager can increase self-efficacy which helps in improve performance in working place as

follows; %\V\

1). Recruit Applicants with high Self-efficacy — carefully hiring practi@ tilisation of
specific interview questions that probe an applicant’s genera&v f self-efficacy are
important to developing a team with high self-efficacy. %ng\individuals who have
higher self-efficacy beliefs will increase the prob@t they will be more motivated
to perform well.

2). Ensure Job Demands are Appropriate Qplexny of the job demand has an impact
on self-efficacy. Individuals who &}mastery completing complex, challenging and
autonomous job increase sgi- y. Individuals who lack the opportunity to engage in
challenging work are te\afred and disengaged, leading to a decrease in self-efficacy.

3). Improve Train @{ Professional Development Practices - employee’s self-efficacy

expectatiQ sks can be increased through guided experience; mentoring and role

mode%ghance self-efficacy with professional development for all employees. Also,
@a team leader who exemplifies self-efficacious behaviour and identify them as
role models.

4). Enhance Self-management - systematic self-management training enhances self-

efficacy expectations. Encourage employees to set realistic goals

2.1.23. Lectures Level of Self-efficacy and Indicators.
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The level of self-efficacy of lecturers varies from lecturers to lecturers. Lecturers with
high level of efficacy, always have confident in his ability to do things, whereas lecturers with
low level of self-efficacy, will always hesitate and halfway in completing their task. Self-
efficacy is one's evaluation of one's ability or competence to carry out a task, achieve goals, and
overcome obstacles. If lecturer has a high level of efficacy, they always confident in their ability
to do things, also a lecturer with a low level of self-efficacy, always hesitate and halfway in
completing his task. \V\

Self-efficacy in lecturers is influenced by individual observatlor\ lecturer on
something that happens in his or her social environment. Lecturers <1 her improve their
quality if they believe in their potential. Each lecturer need @\)&Qc(eas\e his self-efficacy to
develop his potential. The more the lecturer believes th@abilities they have, the easier
they will also improve their quality and performanc %\

»

Self-efficacy Indicator: Self-efficacy indicat, )@{

namely the level aspect, the strength asEe the generality aspect. Self-efficacy indicators

1. Efforts to complete w k ividuals believe that they are capable of completing tasks,

¢ referred to as an aspect of self-efficacy

which is the in hlmself who sets the task (target) what must be completed.

2. There are g‘o achieve success. Be confident in motivating yourself to take the
actio d to complete the task.

3. @erance in completing work.

4. There is a strong effort from the individual to complete the assigned task by using all
available resources.

5. Efforts to change themselves based on experience. Individuals can survive in the face of
difficulties and obstacles that arise and can rise from failure.

6. The magnitude of the difficulty level of the task that a person believes can be achieved,

7. Strength, refers to beliefs about the magnitude as strong or weak,
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8. Generality, to what extent the expectations are generalized in all situations.

9. Motivation to engage in behaviour that will help them perform well,

10. To learn more and transfer learning to improve their work performance,

11. Direct (themselves) to a higher level of goal setting, and

12. Performance.

2.1.24. Importance of Self-efficacy on Lecturers Performance in Colleges of Education

Lecturer performance is one of the most important components in colle @Deation.
College of education cannot function well in the absence of lecturers w: de teaching,
conducting research, performing community service, as well as 2&%& other scientific
activities. Therefore, lecturers’ self-efficacy is one the Variable(%?\’tﬁlps\them to perform their
duties well and appropriate in schools. These are so@nportance of self-efficacy to
lecturers. They are: %\

1. Tt helps to influence how hard and h gn individual lecturer will persevere at a
particular task, how resilient peo 1@? be when faced with obstacles, and the amount
of stress or anxiety they wilk e nce in a given situation.

2. Self-efficacy helps to&n}We lecturers’ confidence and ability to promote students'
learning in sch @

3. Lecturers as\gyto undertake and successfully execute a specific task in a specific
conte the latter judgments about the consequences that this performance would

@bou‘a

4. Tt provides opportunities for student communication by using a variety of models to
meet the needs of all learners (working individually, in pairs, and in groups).

5. Teachers with high levels of self-efficacy are more likely to divide the class into small
groups rather than teaching the class as a whole, thereby allowing the opportunity for

more individualized instruction.
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6. It increases extent to which teachers are willing to transfer skills learned during in-
service training to the classroom.
7. It helps teachers to explore more alternative methods of instruction, seek improved
teaching methods, and experiment more extensively with instructional materials.
8. It enhances teacher’s ability to respond effectively to stressful and challenging situations.
9. Teachers with strong, positive efficacy beliefs about their teaching ability are more
likely to take risks and use new techniques, experiment and persist w@ﬂenging
strategies that may have a positive effect on student achievement. @
10. Teachers with high level of efficacy beliefs feel more challe&i less threatened by
stressful conditions than those with low self-efficacy. \& A
11. Self-efficacy influences extent to which a teache@onal programme is ultimately
effective in terms of the acquisition of know %\hd skills.
12. Teachers with high levels of self-eff@&%rding their ability to teach, which can
produce superior student achievem@oss a range of academic subjects.
13. Teachers are better organi gage in more effective planning and are more likely
to set high performan%%%rds for themselves as well for their students.
2.1.6. Job Commitme QQ
Job commi eg“d how an individual brings energy and initiative to job every day. It is
the individu hological attachment to his /her organization. It is the degree level of an
indivi@%gtion and experiences as a sense of loyalty toward one’s organization. It is the
extent to which an employee develops an attachment and having a feeling of allegiance to
his/her employer. Job commitment is simply a way at which an individual is dedicated to a
particular organization, cause, or belief, and a willingness to get involved. Job commitment is
an employee’s adherence, felling to consider organizational goals as his/her like own. They act
on behalf of organization in order to achieve value, goals and desire to maintain his close

membership’.
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Teacher commitment is the emotional bond teachers demonstrate toward their work.
Teacher commitment has been recognized as one of the most critical factors in effective
teaching. Thereby, teachers with high level of commitment can make a difference to the
learning and achievement of their students. Committed teachers are affiliated with the school
they work for and they invest their time and energy in promoting their school. Teacher
commitment is associated with creating an effective learning environment in which students
enhance their abilities for greater achievement. Teacher commitment is an in@ce that
drives teachers to show enhanced job performance’’. \%

Teacher commitment is broadly conceptualized as a d ire% continue and a
commitment to grow and learn in the professional commun'@)?o\\coll\eagues. The teacher's

commitment to the profession is related to a sustainabl@ community. This means that

the emergence of a sustainable learning community: ol communities is inseparable from
how the teacher's commitment to the professigi\

Job commitment can be viewed as\the,degree to which the employee feels devoted to
their organization, it can also be desgi as an effective response to the whole organization
and the degree of attachmen‘%&ﬂy employees feel towards the organization’.

Job commitmeiﬁ! psychological state that binds an employee to an organization

thereby reducin% ﬂﬁ\{r

and binds an

em of employee turnover and as a mind-set that takes different forms
al to a course of action that is of important to a particular target’s.

ee job commitment can be described as an attachment where the employee has
for their own organization from their experiences. It will indicate the level of satisfaction, and
engagement among employees. It is also a crucial to assess employee commitment since it is a
key element in organizational success. The commitment is defined as the steadying strength
which is acts to retain the behavioral move toward in the fairness conditions and the

psychological condition of the commitment are the bonds of individual towards organization’.
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Job commitment as to what extent employees are consciously committed to and to what
extent they care about their profession. It is the description of internalizing the values about
importance and goodness of work in the eyes of individuals.

Job commitment can be referred to an employee's dedication and willingness to work
positively in an organization and his continuance to work for it®. In the school system,
dedicated and committed teachers play a vital role in achieving educational goals and objectives
because they are the core implementers of teaching and learning. Job commng %\can be
viewed as individuals’ loyalty to their profession and career related to @*erssion, they
dedication themselves to these factors, and accepting and believigg ih job ethics and job
purposes. Job commitment as to what extent employees are QE«QGUSI; committed to and to
what extent they care about their profession. It is the d %ﬂ of internalizing the values
about importance and goodness of work in the eyes«Jts iduals. Teachers' multi-dimensional
tasks as facilitators, role models, guides, and ts cannot be completely carried out without a
high level of commitment, enthusiasm, lo(shcriﬁce, and affection to students, schools, and

Teachers’ job comm%n 8 the willingness of teachers to invest personal resources
into the teaching task remain in the teaching profession. More so it is a strong belief in
and the acceptanc&h chool’s goals and values, a willingness to exert considerable effort on
behalf of th@, and a strong desire to maintain one’s membership within the school.
Com ployees are more likely to go above and beyond the call of duty to help their
organisation and are less likely to quit’.

Job commitment is a psychological state that characterizes the employee relationship
with decision to continue membership in the organisation. It also reflects the extent to which
employee’s identify with an organization and is dedicated and loyal to its goals. Employee

commitment is important because high levels of commitment lead to several favorable

organizational outcomes. Employees who are committed to their organization generally feel a
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connection with their organization, feel that they fit in and, feel they understand the goals of the
organization. The added value of such employees is that they tend to be more determined in
their work, show relatively high productivity and are more proactive in offering their support.
Therefore job commitment is a psychological state mind that binds an individual to the
organization. It referred to the likelihood that an individual will stick to the organization, feel
psychologically attached to it, whether the job is satisfying or not®!.

Job commitment can be viewed as teacher’s attraction and attachment %\%ﬁ!rk and
the organization. It can be described as total organism direction inv@&ot only the
conscious mind but the whole direction which is gradually achieved&h ndividual through a
close relationship in which even unconscious tendencies are Q\S\x&h rzspected as conscious
choices. Commitment in job is a state of attachment th& mnes the relationship between an
actor (an individual, a group or organization) an % tity (commitment target). It is the
strength of the individual’s identification wit@ment in, and commitment to support and

attain organizational goals’®. \

Job commitment could e%e from two important dimensions, which are internal

satisfaction (intrinsic), whifh\is .the satisfaction staff obtain from internal factors such as

recognition from theplace, and career advancement, among others, while external
satisfaction (ext@ is the satisfaction staff obtain from external factors such as relationships
with co-weike lary received, and work environment, among others factors””787,
%commitment is an individual contribution to an organizational vision, mission and
strategic initiatives by their citizenship and production and organizational commitment concerns
the level of the employees recognized themselves that they belong to (or parts of it) and feel its
attachment to the organization®’.
Job commitment can be viewed as employees' willingness of contribution to the

organizational objectives/ goals and values and to strive for the vitality of the organization®'.
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Job commitment is the psychological status reflecting the relationships between individuals and
organizations without stating in their employment contract benefiting the organization from the
goal achievement®?.

Job commitment is employees’ belief in the organization aims and values, hard effort for
the organizational objectives achievement, and employment loyalty to the organization. In term
of the importance of the employee commitment, its achievement to the organization is crucial
and central to modern human resource management and organization success @%y area
for research by its strong impact on the successful performance®3. %

Job commitment is considered the full involvement and partioj &n the affairs of an
organisation with the intention of facilitating the attainment {\ég'rec} objectives. It is the
conscious effort of an employee to fully bring in his/her g&l, skills, knowledge and even
resources in the pursuit of original organisational n the school for instance, it is the
willingness of teacher to work towards @mlc achievement of the students®*. Job
commitment is the feeling of responsibilit&}jba person has towards the mission and goals of
an organisation. When an individyal commitment, the person is more likely to perform
tasks and responsibilities % il help an organisation achieve a higher level of the
organisational goal. QQ

Teachers’ ghﬁmitment is the willingness of teachers to invest personal resources
into teaching% d thus remain in the teaching profession. Teachers’ commitment is a sting
belief 4 e acceptance of the school’s goals and value, a willingness to exert considerable
effort on behalf of the school, and a strong desire to maintain strong membership within the
school confines’.

Job commitment is the state at which an employee can be enhanced through their mind-
sets and belief in organisational goals. It is a willingness of employee to undertake an effort to
stay and be part of organization®. Job commitment is the employees’ sense of being committed

to the organization’s goals and objectives®®. The level of goal achievement will make employees
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identify with their company. Loyalty and involvement of employees can be enhanced through
their participation in organizational performance. Emotional response of an employee can be
developed from the relationship between a firm and its employees. It is a relative strength of
involvement which often linked with organizational identification®’.

Job commitment is important to derive efficient outcomes, fulfillment in employees’
performance®®. Employees’ loyalty is often affects the performance and outcome of an
organization. Employee Loyalty is a form of a deliberate commitment to the \%t}on and
employer after doing required work even after sacrificing self-interest®’. A@ﬁs conducted
between employee’s loyalty and commitment. It was revealed that organizational commitment
has a positive impact on organizational loyalty which further 1&\)%1 1r>1provement in quality
of services delivery®. @

Employee commitment is a feeling of de to one’s employing organization,
willingness to work hard for that employer, '\ the“intent to remain with that organizational
attachment of the individual to the orgamizatjen. Workers are regarded as committed to an
organization if they willingly c@g eir association with the organization and devote
considerable effort to achieyi g\ohganizational goals within the giving term frame. The high
levels of effort exerted @loyees with high levels of organizational commitment would lead
to higher levels o@%’f*\ance and effectiveness of both the individual and the organizational
levels®!. @

rs’ job commitment can be viewed as feeling of responsibility lecturer has
towards the mission and goals of their institution such lecturer is more likely to perform tasks
and responsibilities that will help the college to achieve a higher level of institutional goal. It
can also be referred to as the degree to which a lecturer is loyal and devoted to the college. It
can also be the degrees of attachment or loyalty a lecturer feels towards the institution. However,
lecturers job commitment can be referred to as the degree to which a lecturer loyal and devoted

to the college or institution. It can also be the degree of attachment or loyalty a lecturer fell
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towards the institution where work. Hence, lectures job commitment can be described as feeling
of responsibility, degree of loyalty and devotion towards the college in order to achieve
institution goals and objectives.

2.1.25. Dimension of Lecturers’ Job Commitment in Colleges of Education

The obligation of lecturers in higher institution is to impart their strategies and methods
to achieve the best out of the student for their academic performance. These are: Lecturer’s
commitment to teaching/occupation, Lecturer’s commitment to stude@turer’s
commitment to schools/institution, and Lecturer’s commitment to professi()\%

Lecturers’ Commitment to the Institution: This is the levelyat which the teacher finds
satisfaction and agreement between his idiographic and the schQ{)&%&om;thetic expectations of
him/her. This satisfaction prompts his/her devotion, an %ness to spend his time and
energy for the school’s success, as well as mainfaj mbership of the school. It is the
readiness of teachers to accept the goals, polj"\%n programmes of a school. He/she will be
concerned about everything going on in th@@ol and will also be willing and ready to protect
and defend the image of the schgol times. A teacher that is committed to school will
always be willing to contribWﬁn’necessary to curricula and extra-curricular activities, all in
the bid to move the sc ard. It is the readiness of teachers to accept the goals, policies
and programmes d%c ol. He/she will be concerned about everything going on in the school
and will also ing and ready to protect and defend the image of the school at all times.
This b ut a link between the teacher and the students®!.

Lecturers’ Commitment to the Student: A teacher committed towards students is
more likely to work with students in both curricular and extra-curricular activities which help
students to connect to the institution and its academic activities. A committed teacher also
enjoys working with students and has a strong desire to help each student develop his full
potential. He recognizes that students vary in size, colour, intelligence, background, interest and

learning preferences. He is happy in helping each student progress through developmental tasks
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and programmes commensurate with the student’s ability, interest and also plans and designs
his lessons in a way that will meet the need of each student in class. The commitment of
teachers makes it easy to apply individualized instruction in the teaching of students. The
willingness of promoting the school creates emotional link between teachers and the students,
which ultimately inspires teachers to be dedicated to the teaching profession and establish an
effective learning environment, to allow students reach their targets’.

Lecturer’s Commitment to Teaching Profession: Commitment to the %on can
be seen as important because it enables a teacher to develop the necessary \1 d knowledge
and relationships to have a successful career, regardless of the sitw ithin the school. A
teacher that is committed to the profession is expected t(?s%lop\the necessary skills,
relationships and good instructional practices to have a s g& career. A teacher committed
to the teaching profession will recognize and di % his professional responsibilities to
students, colleagues, administrators, parents @e community. He also becomes an active
member of local, state, and national prof&i\g&al association and always ready to defend the
occupation when necessary. Comr(t(( teaching profession allows teachers to change their

teaching practices to facilitate n}o& assroom. Committed teachers always seek for continuous

professional developm. f‘Qk believed that teachers who have commitment to their profession

work collaboratw%\

teaching profession” allows teachers to change their teaching practices to facilitate in the

other teachers to nurture the learning of the students. Commitment to

classr

Commitment to Outcomes or Objectives: Committed teachers are likely to believe in
and act upon the goals of the institution, intend to remain as member of the institution, work
harder, are less inclined to leave the workplace, devote more time to relevant activities in order
to accomplish the goals of the institution, influence students’ achievement, and exert efforts
beyond personal interest. Teachers who are committed to output will do everything within their

immediate reach to help the school and the students to achieve their short and long term goals’.
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Lecturers’ commitment is a motivational force that inspires teachers to invest more time
and energy in student achievement. This willingness of promoting student accomplishment
inspires lecturers to seek ways to enhance teaching profession and establish an effective
learning environment to allow students to reach their goals. Lecturer commitment is a crucial
factor that impacts student achievement. Committed teachers devote themselves to their
students, school and teaching profession. When lecturers are involved in developing their
teaching profession, they can influence student accomplishment. If a lecturer has\high level of
commitment to school, to students, teaching profession and teaching q@ ing, it will
definitely affect the commitment to goals and objectives set for the school st Tor students.
2.1.26. Factors Influencing Lecturers Commitment to Colle@\;%Edu:ation.

Factors that may influence lecturers’ commitmen%%titution. Here are some of the
important ones: %\

1. Job Characteristic: Organizational ¢ &nt tends to be high among the employees
whose jobs are highly enriched. Si@ese job characteristics are present in abundance
in self-employed job, heg 1 efore not surprised to find that the levels of

organizational comm@\&'e quite higher among self-employed people than those

who are emplo rganizations.

2. Job Rewaﬁiganizational Commitment is influenced much by the type of reward
that es receive from the organization. Research studies have shown that the
%& ee’s commitment to their organization is enhanced by the use of profit sharing
plan.

3. Availability of Alternative Job Opportunities: Expectedly, the greater possibilities for
finding alternative job, tends the employees to be less committed to the organization and
vice versa.

4. Personal Characteristics of Employees: It is found that the employees who have

longer tenure with organization have greater organizational commitment than those with
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shorter stay with the organization. The reason is not difficult to seek. It is one
established fact that the longer one serves in an organization the more one is likely have
invested in it.

5. Investments Notion: Denotes that the greater the stake one has in an organization the
greater one is likely to be committed to the organization. Investments will produce
commitment to the organization, regardless of other features of the person’s relationship
to the organization. Variables which have been studied under the invest@‘o\ﬁon are
age, tenure, education, marital status, number of dependants and gm@/

6. The Exchange Notion: States that the greater the levels to w%s expectations are

\
met, the stronger is likely to be the one’s organizationa(g\s%uitment. The expectations

include the need for achievement and personal im@?

7. The Value Notion: Suggests that those wit@rk ethics tend to express high moral
commitment. Work values and profe@is have been studied under this notion. It
also shows the destination made be@ moral and calculative commitment.

2.1.27. How Job Commitment of, s can be Enhanced

Job commitment of workers %% anced through the following

e Reciprocity C @-ent: Organizations select performing worker or employee and

train the ﬂ{na ge affairs of organization. They offer them with special reward and

bene Qrk effectively and efficiently with organization. This helps to develop a

f commitment to work for a particular period of time in organization.

Responsibility Commitment: Organizations may assign special managerial tasks and

responsibilities to performing workers who are not actual managers. So that employees
can show their loyalty towards organization and stay more committed on the job.

e Social Identity Commitment: Employees can be identified with society, their jobs and

organization they are working with. Employees show their experiences with their

colleagues and other members of the society in which every member of society accord
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respect and social values to them. This type of commitment is considered important

and powerful for the organization

2.1.28. Workers’ Commitment Phases

Worker’s commitment can be improve in different phases. These phases include;

1.

Compliance Phase - This phase concentrates around the employee accepting the
influence of others mainly to profit from them, through remuneration or promotion on
the job%. At this phase, attitudes and behaviours are recognized not beca@lective
principles but just to advance explicit rewards. The nature of emplo@ mitment in
the compliance phase is related with the continuance dimens&: itment, where the
employee is calculative with the necessity to stay in the Q_)xszatlon when assessing the
rewards. @

Identifying Phase — This phase occurs wh \byees accept the influence of others
in order to preserve his self-defining ;‘!\kns ip with the organization Employees feel
satisfied to be a member of the otga atlon the workers recognize their roles in the
organization as part of t entity. The kind of workers’ commitment here is
called normative dlme s%ﬁ

of obligation a lness to the organization®’.

Internalizi‘ﬁxiﬂ!se - It is final phase in workers commitment. It occurs when the

empl covers that the standards of the organization to be fundamentally rewarding

e employees stay because he or she is driven by reason

sistent with his or her personal values. This kind of commitment is affective
dimension. The employee develops the sense of belonging and passion to stay in
organization. The individual values are therefore congruent with those of the group and

the organization.

2.1.29. Factors Affecting Workers’ Commitment

The environment of work or a workplace is changing for organization to sustain and stay in

competitive environment workers’ commitment need to be addressed. These factors are:
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Available Opportunity to Get Employment Elsewhere - Employment opportunities
can affect employee’s job commitment. Employees who have a robust awareness that
they have a chance of getting another job easily may be less committed to the
organization as they consider the available employment alternatives. On the other hand,
they become more committed in a society where unemployment is very high and
employees may calculate the risk of remain or leaving the organization.

Marital Status — Generally married employees always committed t %b than
unmarried employees because married worker or employees 1\ re financial
responsibilities (family and others) than unmarried workers v&ich W turn increases their
commitment to stay with the organization. (_)& A

Structure of Organizational — It play import@ in employee commitment to

organizational because elimination of bur procedures is likely to increase
employee commitment and loyalty &&%an zation. Bureaucratic structures do have
adverse effect on employee’s job C\O}nitment. Elimination of it is always good for
organizations which in turgein workers commitment. Management in organization
can improve the leve%kwlitment of workers with better direction and inspiration.

long stay r

Age of Emplo % he older workers are more committed to their work because of
v,

estment and history may not aloe them to leave the organization. Old

work lways committed to organization than new workers because of their
ent and good reputation or history with their organization.

Employees Training and Development — Employees who engaged in training and

development to develop their skills and knowledge will not think of leaving the job.

Training and development always increases employees’ efficiency and productivity

thereby making them to be more committed to organization because they do enjoy what

they are doing.
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2.1.30.

System of Reward — Organization reward system such as promotion, profit sharing,
salary increment, awards do increase employees’ commitment levels. When organization
reward their employees effort to meets its goal and objectives, it always increase their
commitment to organization.

Favoritism in Organization — It happens when manager or supervisors tend to favour
some workers or group of workers in term of promotion, rejection, suppression
demotion, abuse, fault finding, than other even when they are good in tl% 1h other
to favour others who they find appealing to them. This happens\\@gl manager or
supervisor belongs to different tribe, race, society cultu re{o Mical party, religious
organization or institution from his subordinates and Qb)%ose\who are in the same
group with him or her are favoured. The emplo@ are not favoured and treated
unfairly are never encouraged to be committ organization and their productivity
are very low compared to those who ag\ oured.

How to Improve Workers’ Comn@nt:

Organisation should be h. e%g scious and try to understand the present reality in

particular area of dysfuncti{nal\in organization and take improvement of workers into

considerations. They si cognize effect workers commitment to organization and start to
n

change the envirofime

r passion, loyalty, total support and cordial relationship. Management

can improve \@ ’ commitment by using the following ways:

1.

sibilities and Authority must be Clearly Defined — Position of employee should
have formal job description assigned to them and the reporting line should be well
defined, what types of decisions they are permitted to make, and what is anticipated of
them each day should be well spelled out.
Supervisors and Managers should be Trained - Managers and supervisors should be

trained to acquire skills and knowledge in management and personal skills. Some
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workers leave an organization due to poor relationship with their boss and other
members of the organization.

Develop workers in Career Growth — Workers fascinated with company which set out an
opportunity for them to have a positive impact on the establishment, whilst remaining to
learn and develop together with the growth of the organization. From the beginning of
employment, workers look to fashion a connection to their position and the organization
by creating ways to adjust and advance their position. A worker will }\%ﬁlﬁlled
except they see there is room for growth and development and tha\% ployer, you

want to see them prosper beyond the specifications of their prignary\¢ateer role.

\
Employer needs to work in relation with their workers in ord(}%uild a career plan and set

objectives for employer and employees like to achieve. %r needs to guarantee workers

organization.

role coincide with their future plan in order to @vorkers loyalty and commitment to

4.

Fair and Competitive Pays: Warkers will be committed when offered fair and
competitive salaries. Thou irdAd competitive pays do not guarantee worker loyalty,
you can be sure t%m-market pays will make workers look elsewhere for
employment o ities, knowing what other organization are paying for similar job.
Organized Qriefttation Program: Organization of orientation programmes for new
work them like to stay and work in organization. It helps them to familiar with
b. Orientation programme make workers feel they are part and parcel or member
of the organization and this will increase their level of commitment from the inception.
Provide Opportunities for Learning and Development: Workers are interested in training
and development will want to acquire new things and create value on their job. Offer
those prospects either with inner or external training, supported by the organization.

Make their professional growth a part of their assessment process, aims and objectives.
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7. Appreciate your Workers: Employer needs to openly appreciate their workers for the
success recorded in organization. This can go a long way to maintain and retain
commitment of worker in organisation. Management should spare time appreciate their
work their success. This may allow a worker who wants leave and stay committed to the
organisation.

8. Regular Communication Flow: Inadequate communication in organisation can affect
productivity, performance even relation among workers and the co %vel of
contentment within the organization. Without strong communicatio\ ers will find
it difficult to comprehend what is anticipated of them, how &d to changes and
what policies and course they should be following. La \e( ron\g communication can
possibly decrease worker commitment and loyal %od communication offers an
opportunity for workers to open up abo \complaints they may have. Often
complaints can go unsettled and can e orsen to a possibly damaging problem. Good
communication within the org@(ion is an admirable way to minimize
misunderstandings from oc nd will ensure workers are contented at work.

2.1.31. Effects of Uncommit{d kers to an Organization
‘ L

Organization suffers h s% t, when workers are not committed. If not properly managed, it can

lead to an end of oﬁggi ation life. The effects are:

1. It Reduc evel of Productivity

Orga ho spent money to procure equipment and other materials will like to compare
the money spent and output, if the output is low compare to the money spent it a bad signal for
an organization. If not properly managed, it can lead to an end of organization life. = When
workers are not commitment it can cause huge lost to all activities of an organization.
Organization productivity and profitability has a strong relationship with each other. The
workers and equipment needed for production of goods and service cost huge amount of money.

When these resources produces low volume of goods, services and sales for the cash paid on
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them, the profit margin will also low for the organization. It means that the company may likely
to be out of business if not properly managed. Management can react to this problem by freeze
workers salary which may likely cause more harms than good to organization. Low productivity
can bring down any organization life.

2. It may Lead to Labour Turnover

This is a situation in which workers in organization leave to join other organization because

they are not committed. Workers who are not committed can leave the organiza%\%ﬁy time,

which resulted to high turnover. It is highly expensive for organization to lose ers because

\

of the process needs to be taken to recruit, select and hiring new wc&s eplace them. High
labour turnover means losing higher percentage of workers@enﬂy compared with the

number of workers employed and hired. When considg %ow high turnover affects an

organization and mapping out ways to handle, @critical aspect of human resource
management. \\

Labour turnover is expensive for any org&tion to manage because losing a worker may
resulted to payment of compensatien ge benefits and what management may past through
in recruitment, selection anc%%and training process of new workers again. This may has
negative effect on mor l@e entire workers and image of the organization.

2. Itcan Lead to&{gﬁfation Conflict

It can lead t&y al conflict in organization. Uncommitted workers may cause conflicts in
workp%gis can result to disharmony if not properly managed by organization.it can affect
regular operation in organization. Workplace conflict is a state of disharmony instigated by
persons working in the same environment. Regular operational goals can become more difficult
to achieve as a result of conflict situation which reduces both concentration and morale of
employees. Conflict can lead to stressful work atmosphere, which can distract workers and lead
to increased mistakes, errors and loss which by chance can result into anarchy organization.

Conflict may affect overall performance and image of an organization.
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2.1.32. Polices of Employee Commitment

Committed staff that has organization in mind, create friendly atmosphere within the
organization, making the entire workforce enthusiastically work together in order for
organization to achieve their goal and objectives. Organization management will be tasked to
come out with policies and practices that can make employees become committed. Commitment
is a uniting factor that can improve staff effectiveness at work which may lead to long lasting
and positive organizational outcomes. Furthermore, employees’ commitment@creates
positive, cooperative atmosphere and uniting workforce or staff to wo\ ther for the
improvement of overall functioning of the organization. Employewn ¢ committed to the
organization, if management can implement the following pract'@_e\g% A

Adequate Flow of Communication — Commu@an flow in different form in
organization such as verbal, nonverbal, upward, an ard. It depends on the style use in
different organization. Regular and adequate @aﬁon or communication is very important in
every organization because it make wo@\ to get adequate information, feedbacks and
automatically increase their perfi and productivities. It helps workers to understand

vision, mission and goals of{e}gﬁnizaﬁon. Effective communication always helps workers
e

and management to u@ their roles in organization. Communication is important tool for

passing on infor@
Qon ca

Inadequate i

o everybody either individual or group within the organization.
n lead to low productivity, poor service delivery, and increase cost for
procur: hich may result into low level workers commitment. Good Communication
system helps employees to understand clearly the vision, mission and strategy of the
organization.

Adequate Compensation and Reward System — Good compensation and rewards
system received by worker for the job done can be a major source of their financial security.
Employees’ sees compensation and reward as benefit enjoy as a result of working in

organization and it can come in different form whether in cash or kind getting from organization.
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The reward and compensation received by employees from their employers for work done are
major sources of their financial security. Therefore, reward and compensation play an important
role in economic and social life of employees because they view compensation and reward as
entitlement for being employee of the organization or as reward for a job done. Employees sees
compensation as their return on investment and contributions after invest in their education,
training and contribute their time, energy and resource to work place for the betterments of the
organization. Compensation is all forms of financial and nonfinancial, tangil@kes and
benefits employees received from organization as part of employment relati@
Non-economic Systems of Compensation — It may be figanctal "and non-financial
compensation given to employees in an organization. It is seenQ\S%mstrument to take care of

non-economic needs such as status, power, affiliation a %er see as symbol of personal

achievement. Non-Financial is instrument to satis n economic needs of a worker in
organization like status, power, and afﬁhatlo desire person and further see as a symbol of
personal success and achievement. Non- ial beneﬁts is one the compensation given to

workers such as study leave, pe|€i{?b~ efits, free lunch and health insurance to motivate

workers and commit them t tay\@t organization. When an organization has attractive, fair,

policies and well- des1®2vard systems always motivate and committed employees.

Conduciv nment for Working — Conducive working environment is important
to reduce 1 uct1V1ty or output. Adequate equipment, space, heating, lighting and
Ventil needed to both the commitment of employees. An organization with good
infrastructure facilities such as executive offices, beautiful building and attractive environment
will improve their morale, motivate commit them to contribute to the organization. Employees’
need adequate equipment, space, heating, lighting and ventilation. Restrooms and lockers need

to be clean, secure, and well maintained. A good working environment and interaction among

employees and management in their work lives is a function of long term commitment. Support
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from superiors and quality workplace environment, together with cooperation among workers
and mutual respect always make workers committed to organization.

Regular Training and Development Programmes — It helps lecturers to acquire skills
and knowledge to confront classroom problems. It helps to provides on-the-job experiences for
lecturers to discharge their duties or responsibilities well in schools. It is very important for
organization to spent resources and money to train and develop lecturers in order to make them
committed and for organization to achieve their goals. Training programs can c%}\%&fferem
ways such as classroom lectures, problem-solving, case analysis and inta\c' ole-plays in
schools. Training provides on-the-job experiences and information, can\helps teachers to be
qualified in their current jobs or task. Spending time and resourt\%%eac}}er or workers training
and development as part of the organization fulfillment Q%s could go long way to make
worker committed to the organization. %\

Satisfaction with Job - It is a sj ﬁl which worker derive satisfaction or
enjoyment from the job his doing. It is the@y of workers to feel that their job provide them
with what they needs. Job satis c% positive emotional state which results from the
appraisal of one’s job or job %ﬁb@e.

Achievement i tion with Organisation - This can be achieved through better
relationship betw& rker and organization this relationship often increases workers
commitment: ees, who have high needs for achievement, attempt to satisfy these needs
throug elationship with organization and always become committed. Age is one factor
that determines employees’ commitment to an organization. The young employees can move
from one organization to another easily. The number of years an employee have worked with
organization will determines his or her commitment level. Organization use to like long serving
employees who is going on retirement in the organization than employees with short serving

experience because their commitment can be guaranteed.
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Higher Qualification Necessary for Work — This is a skill required to discharge or
perform a task from a person or worker. Commitment is increases when an organization
sponsored a worker to acquire higher qualification. Performance is a function of higher
qualification acquired to perform creditable task in organization. Qualification is capacity to
acquire knowledge or skills required by worker to perform a particular job and make him/her
eligible or qualify for the job or position. When worker attain high level of education sponsored
by the organization motivate them even enhanced their commitment to th@%ﬁzatlon
Performance is a function of the educational level acquired by individual \ e to increase
their skills and knowledge in order to perform creditable.

2.1.33. Factors that can Influence an Employee’s Job Comm@)« and Feeling:
¢ Quality of immediate, middle and top leadershlp,
e (larity in vision, mission and strategies of a \

e People’s trust in established systems ctures;

e Conducive and participatory W(@phere

e Good compensation packa&?\

e Performance based %tlo

e Efficient comt‘(’l n systems;

e Good tr nd development facilities;

e A %&nvolvement inviting the suggestions to improve the efficiency levels; and

o %)od employee appraisal system. Employers

Employees feel encouraged and motivated when they perceived that their contributions are
valued and their organization cares about their material, emotional and intellectual needs. They

will be committed to their work if the organizational leadership creates more trust in the

working climate. Trust works wonders for people at all levels and empowers them to do
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extraordinary things. It also helps them to release their blocked energies, intellects, capacities
and creativities.

The levels of an employee’s commitment have a direct bearing on the sustainability and
profitability of any business firm. Pay and perks is just one dimension of the work place. The
leadership must ensure that their employees are treated with kindness and fairness.

Organization is an important source of socio-emotional resources for employees in the areas of
mutual respect, caring and tangible benefits like payment of wages and ‘b%l}eneﬁts
Positive valuation by the organization can provides an indication that C\@&reases effort
noted to be rewarded. Therefore, employees will take an activeyintexest as regards their
/\ \

employer opinion. (_§

Employee with high commitment to their job, con %eir job as important, they feel
good about themselves, and this is in relation to ho @vﬂl perform in their job. Employees,
who consider their job as important to thelr %good about themselves and display high
level of commitment to their jobs.

Dependable and caring leade tes an atmosphere for workers to perform well on
their assigned duties or pQs tl\a!ccupied in organization. Leader motivates or influence

workers to perform Et\:@b Higher achievers are always groomed with good working

environment and onal leadership Leader with the following qualities - dependable,
reliable, predi , empathetic, courageous and full of character and integrity — enhance
sincer tment from employees.

Employers need to understand commitment level of workers in organization. The level of
commitment is not always uniform among the workers all the time. There would be some time
when some employees feel down which may affect their productivity which is natural. Workers
can make trivial mistakes, but the leadership has to be considerate with them if they are honest

in acknowledgement and ready to mend it.

2.2. Theoretical Framework
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This study was based on three theories, Human Capital Theory, Social Cognitive Theory and
Social Exchange Theory.
2.2.1. Human Capital Development Theory

This study is based on the human capital development theory. The origin of Human
Capital was dated back to emergence of classical economics in (1776) and later developed to
scientific theory. The notion of investing in human capital was first developed, in the Wealth of
Nations that individual working with different levels of education and tri%r}ﬂected
differences in the returns necessary to defray from the costs of acquiring Q 1s**. Human
capital theory rests on the assumption that formal education isyhig instrumental and
necessary towards improve the productive capacity of a popei\%x In\short, human capital

theorists argue that an educated population is a producti& ulation. Human capital theory

emphasizes how education increases the productivi fficiency of workers by increasing

the level of cognitive stock of economically ctive human capability, which is a product of
innate abilities and investment in humar@&tal beings. Human capital can be viewed as
knowledge, skills, and practices tha human beings to create income and other useful
benefits for themselves, their{n\pbyer, and society as a whole (above initial investment and
operating expenses) *° Q&uman being is viewed as an asset that creates economic utility
exceeding the ex esgaeded to develop and maintain it”.

Hum | refers to knowledge obtained through education and training which can
be us s all fronts. On the other hand, specific, more so, specific skills and knowledge
acquired through training and education that are required to function effectively in a particular
firm®’. They improve health, raise earnings or add to a person’s appreciation literature over a
life time. Many researchers have presented that accumulation of one’s human capital on
education and training investment largely affects the growth of an individual’s wage, firms’
productivity and national economy. Since education is an instrument of change, it imparts

knowledge, develops skills and inculcates right attitudes to the recipients. Furthermore, it is the
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skills, knowledge, experience, attributes and experience which graduates possess makes them
valuable to the employers of an organisation. The concept of human capital is assumed to
consist of an individual’s skills, knowledge, capabilities and experience as well as the ability to
improve these through individual learning.

The concept of human capital is semantically the mixture of human and capital. In the
economic perspective, the capital refers to factors of production used to create goods or services
that are not themselves significantly consumed in the production process. @ith the
meaning of capital, the human is the subject to take charge of all econo @ities such as
production, consumption, and transaction. To establish these conc@ an capital can be
seen a set of knowledge, abilities, motivations that are th{_s\e;%&e c}f future income and
enjoyment’®. Human development is a continuous pro&% qualitative and quantitative
changes that lead to an increase in the level of \‘on, culture of man, his mental and
spiritual maturity®°. \\

The theory argues that formal educ@determines a person’s earning power. It further
explained that the competences, skill ledge and abilities of the workforce contributed to
organisations competitive %ta . It focuses attention on human resource development,
reward strategies and s. They believe that education is an investment because it has
private and socia%n ts. It is a process of acquiring requisite knowledge, skills and
experiences ied to produce economic value required for sustainable growth®®. Human
capita erefore be described as the abilities and skills attained by the working age which
are possessed in the cause of production to achieve economic growth!®,

The theory further explained that formal education and orientation determines a person’s
earning power in life. Education is an investment per excellence; it could be potentially
bequeath private and social benefits to individual. Human capital theorists believe that earning
power and education and are interrelated, which means, the more education one has, the more

one can earn, and education provides skills, knowledge and abilities can be transferred into the
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work in terms of productivity. It is an investment in formal and informal education and training
that improves productivity by providing knowledge, skills and attitudes, on the one hand, and
the necessary motivation for economic and social development, on the other hand!°!.

Human capital is a physical means of production. An organization invests in human
capital via education, training, and health. The component of human capital consisted of
abilities, knowledge, skill, personal talent, behaviour, and effort, when those three components
plus time, he explained further that (a) the knowledge included IQ, intelligen%\i‘ﬁﬁc and
general knowledge to work. (b) Skill is expertise used in working, includis& ysical body,
and movement of the job. (c) Talent is a personal characteristic w i&nnate and can be
improved by development. (d) Behaviour is an expression aﬁ)&ewz}ble behaviour, norm,
ethics and personal belief. () Effort is when people try to %r innate or personal resources
including their talent, experience, knowledge and work to be successful, and finally
there is time!%2. The value of human caplt ry-1s widely accepted in order to increase
organizational performance, so an orgamzag\J lies on employees’ skill, knowledge, ability as
a key concept of value creation. V\

Human capital refers{h@n resource. It comes in two different dimensions, first is
the financial, physical c@which is called the tangible assets. The second is the intellectual
capital which is \éﬁ{rgd/to as the intangible assets. Managing people is the same thing as
managing ot ical assets. It creates organizations’ value through the intangible assets or
the ta ssets. Human capital theory deals with the economic behaviour of people,
especially on how to accumulate knowledge and skills that enable them to increase productivity
and earnings, the responsibility of human resources is to contribute to increase the well-being of
the society in which they live. It is a set of skills and accumulated experience that have the
effect of making employees more productive in organisation'?!,

Human capital explains how education is able to provide for the better working

environment, it emphasizes on investing in education for better productivity of individuals. The
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human capital theory which is investing in education for greater good of an organisation, with a
good investment, employees will gain more skills and return the benefits to the organization by
providing a better service which could bring up the organisation. An organisation which is well-
managed will gain more profit in return, profitable organisation will also benefit the employees
in term of increasing salaries or gain incentives. Both the parties are said to able to gain benefits
based on this human capital theory. An individual, the human capital provides educational
benefits and skills attainment at the same time, which are both beneficial'%. %\V\

The human capital theory is important as the world is changing rapi %ﬁancement in
technology demands more skills and a key element in improving a ﬁ&§and employees in
order to increase productive as well as sustain competitive advz@_t%hur}lan capital theory is a
significant contributor to economics growth!*, This mean ills are required in order to be
well-developed industry in this competitive world, '\san be enhance with aids of various
organisation!0+105, \\

Human capital theory can be desc@*as intellectual virtues in education industry to
consist of four keys attributes s xibility and adaptability in the work environment,
enhancement of individual c%é@ies through hard work, the development of organizational
competencies in achi \@e desired goals of organization and individual trainings and
retraining to mak€\themselves versatile and efficient in all aspect of production. They also
maintained t?@ attributes in turn generate and add values to individual and organizational
outcoce, the economic prosperity and functioning of any organization depends on its
physical and human capital stocks. Education and training raises the productivity of human
capital through knowledge and skills acquisition will increase future income and lifetime
earnings of the employees in any organisation. The theory according to their results leads to an
increase in economic development which can be achieved and retained through education and
productivity of workforce. Thus, the relationship between human capital and labour productivity

has often been described as the major factor through which the amount of knowledge and skills
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acquired by each teacher can be applied in their work environment to enhance high
productivity!'%,

Human capital can be viewed as a tool for competitive advantage as it involves the
process of training, knowledge and skill acquisition, initiatives geared towards betterment and
improvement. Furthermore, it is supposed to be a process of incremental acquisition of

capacities”®. Human resource development can be enhanced through education, training and

development to improve the knowledge, skills and the attitudes of individuals %s in an

organization. It also involves factors such as personal dignity and status @ynamics and
team work. ®

Human capital can be described as collection of re hs%s C(}mprising knowledge,
talents, skills, abilities, experience, training and wisdom % individually and collectively
by individuals in the production processes. It is a \set of skills and abilities which an
employee employs in the organization to g rk done. The attention on human capital is
mainly focused on two main attributes @l\ include individuals and organizations. The
individuals are expected to be co and show great concern on the job environment by
putting more effort to make &h‘b‘t all the traits and talents are exhibited to achieving high
level of productivity, organization on other hand is expected to motivate the workers
through enhance e@l 7 job security, and other incentives that can lead to high productivity in
the organizat

capital development refers to processes that relate to training, education,
coaching, mentoring, modelling and other professional and social enhancement programmes
meant to create and/or increase the employees’ levels of professional skills, abilities, knowledge,
values, socialization which lead to employees’ capabilities and competences for organizational
survival and sustainability. The knowledge, skills, competences, attributes, values, abilities and
other positive factors embodied in employees which create professional personal, social and

economic wellbeing. These must be developed for renewal, retention and readiness for use as
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the work demands. The organization also has to leverage the skills and capabilities of its
employees by encouraging individuals and organizational learning; and creating a supportive
environment where knowledge can be created, shared and applied. For an organization to
survive in this competitive business world, it must train, develop and educate its workforce!?’.
Human capital theorists argue the necessity of a closer relationship between schooling
and work on the assumption that the knowledge and skills gained at school will be directly and

indirectly useful in the workplace. They believe that the rapid technological ch%\%&urring

in the economy require a more highly trained and skilled population. %

\

Human capital development programmes is not only to achi@ss goals but most
importantly for long term survival and sustainability. The accoﬁg)%sment of this is tied to the

organization’s investment of resource to ensure that empl %Ve the knowledge, skills and

competences they need to work effectively in %@w changing and complex working

environment! %8, \\

One of the biggest problems facing@er institutions in developing countries is that of
obtaining, retaining and maintaigin job performance!®”. Furthermore, there are also
continuous complaints on %q\mty of staff (lecturers) and ineffectiveness in their job
performance in colleg @wation in Nigeria with huge investment and resources committed
in human capital marfagement of colleges of education and government through Tertiary
Education T d (TETFund) and National Commission for Colleges of Education (NCCE)
and U tions Educational Scientific Organisation (UNESCO) interventions!'!?.

There are a lot of benefits in human capital development. Those benefits are job
opportunities, commitment, self-efficacy, efficiency or confidence and improvement in the
health of the nation, contribution to natural growth and development. Investment in human
capital will help to retain and maintain lecturers’ job performance in colleges of education.

Lecturers who are the major resources in colleges of education through provision of
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professional development programmes, improvement in their self-efficacy and job commitment
will improve their job performance.

Lecturers who are major resource in colleges of education through provision of
professional development programmes, improvement in their self-efficacy and job commitment
will improve their job performance.

Human capital theory (HCT) rests on the assumption that formal education is highly
instrumental and necessary to improve the productive capacity, job performan@i -cfficacy
and job commitment of any population and educated population is a produai\% lation.

Human capital development theory emphasizes how educati(&c ses the productivity
and efficiency of workers by increasing the level of cognitive SQ%{ ec;nomically productive
human capability, which is a product of innate abilities an %nent in human beings.

The provision of formal education is seen a @Vestmen‘[ and development in human
capital, which the proponents of the theory ha’&m ered as equally or even more worthwhile
than that of physical capital Q

Human capital developmen ories have several implications on educational
development because the h%n\edpital development theory and educational systems work
beautifully for the devet of individuals and nations, especially the developing nations.
However, there a a&fs such as instability in policies and expenditures in education. The
human capit pment theory emphasizes the need for policy makers and industrialists to
allocat€ st cant resources to the expansion of educational systems.

Human Capital Development is therefore seen as the stock of economically productive
human capabilities that can be formed by combining innate ability with that of investment in
human beings; such as expenditure on education, on-the-job training, health and nutrition,
which increases future productive capacity at the expense of current expenditure. The provision

made for education is a productive investment in human capital which is an investment
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considered to be equal or more equally worthwhile than the investment in physical capital.
Therefore, basic literacy enhances the productivity of low-skilled workers.

This theory is relevant to this study because of the following importance, organise
learning experiences for lecturers will enhance performance and personal growth.

Investment in lecturers’ professional development offers the organization a competitive

advantage which equipped them with skills that can make them adapt to organization.

It will help lecturers to be fully engaged and contribute to instit@ls and

objectives \é(/

It increases lecturers’ knowledge, enhances skills, pro u&r and stimulates
N

resourcefulness of individuals. (_§

It helps to develop, draw and deploy talent fron@h\ere as a result of professional
development programmes such as conferences, se %\workshops and so on organise and
attended by lecturers in colleges. \

It helps lecturers to acquire knowleédge,and skill required to move to higher position or
level within or outside the organiz i%

However, colleges O%Mn in an effort to invest on lecturers will help to improve
self-efficacy; job com t, morale, employee empowerment achieved greater advantage.
Outcomes remain ﬁ%) t whether lecturers’ development is formal or informal.

Lect =tfaining is used as a market signal to indicate the potential productivity of
lectur agement of Colleges of Education used educational qualifications such as degrees
acquired to select lecturers for professional development programmes because better-educated
lecturers can be trained for specific jobs. Education enhances an individual lecturer’s ability to
successfully deal with the imbalance in the changing economic conditions. For instance, newly
recruited lecturers, ill-equipped and outdated professional or non-professional lecturers, poorly

deployed lecturers or lecturers that have low productivity or performance and low quality rate

can now deal with the imbalance in changing economic conditions when they are exposed to
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different kinds of professional development programmes, and training such as on the job
training, off-the-job, simulation and information presentation techniques and training in
professional institutions. When lecturers are exposed to training, seminars, conferences,
workshops etc. they acquire new knowledge and skill which will give them the ability to
perceive a given imbalance, analysis information and relocate resources to act, this will promote
and improve self-efficacy, commitment, job performance and accelerate career development.
2.2.2. Social Cognitive Theory and Self-efficacy \V\

The theory started as the Social Learning Theory (SLT) in the 196 s@her Bandura.
It developed into the Social Cognitive Theorry in 1986. The theory a&d on learning and
how it affected by behavioral, cognitive and environmental fa@%&%& er;phasized virtually on

¢’s be

all learning phenomena that occur through observing oﬂﬁ%~

of it. People with high self-efficacy - that is, those % ieve they can perform well are more

havior and consequence

likely to view difficult tasks as something to @st red rather than something to be avoided.
The human cognitive self-efficacy beliefs\always influence people’s choices, their goals, the
amount of effort they apply to a parti ask, how long they persevere at a task in the face of
failure or difficulty, the deg&&ich they are vulnerable to depression. Social cognition
constructs refers to pe s@bility to perform specific tasks, assigned to him or her which in
turn influence per@ 1 and job accomplishment!'”.
Social Cogniti eory is based on six Constructs:

. @cal determinisms - the dynamic interaction of person and behavior

e Behavioral capability- the individual’s actual ability to perform the appropriate behavior

e Observation learning- learning a new skill or piece of knowledge by observing others

(and potentially modeling them a well)

e Reinforcements - the external responses to the individual’s behaviour that either

encourage or discourage the behaviour.
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e Expectation- the anticipated consequences of behaviour
o Self-efficacy - the person’s confidence in him/her ability to perform a behaviour!'!!.
The relevance of this theory to the study is as follows:
1. it influence performance of workers and improve personal well-being of workers.
2. it helps to approach difficult task in the field as challenges to be mastered rather than as

dangers to be avoided

3. it helps lecturers to be more committed to organization goals and obj ecti\%\a
4. it helps lecturers to put more effort on solving problem easily. @

5. It allow lecturers to set challenging goals and maintain t%s ng commitment to

\
institution they are working with. ( \&

6. also increases lecturer’s confidence to face pr and provides solution when
necessary. §
7. it helps lectures to recovered easily w ce with challenges.

8. it helps lecturers to face cha% it school and even provide solutions to some
problems. ((?\
2.2.3. Social Exchange The%é@f)

The Social Ex QTheory was propounded and developed by George Homans — a
sociologist in 1 theory is trying to explain why people choose to work in an
organization.%c cates interaction between parties seeking reciprocal interdependence,
obliga%gbe fulfilled. It explains the relationship between parties over time that bring trust,
loyalty and mutual commitment as long as parties abide with certain rules of exchange. Social
exchange theory explained the relationships which are based on trust that gestures the goodwill
be reciprocated. Human relations are formed based on subjective cost-benefit analysis, so that
people tend to repeat actions rewarded in the past, and the more often a particular behavoiur has

been rewarded, the more likely its recurrence!!2.
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The social exchange theory is a perfect framework for understanding the relationships
between organizations and its employees. It can explain the organizational commitment and
loyalty behaviors as well as the motives why employees engage in committed behavior in the
absence of any personal gain expectations or any law-based enforcement''3. Positive actions
that hold benefits for the employees from the organization create conditions for the employees
to reciprocate positively.

The social exchange theory presumed that all entities in the environme@rt of a
defined social structure. When one individual or entity makes an effort for \ a contract of
social exchange takes shape. In order to settle this exchange, the g entity, party or
individual has to reciprocate activities based on the same levelﬁw most valued asset of an
organization is its employees and they need proper supp@ from the organization so that

they can flourish and develop their skills to the max ree! >,

The relevance of this theory to the stud@fo OWS;

1. it allows lecturers to discharge thei(@gation and responsibilities when discovered that

college care for their well-l{(@

2. it makes lecturers to ntr1 e to college growth that generates equivalent returns for
them. QQ

3. it helps 166;{%&40 improve on research output when discovered that college will
spon in publishing high rank journals, paying for publication charges, providing

to download and access articles in closed-access journals.

4. it helps to bring out trust, mutual commitment as a result of relationship between
lecturers and school or institution they are working with.

5. it allows mutual interaction between lecturer and school management in order to fulfill
their obligation.

6. it provides avenue for lecturers to abides with rules of exchange in there colleges of

education.
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2.3. Review of Empirical Studies
2.3.1. Professional Development Programmes and Lecturers’ Job Performance

A study conducted on the influence of lecturers’ professional development on their job
effectiveness in Federal government owned universities in South-South Geo-Political Zone of
Nigeria was carried out. The study employed survey research design with a sample of 180 (45
lecturers and 135 students) selected from the six Federal Universities in South-South Geo-
Political Zone of Nigeria using stratified random sampling technique. Two resea@?ﬂments
titled “‘Lecturers’ professional Development Questionnaire (LPDQ)”’ anK ffectiveness
Questionnaire (JEQ)’’ constructed by the researchers and validated\by rts were used for
data collection. All hypotheses were analysed using Independﬁ{%ﬁﬁst \statistics. The finding
revealed that lecturers’ professional development in te %{raining, research publication
and ICT utilization significantly influenced their ctiveness in terms of instructional
delivery, communication skills and students’ ﬁ It was recommended among others that
university management should give attenti(&t\gkcturers’ professional development 4.

A study carried out ongp onal development programmes as correlates of
instructors’ task performanc n\p&e training colleges in Southern Nigeria, employed a
correlational research %leth a sample size of 340 instructors selected from a population of
378 instructors. T ments titled “Professional Development Programme Scale” (PDPS)
and “Task P ce Scale” r =0.89 and 0.88 for PDPS and TPS respectively were used. The
data c@ was analysed using t-test and ANOVA. The findings revealed that seminar,
workshop, and conference significantly predict task performance of instructors in police training
colleges in Southern Nigeria. It recommended that promotion of instructors should be tied on
the number of professional development programmes attended!!.

Another study on lecturers’ professional development and academic performance of
students in Federal University, Oye-EKkiti, Ekiti State, Nigeria was carried out, that employed

descriptive research design and purposive sampling technique was used to select respondents
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for the study. The findings revealed that there is significant relationship between Lecturers’
professional development and academic performance of students in Federal University of Oye-
Ekiti. Also, the finding revealed that Lecturers professional development programmes affect
academic performance of students in Federal University of Oye-Ekiti. The finding also revealed
that lecturers’ professional development helps to improved teaching quality in Federal
University of Oye-Ekiti. The findings also revealed that there is different form of professional
development programme available for lecturers such as in-service trainin@g}amme,
workshop conference, seminar conference, computer training programm\ deo training
programme. The study identified constraint of lecturers’ professional dewelopment in Federal
University of Oye-Ekiti such as non-encouragement by Statee};}%ﬁede\ral government, non-
challant attitude from administrator, inadequate facilitie@pment, insufficient fund and
poor management of school environment?$. @

A study conducted on staff develo &grammes on staff job performance in
Colleges of Education in North Eastern Ni&}was carried out that employed a survey research
design where the populations of were 9,847 academic and non-academic staff of
Federal and State Colleges &ﬁk&aﬁon. 384 staff was sampled for the study using Taro
Yamen's formula for @size determination. A self-structured questionnaire titled Staff
Development Pro ge( and Staff Job Performance Questionnaire (SDPSJPQ) was used for
data collectidny data collected was analysis using descriptive (mean and standard deviation)
and, cl@@ analysis. The finding revealed that orientation and mentoring variables of staff
development have a significant influence on the job performance of staff in Colleges of
Education in North Eastern Nigeria. It recommended that: Government should provide adequate
measures to ensure staff of colleges of education is given proper orientation services so as to
improve their performance at all times?>.

A study conducted on influence of Teacher’s Professional Development Practices on

their Job Performance in Nyamagana District, Mwanza Region was carried out that employed
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convergent parallel design under the mixed methods approach to help collect and analyze both
quantitative and qualitative data strands. Stratified random sampling and simple random
sampling techniques were used to sample public secondary schools and teachers while
purposive sampling techniques were used to sample heads of schools and the District Education
Officer. Data was collected through the use of questionnaires and in-depth interview guides.
The quantitative data was analyzed with the aid of Statistical Package for Social Sciences (SPSS)
while qualitative data were analyzed through thematic analysis of the specific V\%S. The
findings revealed that training the workforce (teachers) has the most\ on different
dimensions like; improvement of teaching strategies, reduces teachers rnout, stress and
turnover, improves teachers’ effectiveness and improves overal e\a%ﬂ’s personnel. Henceforth,
regular performance appraisals in schools enable teache&%eve themselves in classroom
management, simplifies supervision, evaluation @5 ssment process, improves proper
communication and it also ensures teachergg™~discipline at work. It recommended that the
ministry of education, science and techr@% education stakeholders in conjunction with
school administrators (district edyea officer and heads of schools) to regularly organize
and facilitate formative in-se&mmg for teachers to enhance their job performance?*!.

A study on tea ontinuing professional development on universal basic education
in Bayelsa State, @g‘@as carried out that employed descriptive survey research design with
a sample of hers randomly selected from twenty (20) Basic Junior Secondary Schools
and P chools for the study. The instrument titled “Correlate of Teachers Continuing
Professional Development Questionnaire (CCPDO) (r=.67) was used for data collection and
four research questions were raised for study. Data collected were analysed using frequency
distribution and percentages. Findings revealed that the level of teacher preparation for the
universal basic education was relatively low. Finding also revealed that teachers were not
adequately prepared for the universal basic education scheme. It concluded that Bayelsa State

has not been fully prepared for the sustenance of universal basic education. It recommended that
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the state government should recruit more qualified teachers into the primary and junior
secondary schools in the state. Also, teachers should be given equal opportunity to attend
regular seminars, workshops and in-service training to enable them to acquire more skills and
competence in their job performance??.

A study conducted on impact of a professional development programmes on EFL
teachers’ performance was carried out to improve teaching practice and self-reflection of
English as a foreign language teacher in Manizales (Colombia) by means o@%ssional
development program. It employed surveys class observations and docun\ analysis that
allowed the researchers to identify teachers’ professional needs, as well a areas that needed

\
improvement. During the action stage, class observations, inf ﬂ\chats, and a survey were

used to reveal the impact of the professional develop@ram. Findings revealed that

program initiated some slight changes in teachers@ance and reflection it still left space

for more training and improvement??, \\

There was a study on teachers’ @ation in professional development programme
and its impediments for quality i igrial delivery in secondary schools in Rivers State that

employed descriptive resea@ign. The population of the study was five thousand two

hundred and sixteen f@ respondents comprising principals and teachers in Secondary
S

Schools in Riverﬁ%

principals) fi secondary schools. Teachers’ Participation in Professional Development

enatorial Zone, with a sample size of 298 (256 teachers and 42

Progr nd its Impediments for Quality Instructional Delivery Questionnaire
(TPPDPIQIDQ), 0.71 was used for data collection. Data collected were analyzed using mean
statistics using z-test statistics at 0.05 level of significance. Finding revealed that teachers’
professional development is very relevant and indispensable in the actualization of quality
instruction in secondary schools in Rivers State. Also, finding revealed that teachers’
professional development has been proven to constantly enhance teachers’ development and

teaching practices. It recommended that teachers should be encouraged by principals through
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nominations to participate in workshops for quality instructional delivery in our schools. Also,
state government should increase the frequency of training programmes such as workshop,
seminars, and conferences. Training allowance should be approved for teachers to enhance their
participation in development programmes'!’.

A study on effects of professional development on the quality of teaching was carried
out and the results from a randomised controlled trial of Quality Teaching Rounds, the
effectiveness of professional development for teachers were limited. The sted a

pedagogy-based, collaborative professional development approach for im&@ne quality of

teaching. A cluster randomised controlled trial involving eight teachers ach of 24 schools
found significant positive effects on teaching quality (d Y4 OQ_\?{tdepe\ndent of school type
(primary/secondary), school location (urban/rural),and %ﬁ' teaching experience. These
effects were sustained six months later. Qualitati are used to illustrate mechanisms
underpinning the success of the 1ntervent10 is study illuminates show to support teacher

learning for measurable positive impacts o@hmg quality and teacher morale''®

A study conducted on efez?q a professional development program for teaching

mathematics with technolo X@ ers’ beliefs, self-efficacy and practices was carried out.

The quantitative stu @stlgated the efficacy of a half-year professional development
program for te (\{athematlcs with technology, using the methodology of a quasi-
experimenta , in Germany. It captured (i) teachers’ beliefs about teaching with
techn) self-efficacy beliefs related to teaching with technology, (iii) epistemological
beliefs and (iv) self-reported frequency of technology uptake with quantitative questionnaires in
pre- and post-tests. The experimental group (n = 39) participating in the professional
development program consisted of mostly novices in using technology for teaching mathematics.
Propensity score matching was used to match this group with a control group of teachers (n = 38)

who did not participate in the professional development program. The finding revealed the

strongest impact of the professional development program on teacher’s technology-related
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beliefs. The finding also revealed that there is no significant effect of the professional
development program on self-efficacy beliefs and epistemological beliefs. It recommended that
professional development programs designing should related to teaching with technology'"®.

There was a study conducted on sustainable professional development, an investigation
of informal interactions among Chinese Mathematics Teachers. Three dimensions of their
interactions were identified through an analysis of semi-structured interviews. The finding
revealed how teachers initiate informal interactions based on shared goals, % meet
expectations of the dual roles of teaching and educational research. Findiq@ evealed that
there is a significant effect of informal interactions on their teaching practices. The results
contributed to a better understanding of the process of infor@era(}tions from individual
teacher perspectives. It recommended further impli&% for enhancing sustainable
professional teacher development with daily practic \
2.3.2. Self-efficacy and Lecturers’ Job Pe ance

A study on job satisfaction and sel@cy of library personnel as determinants of their
job performance was carried out that yed descriptive survey research design. One hundred
and twelve 112 library persWM using as sample population to answer the questionnaire.
The data collected wa @ged using (mean, standard mean and t-test) descriptive statistics.
Four research queSﬁKns ere raised for the study. The findings revealed that the levels of job
performance.§ sfaction and self-efficacy of library personnel in universities in South-west
Nigeri@ high. Finding also revealed that Job satisfaction has the highest relative
contribution to the job performance of library personnel. It recommended that good working
condition should be in place to sustain the high level of job motivation and job satisfaction
among the library personnel in universities and other higher institutions of learning in Nigeria®'.

A study conducted on correlation between professional development of the teaching
staff in schools using training courses and teacher self-efficacy in Pisgah Centers in Israel was

carried out and one hundred and forty-four 144 questionnaires were given to teachers in training
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courses in the Pisgah Centers (Development of Teaching Staff Centers). The questionnaires
were to examine the length of the training, the teacher's self-efficacy, and their standpoint
regarding the professional development program. Finding revealed that there is positive
correlation between most of the teacher's standpoints and most of their feelings of self-efficacy.
Findings also revealed that the standpoint of the teachers on effective teaching methods of the
organization predicted the feeling of self-efficacy in the relationships, objective, and
organizational factors. More so, finding revealed that the teacher's standpoint \o&r})nmen‘[
predicted the feeling of self-efficacy in the objective factor. Also, ﬁndik@ led that the
teacher's standpoint on ICT predicted the feeling of self-efficacy in both“the objective and
relationship factors. Findings revealed that there is correlation bﬁ%ﬂ the\ length of the training
course and the feeling of self-efficacy amongst the teach&%ﬁ objective and organizational
factors!2°. %\

There was a study conducted on th@c of teacher efficacy and motivation on
students’ academic achievement in scienc@ation in secondary and high schools located in
Iran and Russia using motivation mic performance scale (o = 0.89) and teacher self-
efficacy scale (o = 0.91) as eahfmg instruments and achievement test in science education.

‘ e
Two hypotheses were fing the statistical programme. For evaluating the demographical
e

differences of thew in terms of their academic achievement, comparative analyses were

performed uSing\{*t€st. Result of findings indicated significant impact of teacher self-efficacy
and m@ on academic achievement in science education. !,

In a study carried out on impact of teacher self-efficacy on secondary school students’
academic achievement, a sample of sixty (60) secondary school teachers and one hundred (100)
secondary school students in Chiltan Town of Quetta city were used. Teacher self-efficacy
questionnaire and students’ academic achievement test was used for teachers and students

respectively. Data were analyzed using Pearson Correlation and Multiple Regressions. The
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findings revealed that the teacher self-efficacy has a positive impact on the students’ academic
achievement.,

A study on teachers’ self-efficacy beliefs and their job satisfaction was carried out. A
sample of 489 elementary, middle and high school teachers in the district of Beyoglu, Istanbul
were used. 295 (61%) of the participants were female and 194 (39%) were male. The average
age of the participants was 34. Their teaching experience varied between 1-29 years. The
finding revealed a significant positive relationship between teacher self-e and job
satisfaction. The finding also revealed that teacher self-efficacy was found\t a significant
predictor of job satisfaction®

The study conducted on pre-service teachers’ self- 1% a}titude and academic
performance with regards to undergraduate research mc@ carried out. 90 per cent of
final year education students (n = 128) at priv @her education of learning (HELSs),
emphasise their dislike for research. They alg\gtheir struggle in understanding research
modules and how the research modules in@ training relate to the teaching profession. This
concurrent mixed-method study uges qualitative and quantitative research to help explain
the findings regarding pre-s%ic&iachers’ apprehensions and challenges relating to research
modules. The study etermines pre-service teachers’ self-efficacy and attitude by
administering a s&&b@fore the commencement of the research methodology module and
qualitative q% aire upon completion of the research module. By determining pre-service
teache@fﬁcacy and attitude, the effectiveness of the research modules is also determined.
The relationship between pre-service teachers’ self-efficacy, attitude and research module
performance as an aspect of the B.Ed. Foundation Phase education curriculum is established.
The generic nature of research methodology modules within the B.Ed. curriculum allows this
case study’s findings to be useful to any other discipline’s research methodology modules at
other HEIs. This study adds to the advancement of institutional research across HEIs and

motivates interdisciplinary collaboration across South Africa®’.
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In a study conducted on the relationship between teachers’ self-efficacy, role of personal
values and motivations for teaching was carried out to analyse the extent to which these
relations are moderated by teachers’ controlled and autonomous motivations for teaching. Two
hundred and twenty-seven Italian high school teachers (73.6% females; Mean = 44.77 years, SD
= 10.56) were involved and asked to complete a self-report questionnaire. Finding revealed that
teachers’ conservation values were positively associated to sense of self-efficacy regardless of
the type and level of motivation for teaching. Finding also revealed that t@hnships
between openness to change and self-efficacy on the one hand and self-tra.% ce and self-
efficacy on the other, varied depending on teachers’ motivations. Th e%ﬁons were stronger
when teachers perceived less external pressure and felt to be se(%}\t%ﬂmn\ed toward teaching. It
recommended that the results had implications on f teach Q&ctices and well-being in their
working environment!?2, @

A study on teachers’ self-efficacy a ‘&foﬁtance in teaching literature in teachers’
self-efficacy and performance in teaching @ure in the interest-based classes at senior high
school was carried out to invest %\ achers’ self-efficacy in two Senior High Schools
(SMAN 1 and SMAN 2) in n%s?, and proved its importance in the interest-based classes at

‘ e
senior high schools i ri. Findings revealed that two major methods employed in the
e; ")

Mt

research study: ws conducted in the form of an open interview with 5 teachers; and

(2) observati

the en@\ of the teacher during the learning process takes place. Finding revealed that

focused on teachers teaching materials, classroom management, as well as

teachers have high confidence in their ability to teach literature because they ascribe high value
to their performance. Also finding revealed that the self-efficacy of teachers did not have an
impact when applied in practice and in the classroom observation, these elements generally did
not show up. It also revealed that the dependence of teachers on textbooks is not accompanied
by an increase in the ability of teachers to ask questions from the students during the learning

process. More so it revealed that high self-efficacy of teachers does not produce higher learning
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achievement. It recommended that goal can be achieved by giving more opportunities and
experiences for teachers to improve the quality of learning’®.

A study on the role of self-efficacy in the relationship of training and employee
performance was carried out that highlighted the significance of incorporating self-efficacy cues
into training and its impact on perceived employee performance. It examined the mediating role
of self-efficacy beliefs of individuals in the relationship between training and employee
performance. The population comprises of permanent employees of the ba@?ator of
Pakistan. The sample of 384 individuals has been taken for the study. diafieh analysis is
performed by using a regression analysis method. Finding revealec&t oposed relationship
with partial mediation. Findings also revealed that role of se(%&(kacy\ enhance employees’
performance through training and development'?>, <&

A study conducted on self-efficacy, job sat % and teacher well-being in the k-12
educational system was carried out to examl re tionship between teacher job satisfaction
and four main categories of determl@ self-efficacy, relational aspects (colleague

collaboration, student behavior, anagement), work-related aspects (administrative

teachers’ well-being. IE @ed a survey delivered to 658 K-12 (pre-university) teachers, from

the North-West re€ion omania. Factorial analysis and structural equation model were used

to analysis hy%

and wdtk onditions have significant effects on job satisfaction. Finding also revealed that

workload, teaching tasks), a@kﬁg conditions, in order to identify various implications for

s. Finding revealed that self-efficacy, promotion, positive student behavior,

factors influence job satisfaction and well-being in the teaching profession because they ensure
a positive work environment in which teachers and students thrive, thus leading to higher levels
of involvement from teachers, students, and parents alike. Finding revealed that efficient work
environment decreases attrition, burnout, emotional exhaustion, and teacher turnover, while

increasing job satisfaction, well-being, and teacher retention!?*.

135



A study on teaching approaches, academic culture, and self-efficacy beliefs of
instructors at a Palestinian university was carried out. A sample of 119 teaching staff through an
online, self-reported questionnaire and qualitative data consisted of four focus group interviews
with 18 teaching staff were used. Finding revealed that teaching staff reported high self-efficacy
beliefs. Also finding revealed that teacher-centered approach was slightly more dominant than
the student-centered approach. It recommended that universities should primarily educate
ethically conscious people with social and religious mission of teaching who w. kr\ve their
communities and society. The academic culture encompassed many f\ of contrived
collegiality in which collaboration relies mainly on formal practi& is based less on
informal, voluntary collaboration among teachers'?>. \& N

A study on the relationship between leadershi Q&efﬁcacy and managerial job
performance in the Nigerian commercial banks wa %& out. Data was collected among the
branch managers of the banks. A total of four %ﬂd thirteen (413) respondents were used
for analysis. SPSS software for windows@ion 16 was used to conduct a factor analysis,
reliability test and the correlatio s. Finding revealed that leadership self efficacy is
related to managerial job pe%§6

A study condu @self- efficacy and self- knowledge as predictors of workers’ job
performance in ft arid” beverage industries in South-West Nigeria was out that employed
descriptive s esign. Proportionate random sampling techniques were used in selecting
1,820 @d supervisory cadre workers in Nestle Plc. (369), Coca-Cola Plc. (392), Cadbury
Plc. (443) and Nigeria Breweries Plc. (616). The three research instruments used were:
Workers’ self-efficacy (r=0.81), Workers self-knowledge (r=0.78) and Workers’ performance
rating (r=0.72) scales. The data collected were analyzed using Pearson Product Moment
Correlation, Multiple Regression at 0.05 level of significance. Findings revealed that there were
significant relationships between workers’ job performance and self-efficacy (r=.56) and self-

knowledge (r=.54) respectively. Finding also revealed that self-efficacy and self-knowledge,
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jointly predict workers’ job performance (F (4, 1815) = 491.05) accounting for 52.0% of its
variance. Also finding revealed that self-efficacy (B=.10), self-knowledge (B=.11) had relative
predictive weights on workers’ job performance. More so, finding revealed that high self-
efficacy and good self-knowledge have influence on workers job performance. It recommended
that employers of labour should provide work environment that would enhance and promote the
development of these factors among the workers®’.

A study conducted on the impact of self-efficacy on employee’s job @ﬁnce in
health sector in Pakistan was carried out. Self-efficacy was choosen as co n\'%sﬁlhaviour with

N

different dimensions such as past experience, modelling and emotio& ata was collected

\
through self-administered questionnaire from public hospital 0@%@, Pakistan.. The findings
revealed that self-efficacy has a strong relationship with @kormance, job commitment, job

satisfaction and absenteeism.®°. @
N

2.3.3. Job Commitment and Lecturers’ P ce

A study conducted on emplog:e@hmitment, how it can be influenced by the

recruitment and induction proces v anization and what employees experience to be the

changes to their individual pohehts plays the major part in the growth of the organization
performance. The e commitment will boost the employee’s performance in the
organization. Th havior of job commitment changes can occur in the job satisfaction,
motivation a volvement. In a related study on 100 employees working in machine tools
manuf@ industry in Vellore, Tamil Nadu, India. The finding revealed that employee’s
commitment has positive relationship in organizational performance. The finding also revealed
that employee commitment has positive relationship with job satisfaction, motivation and job
involvement’.

The influence of organizational commitment on job performance among the employees
in Nigerian hospitality industry was a study that was carried out. The study examined the

influence of affective commitment, continuance commitment and normative commitment on job
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performance among the employees in Nigerian Hospitality industry. This study adopted
descriptive survey research design. A structured questionnaire and personal interview were used
to collect data the study. Seventy -five (75) respondents were selected from hotels and
restaurants in Osun State, Nigeria. Data were analysed using Pearson Product Moment
Correlation Coefficient (PPMCC) and Linear Regression. Findings revealed that affective
commitment (B = 0.067; t = 0.380; P > 0.05) and continuance commitment (f = 0.082; t = 0.546;
P > 0.05) has no significant influence on job performance. Finding also reveale@matwe
commitment (B = -0.080; t = -0.569; P > 0.05) has no significant influenc X@erformance.
The study concludes that affective commitment and continuancey co ment have weak
influence on job performance while normative commitment g&&ega?ive influence on job
performance. It recommends that management should liv Qﬁ% s responsibility to motivating
its employees with motivating factors that can signifi ffect employee job performance’.
There was a study on staff utlhzatl d commitment in Borno State Colleges of
Education, Nigeria. The objectives weeretermme the level of staff utilization and
commitment in Borno State Colleges ucation. Two research questions and one hypothesis
was raised for the study. el\utn research design was used for the study adopted. The
population of 739 aca ff in Colleges of Education in Borno State was used for the study.
148 academic staff g\domly selected from the three Colleges of Education in Borno State.
The data col ere analyzed using frequency and percentage counts and Pearson Product
Moverrelation Coefficient for the study. The findings revealed that the level of staff
utilization was relatively high in Borno State Colleges of Education. The finding also revealed
that the level of staff commitment was low. The findings revealed that there was no significant
relationship between staff utilization and staff commitment. It recommended that there is the

need to increase and sustain staff welfare in order to enhance and improve staff commitment in

Colleges of Education in Borno State. Also there should be flexibility on the part of Colleges of
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Education authorities to create conducive atmosphere for college staff to work freely involved
and committed to their work'?’.

A study conducted on teachers’ job commitment to the teaching profession, teachers’
commitment to teaching and learning and teachers’ commitment to school in secondary schools
in Osun State was carried to assess the level of teachers’ job commitment in the State. The study
adopted survey research design. The population of the sudy consisted of 6,922 secondary school
teachers and 466 principals in Osun State. The sample for the study consisted @Rachers
and 36 principals. Two instruments were used for the study, titled; Teach&@&ommﬂment
Questionnaire for Teachers (TJCQT) and Teachers’ Job Commitme uestionnaire for
Principals (TJCQP). Three research questions were raised for t&%&y. %he data collected was
analyse using percentages. The finding revealed that the ‘&nent of teachers in Osun State
to the teaching profession, to teaching and learnin @mmitment to school was generally
low in secondary schools in the State. It re ended that government and school owners
should employ strategies such as prom t(%ment of salaries regular promotion, and other
emoluments. Government should proyadd”adequate resources for schools. It also recommend
that there should be smooth %&bﬁlve interaction between principals and teachers in schools,
teacher should be enc develop high level of discipline in schools, government should
involve teachers if\deci5tOns making in order to keep teachers committed to their job, increase
teachers’ pro% and enhanced performance’™.

@y on staff works conditions as a correlate with job commitment in Ogun-Owned
Universities, Nigeria was carried out. The descriptive survey research design made up of 300
purposively drawn staff from two universities in Ogun State. A validated instrument titled
“Work Conditions and Staff Job Commitment Questionnaire (IWSJCQ)” .85 was used for data
collection. Mean, standard deviation and Pearson Product Moment Correlation (PPMC) were
used to analyze the data collected. Finding revealed that workers have a high level of job

commitment (X = 3.14). Finding also revealed that work in an adequate environment (X = 2.93)
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correlate of job commitment. Finding also revealed that work conditions is a correlate of job
commitment (r = 270, p=0.000 < 0.05) among university staff. The findings imply that job
commitment among a university staff is a function of adequate work conditions and a conducive
work environment!?®,

A study on work incentives and job commitment among university lecturers in Ekiti
State, Nigeria investigated the relationship between each of the work incentives components
(remuneration, recognition and job security) and job commitment of universit %S. The
study employed descriptive research design. The population for the stud\ ited of 1,185
lecturers in the three universities in Ekiti State. The sample for the s consisted of 300
respondents selected from the 3 universities. The instrumen(_%%}\for this study was self-
designed questionnaire titled “Work Incentives and Lect Commltment Questionnaire
(WILJCQ)’ 0.76. The data collected were analysed arson Product Moment Correlation
(PPMC) tested at 0.05 level of 51gn1ﬁcance ng evealed that the level of work incentives
available to lecturers was moderate. It als led extent to which lecturers are committed to
their job in the universities. The fi %{ ealed that there was significant relationship between
work incentives and lecturers&'ob mmitment in universities in Ekiti State. Finding revealed
that work incentives a @\/ related to lecturers’ job commitment. It was also revealed that
there was signiﬁcd&{gﬁve relationship between remuneration and lecturers’ job commitment.
Also finding that there is no significant relationship between recognition and lecturers’
job ¢ nt. More so, finding revealed that there is positive significant relationship
between job security and lecturers’ job commitment. It recommended that prompt payment of
salaries and allowances as well as all other allowances to lecturers should be paid as and when
due, as this goes a long way to improve lecturers’ job commitment. It also recommended that
management of universities should put in place favourable conditions of service that will

guarantee job security of academic staff towards enhancing their job commitment!?°.
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A study investigated the influence of organizational commitment on job performance
among the employees in Nigerian hospitality industry. The study made use of descriptive survey
research, while a structured questionnaire and personal interview were used to collect data from
seventy five (75) respondents in the selected hotels and restaurants in Osun State, Nigeria. Data
were analysed using Pearson Product Moment Correlation Coefficient (PPMCC) and Linear
Regression. Finding revealed that affective commitment (f = 0.067; t = 0.380; P > 0.05) and
continuance commitment (f = 0.082; t = 0.546; P > 0.05) have positive %iﬁcan‘[
influence on job performance. It also, revealed that normative commitma\% -0.080; t = -
0.569; P > 0.05) has negative but insignificant influence on job {ﬁ‘o nce. Finding also
revealed that affective commitment and continuance commltn@\s{ e week influence on job
performance while normative commitment has invers (&ence on job performance. It
recommended that management should live up to it s1b111ty by motivating its employees
through motivating factors that have a signific %m employee job performance’.

A study investigated the effects of @richment on employee commitment in selected
private Universities in South-We ,wg, 1a. It employed cross-sectional survey design. The
population of the study was %wand four hundred and sixty two (2462) non-academic staff
distributed among the 7) approved private universities that had existed for six years in
South-West Nige iﬁnple of 740 respondents was used. The simple regression model was
used to anal data collected. Finding revealed that job enrichment had a statistically
signiﬁ%@sitive effect on employee commitment of non-academic staff in the selected
private universities in South-west Nigeria. Finding shows that non-academic staff in the sample
Universities is committed to their work as the result of the practice of job enrichment. It
recommended that managers and human resources managers of the surveyed Universities and
other public and private universities and other organizations should pay more attention to job

enrichment practices as to keep employee committed all the time'3°.
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A study conducted on employee commitment to work as an ingredient for service
delivery of selected firm in Bayesla State was carried out and that any organization that wants to
strive to perform at peak level in today’s competitive world must have a mechanism to motivate
its employee to be committed to the organizational objectives and work as effective team
members. Ten research questions were raised to test employee commitment to work and the
experiences they gained as team players. The random sampling method was adopted to ensure
adequate representation of the entire element under studied. Questionnaires @&igned,
distributed, collected and analysed. Finding revealed that there is a sig@& relationship
between employee commitment to work and increase in prodyctivity” in the firms. It
recommended that to increase productivity and harmony in th_\D{ kln\g place, management
should create enabling environment to motivate employe@ for them to be committed to
their work and put in their best so as to increase pro 131

On a study on self-efficacy and wor, ‘A{lm ment of the private senior high school
teachers in time of pandemic that was carr% t, the descriptive-correlational approaches were
used. Sample of 319 was used fogth y. Participants composed of principals and teachers
and selected senior high sch%%ts utilizing stratified random sampling. The data collected
were analyses using ndard deviation, frequency count, rank, percentage distribution,
and Pearson Prod &Mfent correlation were employed. The finding revealed that the level of

self-efficacy rivate senior high school teachers in a time of pandemic is very high, with

~,* gement area as the highest and classroom management as the lowest. Finding also

revealed that teachers' overall degree of work commitment is exceptionally committed with the
commitment to the profession and commitment to the school as the highest and commitment to
the teaching and learning as the lowest. More so, finding revealed that there is a significant
relationship between self-efficacy and work commitment. Relative to the challenges, teachers'

top self-efficacy issue is the absence of direct teaching learning interactions>®.
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There was a study on the effect of instructional leadership on teachers’ performance and
job commitment: a comparison of public and private universities of Lahore that was carried out.
The findings are consistently reported in research carried out in schools but scarcity of similar
research at higher education level triggered the need to conduct an investigation regarding the
influence of Instructional-Leadership (IL) on the performance and commitment regarding job of
university faculty. The researchers developed instrument at 4point likert scale comprising of 35
items to collect data from sixty faculty members selected from twelve pu '\%\private
universities of the Lahore. The analysis identified effect of instmction\@ﬁﬁship on the

\

performance and commitment regarding job of faculty. Finding revea&dt t difference was not
significant when compared between public and private univer@\;\\.Einding also revealed that

there is no significant importance as it added valuable info %about instructional leadership
and its influences on performance and commitment @Mty. In current era when universities
N

are recognized because of their outcomes &%Ke

influencing and facilitating the process p@larly those related to teaching and learning is
intensified 2. ((?\3
In a study carried @/t e

to conduct further research on factors

effect of employee commitment on organizational
performance, samples o@respondents were used. The data collected were analysed using
regression analysiA{in ihgs revealed that while affective and continuance commitment had a
significant p@ffect on organizational performance, the effect of normative commitment
on orgdni nal performance was not significant. Finding revealed that among these three
components of commitment, it was affective commitment that had the most significant positive
effect on organizational performance. It recommended The study therefore concludes that while
employee commitment can influence organizational performance positively, it is the nature of
commitment that matters. Given that affective commitment contributes more to organizational

performance. It recommended that managers should create enabling work environments that

will engender the growth of affective commitment among employees’!.
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A study on teachers’ job commitment based on Meyer and Allen’s dimensions of
organizational commitment in Bayelsa State public secondary schools was carried out. The
study adopted descriptive study based on the expost factor design. Two research questions were
raised to guide the study. The sample population comprised 3255 teachers in the 181 Public
Secondary Schools in the eight local government area of Bayelsa State. A structured
questionnaire titled: “Teachers’ Job Commitment Questionnaire (TEJOCOQ) 0.87 was used to
collect data. The data was analyzed using simple descriptive statistics of frequ \%ﬁ mean.
Finding revealed that teachers’ commitment to the schools was low and thl\ itment in the
three dimensions of Meyer and Allen was also low. Also, finding yevealed that continuance
commitment was discovered to be high. It recommended are}%%the}s that policy makers
should strategically design policies that will make teachi %&ractive so as encourage high
level commitment among teaching work force in the \

Correlational survey research design sedfor a study on principals’ communication
styles and teachers’ job commitment in s@ary schools in Osun State, Nigeria. The study
population consisted of six thous i¢ hundred and twenty-two (6,922) secondary school
teachers and 466 principals i&he&ﬁe, while the sample for the study consisted of 720 teachers
and 36 principals. Q’wstruments were used for the study, namely; Principals’
Communication Sﬁ@ estionnaire (PCSQ) and Teachers’ Job Commitment Questionnaire
(TJCQ). Da ted were analysed using frequency counts, percentages, and Pearson’s
Produ ent Correlation tested at 0.05 level of significance. Finding revealed that
aggressive communication style was negatively related to teachers’ job commitment to school
and positively related to teachers’ commitment to teaching and learning. Finding also revealed
that there is no significant relationship between teachers’ commitment to the teaching
profession. Finding revealed that there was positive relationship between open communication
style and teachers’ commitment to school, negative relationship to teachers’ commitment to

teaching and learning, but no relationship with teachers’ commitment to the teaching profession.
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Finding also revealed that there was no relationship between assertive communication style and
teachers’ commitment to teaching and learning, teachers’ commitment to school and teachers’
commitment to the teaching profession. It recommended that secondary school principals

should carefully choose their communication styles in order to keep teachers committed to their

job%2,
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2.4. Conceptual Model
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Figure 2.1 above shows the relations that exist between and among the independent
variable (Professional development, self-efficacy and job commitment) and dependent variable
(Lecturers’ performance). In an attempt to explain the interaction between the variables, the
model reveals the direct relationships that exist between professional development programmes
and lecturers’ performance, self-efficacy and lecturers’ performance and job commitment and
lecturers’ performance in colleges of education. Finally, the model captures the major objective
of this study by showing the relationship that exist among professional dev, \R\, self-

efficacy and job commitment as determinants of lecturers’ performance in @&of education.

2.5. Summary of Literature Reviewed &\ \

Across all relevant literature reviewed, the literature o; sional development agreed
on the definition and components of professional dev@{w. There is also a consensus on
professional development being a tool for the @nent of the skills and potential of
individual members or staff of an organizati@ e mutual benefit of both the individual staff
and the organization in which he wor types of professional development programmes,
most of the authors agreed on two%%omponents: on-the-job training which includes all the
programmes undertaken b f while he is still performing his official duties, and off-the job
training, which take outside the work environment/place. Evidence from literatures
shows that form@gﬁng for professional development include higher education activities; pre-

service a %ﬁice training, seminars, workshops, and resources centre; credentialing
system %programmes: local and international conferences; mentoring and coaching
relationship; and informal resources such as new letters, and online discussion board

Evidence from the literatures indicated that self-efficacy beliefs influence an
individual’s thought patterns and emotional recreations and having high self-efficacy can help

create feeling of serenity in approaching difficulty tasks and activities. This simply means that

if we have a high sense of self-efficacy in a given area, we will set a higher goal, be less afraid
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of failure but persist longer when we encountered difficulties. They added that people go about
their daily activities with varying levels of self-efficacy derived from previous performance,
prior experience, personal qualities, and social support. People acquire information about how
well they are performing on a job, which influences their self-efficacy for continued learning
and performance. Therefore, academic staff with high self-efficacy is prone to better teaching
professional productivity while those with low self-efficacy likely to have weak teaching
performance. %\V\

Most literature acknowledged that job commitment is one @o achieving
organizational success. Workers with low levels of commitment will ndt do enough in their
work. They do not always concentrate on their hearts into the WQ}S{ m}ssion of organization.
They are more concerned with personal success than the %&f the organization as a whole.
People who are less committed are likely to look selves as outsiders than long-term
members of the organization. They always @for Jjob elsewhere which may result to their
departure from organization. Employees \@igh level of commitment to an organization see
themselves as a member of the gor tion. Organization problem is considered as their
problems too. Such employee&%s think of ways to do their jobs better and get involved in
organisations mission @ues. Hence, they work in organization as if it belongs to them.
This means that lét{g#n colleges of education with high commitment performs high while
lecturer with mitment perform low.

, it could be seen from the empirical review that the findings of previous studies
indicated mix results with respect to the variables of this study. The scholars did not properly
harness the variables under this study effectively to deal with lecturers’ job performance but
instead combine the variable with other variables such as job satisfaction, motivation and
attitudes. As a result, this present study will harness the three independent variables effectively
to see how it determines lecturers’ job performance especially in colleges of education.

Furthermore, the empirical findings by researchers on related variables indicated that scholars
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have made use of different research designs like descriptive design, descriptive survey design,
ex-post facto design, descriptive and explanatory research design, and correlational survey
among others. Therefore, in light of the objectives of the current study, a survey research
design is deemed to be the most appropriate design for this study. More so, evidence from the
previous studies deals only on public schools and some on private organisation not schools,
while few deals with colleges of education. As a result, this present study aims at bridging the
gap in literature to combine public colleges of education with private. In lig@&e, this
study was to investigate professional development, self-efficacy and ,@ mitment as
determinants of lecturers’ performance in colleges of education in Southwest, Nigeria.
&
{
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Chapter Three
Methodology
This section describes the methodology used in carrying out the study. This includes:
Research design, population, sample and sampling techniques, instrumentation, procedure for
data collection and method of data analysis.
3.1. Research Design
This study adopted descriptive survey research design. The pumose@s}riptive
survey is to collect detailed and factual information that describes an exis@b&nomenon. It
aims to accurately and systematically describe a population situation phenomenon and
gather data about varying subject. The researcher investig@\&xofe\ssional Development
Programmes, Self-Efficacy and Job Commitment as Dete % of Lecturers’ Performance in
Colleges of Education, South-West, Nigeria. The d \t variable of the study is Lecturers’

Performance, independent variable are Prof@l evelopment Programmes, Self-Efficacy

and Job Commitment. ( )
3.2. Population of the Study ((?%

The target populatior&h dy consists of four thousand two hundred and ninety-five

(4,295) lecturers in a!{ -two (32) Colleges of Education in Southwest Nigeria. These
e

colleges consist oﬁq
Colleges of E@n,

3.3. S@nd Sampling Techniques

A Multi stage stratified random sampling procedures was used to select sample for the

al Colleges Education, 7 State Colleges of Education and 21 private

study. At stage one, colleges of education were stratified on the basis of ownership (Federal,
State and Private). Stage two, purposive sampling method was used to select state having just
one Federal and State/Private colleges of education while one State and Private College of
Education was picked through balloting from states that have more than one State/Private

College of Education or Private College of Education. Stage three, proportional sampling
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method was used to select eighty per cent (80%) of lecturers each from the nine (9) Colleges of
Education picked. In all, nine (9) Colleges of Education (3 Federal Colleges of Education, 3
State Colleges of Education and 3 Private Colleges of Education), was used for the study. A

sample of one thousand four hundred and thirty-six (1,436) lecturers was used for the study.

Table 3.1: Breakdown of Colleges of Education in Each State

State Federal College State College Private College of To tal( :\V\

of Education of Education Education
Lagos 1 2 7 %\b
Ogun 1 1 4

Osun -

Oyo 1 1 5@ 5

%

Ondo 1 -
Ekiti : 1 < %
Total 4 7 AN\ 7 21 32

Source9: NCCE, (2016) and JAMQ},}\the, 2018/2019.

N
N
S
O
QQ

162



Table 3.2: Distribution of the Population and Sample of Lecturers by Colleges of

Education.
State Lecturers
Selected Colleges of Population of .
Education lecturers in colleges 80% of the selected
. lecturers
of education
Federal- Fed. Coll. Of Edu 13 170

(Tech), Akoka, Lagos.
State- Micheal Otedola Coll. of

. 135 108
Lagos Primary Edu, , Epe \yx
Private- St. Augustine Coll of 101 %
Edu, Akoka, Lagos \
TOTAL 449 \%5 9
Federal-Federal College of &
Edu, Osiele. 281 %\)
State-Tai Solarin Coll of Edu, 1 &V 158
Ogun oy Ijebu. &
Private-Yewa Central Coll. of @ 3 76

Edu, Abeokuta.

TOTAL (\‘\ 573 459

Federal — (Federal Coll of F% 306 245

(Special), Oyo. V\
State-Emmanuel Ala %

Oyo Coll. of Edu, Oyo. 394 315
Private-Mufutaf YLanihun
72 58
Coll. of Edyu,\Ibadan.
Tatal (“ % o £10
roulal V . 618
total 1794

S@:&ource: NCCE, (2016).
3.4. Instruments for Data Collection
For the purpose of data collection, one (1) instrument was used for the study.

Professional Development, Self-Efficacy, Job Commitment, Lecturers’ Performance Scale

(PDSJCLPS).
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3.4.1. Professional Development, Self-efficacy, Job Commitment, Lecturers’ Performance
Scale (PDSJCLPS)

This is a self-developed instrument which consist of Section A,B1,B2,C,D.E. Section A
consist of demographic profile, such as gender, ownership of college, status of lecturers,
experience and qualification of lecturers; section B contains five (5) items which deals with the
professional development programmes of lecturers like seminars, conferences (Local and
International), workshop, orientation programmes and training. Section C ¢ %n (10)
items which deals with self-efficacy with options Strongly Disagree, Disagree ee, Strongly
Agree. Section D contains twelve (10) items on job commitment with{mtl s'Strongly Disagree,
Disagree, Agree, Strongly Agree and Section E contains(_hs%(S)\ items on lecturers’

performance with options Strongly Disagree, Disagree, A@ Strongly Agree.
3.5. Validity of the Instrument §

The research instrument was subject proper validation with the assistance of the
supervisor in order to ensure that the instm@measured what it was expected to measure. The
face, content and construct validi %b‘ instrument was further ascertained through experts’

judgment and inputs from the u;b\w'sor.

3.6. Reliability of the ent

A pilot su gﬁ( conducted on a segment of the sample using Cronbach Alpha. The
reliability co of the instrument was r = 0.71
3.7. A@mtion of Research Instrument and Method of Data Collection

The letter of introduction was collected from the Department of Educational
Management, Lead City University to the colleges of education selected for the collection of
research data. The instrument for the study was administered to the respondents (lecturers) by

the researcher and three (3) trained research assistants.
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3.8. Method of Data Analysis

Data were analysed with both descriptive and inferential statistics. Descriptive statistics
such as frequency count, percentages were used to analyse data. Descriptive statistic of mean
and standard deviation were also used to answer the research questions.

The hypotheses were analysed using inferential statistics of multiple regression analysis.

This allowed the researcher to make inferences on independent and dependent variable at 0.05

significance level. @\

165



Chapter Four
Results and Discussion of Findings

This chapter presents the result and discussion on data collected on professional
development programmes, self-efficacy and job commitment as determinants of lecturers’
performance in colleges of education in Southwest, Nigeria.

One thousand four hundred and thirty-six (1,436) questionnaires were administered to
lecturers in college of educations in southwest, Nigeria. One thousand two hur@ sixty-
two were returned (1,262) which mean that 88% questionnaires were retu %

The respondents’ demographic data are presented in table 4. followed by the

\
descriptive statistic of the study variables and the answersQN research questions and

presentation of hypotheses. &Vk
Table 4.1.1 Demographic Data of the Respondent%l%\
po

Table 4.1: Demographic Data of t&% dents (Lecturers).Gender, ownership
and Lecturers Status \

N\
Items , “\\)Frequency Per cent (%)

\\9Gender
Male \ . 827 65.5
Female " (\Q 435 34.5
NS
£ = 4

Total N 1262 100
'\ Ownership

Federal Q 577 45.7

Stati‘ % 491 38.9

e 194 15.4

P
m 1262 100

Lectures’ Status

Assistance lecturer 86 6.8
Lecturer 1ii 257 20.4
Lecturer ii 454 36
Lecturer i 238 18.9
Senior Lecturer 84 6.7
Principal Lecturer 114 9
Chief Lecturer 29 2.3
Total 1262 100
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Source: Researcher’s Field Survey (2021)

The distribution of table 4.1 showed that 827 representing 65.5% of respondents were
male, and 435 representing 34.5% of respondents were female. The distribution of ownership by
respondents showed that 577 representing 45.7% of respondents came from Federal College of
Education, 491 representing 38.9% respondents from State College of Education and 194
representing 15.4% respondents from Private College of Education.

The distribution of respondents by status showed that 86 Assis %turers
representing 6.8%, 257 Lecturer iii, representing 20.4%, 454 Lecturer ii, l@l ing 36.0%,

238 Lecturer I, representing 18.9%, 84 Senior Lecturer, repres@%, 114 Principal

Lecturer, representing 9.6% and 29 Chief Lecturer, resenting 2.?:)1\\ N

Table 4.2: Experience and Qualification of Lectl@

N

Experience Frequency P\q@n\\ﬁy

11-15 275 21.8

1-5 351 X
6-10 499 %\Z?;
S

16-20 136 Q 10.7
21-25 L NN 0.1
Total 126}(,‘

y 100
lificftion
Bachelor Degree. Q 423 33.5
Master Degree ’\ 675 53.5
Ph.D. \\9 164 13
Total N\ 1262 100
g Source: Researcher’s

Field Survey Data (2021)

The distribution of lecturers based on year of experience: 351 (1-5years), representing
27.8%, 499 (6-10 years), representing 39.6%, 275 (11- years), representing 21.8%, 1 (21-
25years), representing .1%.

The distribution of respondents (Lectures) based on qualification was also presented.

Bachelor Degree, 423 representing 33.5%, Master Degree 675 representing 53.5% and Ph. D.
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164 representing 13.0%. This showed that the minimum qualification of lecturers in colleges of
education in Southwest, Nigeria is Bachelor Degree and the highest qualification was PhD.
4.1.2: Research Questions

4.3. Research Question One: What are the professional developments programmes that
lecturers in College of Education have attended in Southwest, Nigeria?

Table 4.3: Professional Development Programmes Attended by Lecturers.

‘\
Std.
Ttems 1 2 3 4 5 6 Mean  Dev
. 0 165 204 279 220 394
S
emmar 0.0%)  (13.1%)  (162%)  (22.1%)  (17.4%)  (312%) 438 140
Local 56 99 220 279 129 479
conference (4.4%) (7.8%)  (17.4%) (22.1%) (10.2%) (38.1%) 4.39 1.53
International 713 275 122 93 34 25
Conference  (56.5%) (21.8%)  (9.7%) (7.4%) (2.6%) (2.0%) 1.84 122
38 189 276 240 174 345
Workshop (3.0%)  (15.0%) (21.9%)  (19.0%) (13.8%)  (273%)  4.08 1.52
o 77 240 136 265 154 390
Training 6.1%)  (19.0%)  (10.8%)  (21.0%) (122%)  (30.9%)  4.07  1.67
Grand
Mean 3.75

Source: Researcher’s Field S um@,@a (2021)
Table 4.3: K e that lecturers attended seminars local conferences, workshops
turers attended international conferences in colleges of education. These

trainings and

data shoa lecturers in colleges of education in Southwest, Nigeria attended professional

develop%ﬂ programmes.

4.4. Research Question Two: What is the level of lecturers’ self-efficacy in colleges of
education in Southwest, Nigeria?
In answering this research question, numerical data collected from lecturers’ self-

efficacy were used to categories respondents’ scores into 3 levels into low, moderate and high.
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Table 4.4: Mean and Standard Deviation Indicating the Level of Lecturers’ Self-Efficacy

in Colleges of Education in Southwest, Nigeria

Self-efficacy SA A D SD Mean S::, Remark

I can manage to solve
difficult problems. 4 32 184 1042 1.21 0.48 Low
(0.3%) (2.5%) (14.6%)  (82.6%)

1 canhﬁnd the means to 109 1014 45 94 2,90 0.64 Moderate
get what I want, (8.6%)  (80.3%)  (3.7%)  (7.4%)

I always accomplish my \}
goals if I stick to my 7 52 1014 189 1.90 0.

aims. (0.6%) (4.1%) (80.3%)  (15.0%)

I have confident to deal 1051 161 20 30 377 @b High

with unexpected events, (83.3%)  (12.7%)) (1.6%) (2.4%)

o\ \
I can handle unforeseen 135 1001 90 36 %\9 Moderate
situations. (10.7%)  (79.3%) (7.1%) (2. (&
¥ can solve problems if I 103 263 872 0.66 Moderate
invest necessary effort. (8.2%) (209%) (69 0 " )

I can rely on my coping

abilities when facing 922 279 \& 3.64 0.70 High
problem. (73.1%)  (22.1%) Q (4. 1%)

I can find solution to
several problems that 1086 1.28 0.75 Low
(3. 5% (86.0%)

confronted me. 3. 9%
Ioalvfsgfeinnk of solution \<§( 1165 .14 051 Low
P &N So%) (L. 5% (92.3%)

I can handle problem that
comes my way.

669 91 152 2.96 0.91 Moderate
%) (53.0%)  (72%)  (12.1%)

Grand mean 2.41 Moderate

Source: Res@s Field Survey Data (2021)

Note
Q) Standard Deviation, n = Number of respondents
Standar eference mean = 2.00. Mean response rating classification: Low = 1.00 — 2.00,
Moderate = 2.00 — 2.99, High = 3.00 — 4.00.
Decision: Moderate

Table 4.4: showed that the mean scores of 1.21, 1.90, 1.28 and 1.14 respectively for
manage to solve problem, stick to aims and accomplish goals, confronted with a problem and
think of solution were low in colleges of education in Southwest, Nigeria. Also the mean scores

of 2.90, 2.98, 2.35 and 2.96 respectively for finding the means to get what they want, handle
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unforeseen situations, invest the necessary effort to solve problems and handle whatever comes
to their way were moderate. However, results further indicated that confident to deal with
unexpected events and coping abilities to face problems were high. Overall, there was moderate
level of lecturers’ self-efficacy in colleges of education, Southwest, Nigeria, (Grand mean =
2.41).

4.5: Research Question Three: What is the level of lecturers’ job commitment among

Lecturers in college of education in Southwest, Nigeria? ®\
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Table 4.5: Mean and Standard Deviation Indicating the Level of Lecturers’ Job
Commitment among Lecturers in Colleges of Education in Southwest, Nigeria.
Job Commitment
SA A D SD Mean Std.
o L. Remark
Deviation
I enjoy working with
students. 8 47 17 1190 111 0.46 Low
(0.6%) (3.7%) (1.4%) (94.3%) ’ ’
I establish meaningful
academic relationship 129 1084 27 22 3.05 High
with students. (10.2%) (85.9%) (2.2%) (1.7%) \§\
I treat student equally %
in order to ensure their 43 55 1120 44 & Moderate
academic growth. (3.4%) (4.4%) (88.7%) (3.5%) &
i t:zgn‘;are for the 1091 143 10 %9 High
’ (86.5%)  (11.3%) (0.8%) (1. 4% \

Always look for x
instructional materials 85 1147 15 (_5 High
to teach the learner. (6.7%) (90.9%) (1.2%) (1 2%(&
f){fzzilyoilet late to class 71 112 1038 0.56  Moderate

: (5.6%)  (8.9%)  (82.3%) )
i:(l:ltcl)\(;?le}i]cltrll\\/;(t)llgsed m 1004 248 %\% 10 3.78 0.47 High

: (79.6%)  (19.6%) (0.8%)

Take school work
home in order to meet 116 212 856 1.67 1.05 Low
target. (9.2%) (16. 8 1'6&% (67.8%)
Willingly accepts and
obey the value and ?\ 408 728 1.57 0.79 Low
goals of school. (4 7% (32.3%)  (57.7%)
I find it easy to cope
with school policies . 34 2 17 3.65 0.59 High
and-aws: @ 27:2%) 7% +4%6)
Grand mean QJ 2.59 Moderate

A
Source: Resear@‘s\F ield Survey Data (2021)

Note

Standard Deviation, n = Number of respondents

Stand

Moderate = 2.00 — 2.99, High = 3.00 — 4.00.

Decision: Moderate

e;erence mean = 2.00. Mean response rating classification: Low = 1.00 — 2.00,

Table 4.5 showed that the mean score of 1.11, 1.67 and 1.57 respectively for enjoy working

with the students, taking school work home and obey the value and goals of school were low.

Also, 2.08, 2.17 respectively for treating students equally and rarely get late to class and school

were moderate. Results further showed that 3.05, 3.83, 3.03, 3.78 and 3.65 respectively for
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establishing meaningful academic relationship with the students, truly care for students, looking
for instructional materials, actively involved in school activities and easily cope with school
policies and laws were high. Overall, there was moderate level of job commitment among
lecturers in colleges of education in Southwest, Nigeria, (Grand mean = 2.59).

4.1.3: Presentation of Hypothese.

4.6: Hol: There will be no significant combined contribution of professional development

programmes, self-efficacy and job commitment on lecturers’ performance @?ges of

education in Southwest, Nigeria. \%

Table 4.6: Combined Contribution of Professional Develop e&ogrammes, Self-

\
Efficacy and Job Commitment on Lecturers’ Performanc{%&&olleges of Education in

Southwest, Nigeria x&
N

N
~\\
Model R Adjusted Std. Error .
Square R Square of the F Sig  Remark
4 q Estimate
1 '4;56 0.208 0.206 1.78597 110.33  0.05 Significant

N
&

N
Model S@l\ uares Df Mean Square F Sig

Regression 5.70 3 351.90 110.33 .000
Residual I\LJ012.62 1258  3.18
Total \(\ 5068.32 1261

N
Sour mrcher ’s Field Survey Data (2021)
% result in table 4.6 showed that the combined contribution of professional

development programmes, self-efficacy and job commitment on lecturers’ performance was
significant (R = .456, R? = .208, F = 110.325, p < 0.05). The result means that professional
development programmes, self-efficacy and job commitment accounted for 20.8% of the
variance in lecturers’ performance in colleges of education in southwest, Nigeria. Hence, the

null hypothesis was rejected.
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This means the alternative hypothesis is hereby accepted that there is significant
combined contribution of professional development programmes, self-efficacy and job
commitment on lecturers’ performance in colleges of education in Southwest, Nigeria.

4.7. Ho2: There will be no significant relationship between professional development
programmes (seminar, conference, workshop & training) and lecturers’ performance in colleges
of education in Southwest, Nigeria.
Table 4.7: Relationship between Professional Development Programmes cturers’
Performance in Colleges of Education in Southwest, Nigeria \é(/
D
Professional E@n\ent Performance

Programnﬁ
y i

Professional Devlopment  Pearson correlation 1 \* N 411
Programmes Sig. (2-tailed) % .000
N ’<\‘ 1262 1262
Source: Researcher’s Field Surve t \021 )
The result in table 4.7 sh t the relationship between professional development
programmes and lecturers’ ormdnce (r =0.411). The result means that there is relationship

between professional ment and lecturers’ performance in colleges of education in

Southwest, Nige'@&
T %s that the alternative hypothesis is hereby accepted that there is relationship

betwe&ofessional development programmes and lecturers’ performance in colleges of

education Southwest, Nigeria.

4.8. Ho3: There will be no significant relationship between self-efficacy (confidence, coping
ability & ability to solve problems) and lecturers’ performance in colleges of education in

Southwest, Nigeria.

173



Table 4.8: Relationship between Self-efficacy and Lecturers’ Performance in Colleges of

Education in Southwest, Nigeria

Self-efficacy Performance

Pearson correlation 1

.091
Self-efficacy Sig. (2-tailed) Q{V\
ANV
N\

N 1262 C

Source: Researcher’s Field Survey Data (2021) %

The result in table 4.8 showed the relationship betw e@&e}‘ﬁcacy and lecturers’
performance (r = .091). The result means that there is a& fonship between self-efficacy

and lecturers’ performance in colleges of education il@@ est, Nigeria.

This means that the alternative hypoﬁ@ereby accepted that there is relationship

between self-efficacy and lecturers’ perfor@ in colleges of education in Southwest, Nigeria.

4.9. Ho4: There will be no i&%ﬁlt relationship between job commitment (students,

school/college) and lectureQ\&formance in colleges of education in Southwest, Nigeria

Table 4.9: Relatio s@veen Job Commitment and Lecturers’ Performance in

Colleges of in Southwest, Nigeria
A
\)"

Job commitment Performance

Pearson correlation 1 228
Job commitment Sig. (2-tailed) .000
N 1262 1262

Source: Researcher’s Field Survey Data (2021)
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The result in table 4.9 showed the relationship between job commitment and lecturers’
performance (r = .228). The result means that there is a low relationship between job

commitment and lecturers’ performance in colleges of education in Southwest, Nigeria.

This means that the alternative hypothesis is hereby accepted that there is relationship
between job commitment and lecturers’ performance in colleges of education in Southwest,

Nigeria.

4.3: Discussion of Findings ®

The results of findings which examined the professional develo@‘programmes that
lecturers in colleges of education have attended in the Southwest, )ﬁé}@kevealed that seminars,
local conference, international conference, workshop % training are professional
development programmmes that lecturers in the So ave attended even though few
lecturers attended international conference plies that professional development
programmes available in colleges of educa@J\ Southwest, Nigeria. Professional development

programmes are available for lec

n%to improve their skills, knowledge and teaching
methodology in schools. The ﬁ i8' in line with the study that revealed that different forms
of lecturers’ professional Q%)pment programmes are available in Federal University of Oye-
Ekiti such as worksho rvice training programmes, seminar, computer training programme
and video trai &gramme The finding is also in line with the study that revealed that
profess10@e elopment programme available for the teachers are workshop, educational
confer® ICT training, fulltime in-service, sandwich programme, refresher course and
seminar’. Finding was also in line with the study that revealed that professional development
prorammes available for teachers are workshop, seminar, conference, in-service programme,

induction, training and orientation®. The finding is also in line with the study that revealed that

modes professional development programmes comes inform of seminar, workshop, conference,
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continuous education, mentorship, coaching system, higher qualification staff exchange
programme*.

Lecturers who participated in the professional development programmes can utilize the
opportunity given to them and improve their ability to plan a good lesson, increase their
knowledge, and understand how to properly control their class, make the right evaluation and
effectively communicate the planned lesson to students Also, both local and international
conference enables lecturers to share ideas with other colleagues through dis@essing
topical issues. This would assist in molding the lecturers to perfect his @tea and have
additional knowledge to current methods of learning and also allowylectbwer's to compete with
the colleagues favorably outside the country. \& A

However, the need for quality lecturers cannot %er emphasized in colleges of
education because lecturers should be mobilized to \to an educational institution on both
on the-job and off-the-job training and add to alr€ady acquired pre-service training. To that
effect, concerted effort is highly needed b@saﬁon managers to inform their lecturers on the
relevance to acquire knowledge t c% -service training to improve on their competencies
and enhancing the quality of. wa ign. On the other hand, the attention of policy makers should
be drawn to enhance t@ovision of enabling environment that could help in motivating
lecturers to engag\in in-service training for quality development of lecturer in colleges of
education in est, Nigeria.

@sults of finding that examined the level of lecturers’ self-efficacy in colleges of
education in Southwest, Nigeria revealed that there was moderate level of lecturers’ self-
efficacy in colleges of education in Southwest, Nigeria. The finding is also in consonance with
the study that self-efficacy enhance workers job performance’. But in disagreement with the
study that showed that 95% of the teachers were rated low on job performance while 90.4%
were low on self-efficacy®. Lecturers who have a high self-efficacy are more likely to set

themselves challenging goals which are most often achieved. Thus, it becomes necessary to
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identify the practical implications of the outcomes related to improving employee self- efficacy
in order to motivate them and improve their performance.

The lecturer should be provided with relevant details of the tasks assigned to them. The
exact definitions and explanations of the tasks and context of tasks would help them to deal with
the complex tasks. Also, school managers should explain to lecturers about the technical skills
required for successful performance. They should also instruct the lecturers how to select a
proper method among the available methods while solving a complex task. \V\

Self-efficacy can cause people to strive to improve their assu%% d strategies,

rather than look for excuses. Moderate self-efficacy helps employee collect relevant
information, make sound decisions, and take appropriate acti@%erﬁ(}ularly when they are
under pressure, as this translates to high job performa@% work place. Lecturers with
moderate level of self-efficacy have a positive atti ards everything. They always have
control on their emotions, as a result they se display their anger in front of their students
and this attitude assures high achievemen@turers with moderate level of self-efficacy are
open to new methods and have theab adopt new techniques.

Self-efficacy makes ifﬁeﬁce in how people think, feel and act. That is, in terms of
feeling, low self-effic c@sociated with depression, anxiety and helplessness. People with
low self-efficac g’have low esteem, harbour pessimistic thoughts about their
accomplishrr% d personal development. Hence, lecturers with moderate self-efficacy are
likely ative and also perform more challenging tasks. Moderate self-efficacy may also
allow lecturers to select challenging settings, explore their environment or create new ones in
order to adequately disseminate information resources to their students.

Findings on the level of job commitment among lecturers’ in colleges of education in
Southwest, Nigeria revealed that there was moderate level of lecturers’ job commitment in

colleges of education in Southwest, Nigeria. The result was also in agreement with the study

that revealed that commitment to the profession and commitment to the school as the highest’.
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The finding is in disagreement with study that revealed that teachers’ commitment to teaching
profession, school, teaching and learning was low in secondary schools in Osun State®. The
moderate level showed the extent to which lecturers are committed to their job and are willing
to spend the rest of their career in teaching, enjoy teaching, update lecture note regularly,
desiring for teaching, giving assignment to students, preparation before lecture, ensuring
students feel fulfilled after lecture, happy to conduct research, presenting papers in local and

international journal, publishing papers in journal, supervision of thesis, writin %\k\wﬂhng

and happy to serve in community, The probable reason could be as a re\% e moderate
level of work incentives.

Lecturers' job commitment indicates that lecturers Q@hng to work harder,
demonstrate stronger affiliation to their schools, and sho %fesne to carry out the goals of
teaching, research and community service and rea Ip students grow in their academic
programmes. Lecturers with moderate level ommitment motivate students to involve in
school activities. Once students take part@ming activities, they stand a better chance to
develop their achievement. Lectuger moderate levels of commitment will do enough to
work. They put their hearts into the’ work and mission of the organization. They seem to be
more concerned with @tlon success than their personal success. Such lecturers will see

themselves as pa; cel of the organisation as long as their member of the organisation.

The r ﬁndlngs also revealed that there was significant combined contribution of

development programmes, self-efficacy and job commitment on lecturers’
performance in colleges of education in Southwest, Nigeria. This indicate that all independent
variables professional development programmes, self-efficacy and job commitment contributed
significantly to lecturers’ performance in colleges of education, This is in line with the study
that revealed that orientation and mentoring variables of staff development have a significant
influence on the job performance of staff in Colleges of Education in North Eastern Nigeria’®.

This result is also in line with the study that self-efficacy has positive and significant effect on
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Performance of the lecturers!'®. This result is also in line with the study that teachers with high
level of commitment motivates students to involve in school activities such as take part in
learning activities, reading, and stand a better chance to develop their achievement!!.

The results of the findings revealed that there was relationship between professional
development programmes and lecturers’ performance in colleges of education in Southwest,
Nigeria. The implication is that professional development programmes has relationship with
lecturers’ performance in colleges of education in Southwest, Nigeria. The ﬁ%%s\in line
with the study that revealed that lecturers’ professional development in\ f retraining,
research publication and ICT utilization significantly influenced theinjob ctiveness in terms
of instructional delivery, communication skills and students ev@%v . Also, this finding is in
line with the study that revealed that seminar, worksho g&nference significantly predict
task performance of instructors in police training co %‘& Southern Nigerial3.

The results of the findings revealed th&ﬂ&e Wwas relationship between self-efficacy and
lecturers’ performance in colleges of educ@in Southwest, Nigeria. This indicates that self-
efficacy has relationship with le r%x erformance in colleges of education in Southwest,
Nigeria. The finding is in c ona with the study that revealed that self-efficacy influences

workers’ job performa ij@he finding is also in consonance with the study that revealed that

self-efficacy enha oyees’ performance through training and development!>.

The r the findings revealed that there was relationship between job commitment
and le performance in colleges of education in Southwest, Nigeria. The implication of
this is that job commitment has relationship with lecturers’ performance in colleges of education
in Southwest, Nigeria. The finding is in consonance with the study that revealed that there is a
significant relationship between employee commitment to work and increase in productivity in
the firms!'®.

The result of this study showed that the more lecturers participate in professional

development programmes such as seminars, workshops, conferences either international or local
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and training the more it helps to increase their knowledge, skills and teaching methodology,
develop better way to solve students’ problems and ability to cope with students problems
which in turn increases their performance in schools. The kind of professional development that
lecturers participated in goes a long way to improve their job commitment in term of caring for
student, encouraging students in their academic growth and involvement in the school activities
and stick to school goals which eventually increase their performance. Self-efficacy on the other
hand, highly influences an individual lecturer’s action, effort and the way o \%Blishing
tasks resulting in enhanced abilities and makes them more confident abou\@%tsired results.
Lecturers competency is based on self-efficacy (beliefs on own abilitieg) and lack of self-
efficacy causes many psychological problems such as low confi e\%{eve\l and low self-esteem.
This is to say that professional development programn@fﬁcacy and job commitment
have significant impact on lecturers’ performance in \s of education in Southwest, Nigeria.
Q
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Chapter Five
Conclusion
5.1: Summary of Findings

The findings of this study are summarized as follows:

There were more male lecturers (827) than female lecturers (435), more respondents

from Federal colleges of education (577), state colleges of education (491) and @'@(ﬂleges
f

of education (194). A greater percentage of lecturer ii (454) participated in c@; education

while greater lecturers in the participating colleges have between & years of teaching

experience. PhD is the highest qualification of lecturers in partlebéng

Southwest, Nigeria.

(}lleges of education in

The lecturers participated in professional @ment programme such as seminars,

conference (local and international), wor § training in colleges of education in

Southwest, Nigeria. There was moderate lle

in Southwest, Nigeria. (Mean = %{@, SD = 0.62). There was moderate level of lecturers’

job commitment among lectyrers colleges of education in Southwest, Nigeria. (Mean =

ecturers’ self-efficacy in colleges of education

2.59 >2.00. SD = 0.®her‘e was significant combined contribution of professional
development prog%ghd, self-efficacy and job commitment on lecturers’ performance in
colleges ofe@ in Southwest, Nigeria. (R = .456, R? = .208, F,1262) = 110.33, p < 0.05).
There elationship between professional development programmes and lecturers’
performance in colleges of education in Southwest, Nigeria. (r = .411). There was relationship
between self-efficacy and lecturers’ performance in colleges of education in Southwest, Nigeria.
(r = .091). There was relationship between job commitment and lecturers’ performance in

colleges of education in Southwest, Nigeria. (r = .228).
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5.2. Conclusion

From available data, the study revealed that lecturers in colleges of education in
Southwest, Nigeria attended professional development programmes such as seminars,
conference (local and international), workshop and training, moderate level of self-efficacy and
moderate level of job commitment. The study further confirmed that there was combined
contribution of professional development programmes, self-efficacy and job commitment on
lecturers’ performance in colleges of education in Southwest, Nigeria. essional
development programmes, self-efficacy and job commitment has signift ntributions on
lecturers’ performance in colleges of education in Southwest, Ni IKI thereby concluded
that professional development programmes, self- efﬁcacy commltment are essential

variables that can determine lecturers’ performance es of education in Southwest,

5.3: Recommendations (\\\

On the basis of findings, the follov@?\ mendations were proffered:

Nigeria.

1) government shod&%e opportunities for personal advancement on the job as

well as sp for training programmes
i1) lectu O%Jﬁi be encouraged to participate in more on international conference
b&% there is low participation in international conference compared with local
ference which can expose them to people or lecturers outside the country.
ii1) self-efficacy of lecturers should be improved in term problem solving, ability to cope

with student and school problems and confidence to face problems in schools.

5.4 Contribution to Knowledge

This research work upon publication is expected to fill the gap in the Southwest, Nigeria

on Professional Development Programmes, Self-Efficacy and Job Commitment as Determinants
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of Lecturers’ Performance in Colleges of Education, as well as contributed to the body of
existing knowledge in educational management, planning and administration.

It will also serve as a tool for improvement of lecturers’ job performance using
professional development programmes, self-efficacy and job commitment to improve
performance of workers as well as school managers (Provosts, Rectors and Vice-chancellors)
and other relevant stakeholders.

It will further help in designing an integrated and comprehensive system kﬁng and
improved job commitment of employees, self-efficacy in terms of faci@&kms, solving
problems and ability to cope and provide solution to problem as i arises also to know the
benefits of participation in professional development progr@\ﬁ;\%\ to\increase their skills,

knowledge and pedagogy among lecturers for improvin@ncing lecturers’ performance

in colleges of education in Nigeria. §
5.5 Suggestions for Further Studies \\\

The following suggestions were madQ %lrther studies:

1) there is the nee fN earch on the utilization of professional development
programmes, -ef’ 1c‘acy and job commitment it affects the performance of
lectureng ges of education Southwest, Nigeria.

i1) th@leed to investigate on gender and age differences in the professional

Q%elopment programmes, self-efficacy and job commitment on lecturers’
performance in colleges of education in Southwest, Nigeria.

i) there is need to investigate on how professional development programmes can

increased self-efficacy and job commitment that will eventually lead to lecturers

performance in colleges of education in Nigeria.
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Appendix 1

Professional Development, Self-efficacy, Job Commitment, Lecturers’ Performance Scale

(PDSJCLPS)
Dear Sir / Madam,

A study is being conducted among Lecturers in Nigeria Colleges of Education in Southwest,

Nigeria. Your participation is considered very crucial for its success.

It shall be appreciated if you can attend to the accompanying questionnaire. I a@h of the
confidentiality of information provided as it will only be used for research pt@

Thank you for the anticipated assistance and cooperation. ®
Adesina Azeez. ( \&

Questionnaire Number ®

Section A: Demographic Profile. < \

Name of the college: .................. \Q ......................................................
(1) Gender: \<§/

Male (&‘ .
Female ¢ %(

N\

(2) Whatis @ ership status of the college?

QQ’ State

(3) What is your status in the college?
Assistance lecturer

Lecturer iii

Lecturer ii

Lecturer i
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Senior Lecturer

Principal Lecturer

Chief Lecturer

(4) For how long have you being in the service of the college?

Record in year

(5) What is your highest educational qualification?

Educational Qualification ~ %
NCE } \ \
HND [N
Bachelor’s Degree 20 J

Master Degree \\( N

Ph.D. \ M

(6) How many times have you pa ICIE% these programmes?

Section B1: Professional Development

Professional Development Program e

\, 2 3 4 5 | More than
5

A\

1 Seminar Q\{

2 Conferen\\-&ocal
O\

3 Co@wﬁ ....... International

5 ra1n1ng
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Section B2: Professional Development Programmes

Please indicate your level of agreement to the following statement. There is no right or wrong

answer; it is your opinion that matters. Place a right tick ( ) in the appropriate box
s/n | Items Strongly | Disagree | Agree | Strongly
Disagree Agree

1 | Attending seminars has greatly improved my
teaching methodology

2 | Attending local conferences has exposed me to
new ideas in my field of study Q\

3 | Attending international conferences has

exposed me to different ways of solving @Q}

problems in school

4 | Participating in workshops has enhanced my A

\
\
career prospect. \\\

y

Q)
6 | Participating in training has exposed me to ({,Q'
N

international ideas and innovations \\
@Q

Section C: Self-efficacy ’\\

(1) Please indicate your level of a rSﬁWto the following statements. There is no right or
wrong answer; it is your opin@t matters. Place a right tick ( ) in the appropriate

box.
Strongly | Disagree | Agree | Strongly

‘\ v
(\Q ’ Disagree Agree
y &
NS

I can manag(to\@re difficult problems.

2 I can ﬁ@}leans to get what I want,

3 I ag@omplish my goals if I stick to my

4 aye confident to deal with unexpected
events,

5 I can handle unforeseen situations.

6 I can solve problems if I invest necessary
effort.

7 I can rely on my coping abilities when facing
problem.

8 I can find solution to several problems that

confronted me.

I always think of solution to problem
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10

I can handle problem that comes my way.

Section D: Job Commitment

(1) Please indicate your level of agreement to the following statements. There is no right or

wrong answer; it is your opinion that matters. Place a right tick (

) in the appropriate

box.
S/ Items 1 2 3 §>4
N /QS‘
Strongly Disagree(‘)@e Strongly
disagree §\ agree
\
1 I enjoy working with students ~\\ \
N\

2 | I establish meaningful academic relationship %\'

with students. <<,

\

3 | I treat student equally in order to ensure their &

academic growth.
4 | Itruly care for the students *Q\

e\

5 | Always look for instructional mat aNQﬁach

the learner %
6 | Rarely get late to class or SW
7 | Actively involved in w activities
8 | Take school wor e\n order to meet target
9 | Willingly a é\ﬁ'ﬂﬂ obey the value and goals

of school Q

A

10

I ﬁn@a}w to cope with school policies and

A4
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Section E: Lecturers’ Job Performance

(1) Please indicate your level of agreement to the following statements. There is no right or

wrong answer; it is your opinion that matters. Place a right tick (

) in the appropriate

box.
S/ | Items 1 2 3 4
N
Strongly | Disagree | Agree | Strongly
Disagree Agree

Always punctual in school.

|
AV
4

supervision in the department.

2 Always attend Classroom teaching. Q ‘ 0\/‘

3 Present in the departmental and faculty S
meetings. R «\ \

4 Submit student marks and results regularly. Q" .)\\

5 Always  involved in

examination \/\
N

202




Appendix 11

Names of Colleges of Education in Southwest, Nigeria and Population of all lecturers.

S/N

Ownership of Numbers of

State ~ College of Education Total

colleges lecturers
Federal College of
Ogun Education, Osiele. Federal 281 760

2 Tai Solarin College of V\
Edu, Omu Tjebu State 197 ({x

3 Awori District College : <</
of Edu ,Jjako-ota Private 62 \b

4 Piaget College of Edu, Private %
Ibara Abeokuta,

Education, Iyesi, Otta,

N
: \
5 Royal City College of Private (QS\

6 Yewa Central College Private % 05
of Edu, Abeokuta *
7 Osun Osun S.tate College of S \ 180 535
Education, Ila Orangun
8 Osun S.tate College of St 149
Education, Ilesha
9 Foreignlink Coll of (\ vate -
Edu, Sekona, Moro,
10 Collge of Educati .
Moro-Ife % Private 65
11 Assanusiyyah\\(i( e )
of Edu, Orp Private 70
12 oyo  FederplQglicge of Bdu, ooy 306 1039
(S yO
13 miganuel Alayande State 394
lege of Edu, Oyo
14 % elar College of Private 66
Q Education,Ibadan.
ISQ Al-Ibadan College of )
Education, Ibadan Private 66
16 Muritadha College of Private 70
Education, Ibadan.
17 Mufutau ‘Lanihun Private 72
College of Edu, Ibadan
18 Best Legacy College of Private 65
Education, Ogbomoso.
19  Ekiti  College of Education, State 304 304

Ikere-Ekiti.
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20 Adeyemi College of Federal 311 456
Ondo  Education, Ondo.
21 Bethel College of Private 70
Education, [jare
22 Festmed College of Private 75
Edu, Ajowa Akoko.
23 Lagos Federal Coll. of Edu Federal 213 1201
(Tech), Akoka, Lagos
24 Adeniran Ogunsanya State 280
Coll of Education, v
Ijanikin, Lagos %\
25 Micheal Otedola Coll State 135 ®
of Primary Education, \
Naforija, Epe &
26 St. Augustine Coll. of Private 40\1 \
Education, Akoka, (_}
Lagos (&
27 Topmost College of Priva \* 70
Education, Ipaja, %
28 Bayo Tijani College of {ng 65
Education, Ikotun. \’\
29 Corona College of '\ )" Private 90
Education, Lekki. Q
30 The Africa Chu 2 Private 72
College of Edu,Mgege.
31 CornegStone ‘ollege Private 90
of on, Lagos
32 sat=fid-deen Coll. of Private 85
, Isolo, Lagos
G
rand total 4295 4925
la\¥

Source: NCCE, 2016 and JAMB Brochure, 2018/2019.Researcher, 2021.
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