Chapter One

Introduction
1.1 Background to the Study

To attain the stated goals of any organization, the performance of its workforce
holds crucial importance, encompassing an individual's contributions to their specific role,
team dynamics, and the overall success of the organization. Job performarQ%uotes
how effectively an employee fulfils his/her duties and responsibilﬁ/@ithin the
organizational framework. It involves a thorough assessment of a "&idual’s ability in
executing job-related tasks, achieving goals, and making V&l@ contributions to the
team or organization’s overall success. Consequently, ssion on job performance
of employee in any organization most especially inQ& educational sector can never be

overemphasized, hence, the job performance o ébers will be considered in this study.

Teachers’ job performan.ces\’% to the effectiveness and competence
demonstrated by teachers in fulfi 'gg\heir roles and responsibilities in both the classroom
and the broader educationélﬂﬁ?capel. It encompasses a diverse range of factors, skills,
and attributes that coﬁt@l‘[e to successful teaching and, consequently, positive outcomes
for students @ucation system as a whole. In fact, the achievement of the stated

educatio;lsﬁals may likely be impossible without teachers with high job performance.
NQ\JVhen teachers’ job performance is low, it implies that their multidimensional
functions which include serving as role models, facilitators, mentors and counselors to
students and other administrative duties in the school may not be effectively carried out.
In recent times, an apparent decline in the performance of teachers has been observed.
This is evident in increased rates of absenteeism, a considerable number of teachers

neglecting the writing and use of lesson plans and notes in their teaching, and a
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diminishing practice of incorporating instructional materials. Some teachers seem to
prioritize their business activities, such as selling to students and colleagues, over

fulfilling their teaching responsibilities?>.

Additionally, students have reported instances of teachers displaying a
lackadaisical approach towards tasks such as marking notes, managing classrooms, taking
attendance, assigning tasks, giving guidance and more*>%. These were obse the
researcher while gathering information from educational stakeholders @is study.
Consequently, these observations are acknowledged as challen that need to be
addressed to attain the specified educational objectives. Hen y result to student
low enrolment in the school, poor attitude of students t ng, involvement in social
vices, low performance of students in external Qﬁnaﬁons and reduced future

manpower in the country. All these are indicat& enormous wastage of both private

and public resources that are invested @:ondary education, and therefore require

urgent attention. ) ’&
&

Although, there are | indices that can be used to measure teachers’ job
performance, this stu@‘ocus on instructional effectiveness, classroom management,

students assesi;\@@‘udents support and guidance and technology integration, which are

basic competencies that teachers are expected to display in the delivery of their duties’.

O

\/glstructional effectiveness refers to the degree to which an educational or
instructional programme achieves its intended goals and objectives in facilitating learning
and promoting student success®. It is a measure of how well the instructional design,
delivery methods, and assessment strategies contribute to the acquisition of knowledge,
skills, and competencies by learners. Effective teachers are expected to deliver well-

planned lessons, employing appropriate teaching methodologies and fostering active



student participation®. A key aspect of their effectiveness lies in their ability to convey
complex concepts clearly, stimulate critical thinking, and motivate students to apply their
knowledge to real-world scenarios’. In recognizing that students possess varying learning
styles, abilities, and preferences, proficient teachers adeptly employ instructional
practices that accommodate different modalities, such as visual, auditory, kinesthetic, or
tactile methods'?. This ensures that all students have equitable opportunities to g& and
retain the information being presented. The Instruction Effectiveness index highlights the
significance of skillful planning, versatile teaching methodologi’ei@ thoughtful

consideration of students' individualities in fostering a highv and impactful

learning environment.

O

Classroom management, the second index ﬁ&ers’ job performance in this
study, encompasses the skillful creation of a p%rb and orderly learning environment.
Teachers who excel in classroom manag@%ssess the ability to maintain discipline,
minimize disruptions, and cultivate @e of respect and cooperation among students'’.
This well-managed classroom %{:—n?y maximizes learning time but also instills a feeling
of safety and comft @s students within their educational space'?. Classroom
management is both § and a science, involving a variety of strategies and techniques
employed by@agh\'ers to foster an environment conducive to learning, engagement, and
academi evement'3. The significance of effective classroom management lies in its
role\d&aximizing instructional time, promoting positive student behavior, in nurturing a
sense of community among learners, and providing the foundation for successful teaching

and learning experiences' 1°.

Students Assessment, the third index in this study, is a critical measure of a
teacher's proficiency in designing and implementing effective assessments to gauge

student learning and progress. Within the educational process, students’ assessment
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serves as indispensable components that provide important information into students'
achievements, strengths, and areas for improvement. This knowledge enables teachers to
make informed decisions regarding instructional strategies and curriculum development.
Assessment involves the systematic gathering of information about students' knowledge,
skills, and abilities, occurring continuously throughout their learning journey!®.
Evaluation, on the other hand, involves the systematic analysis and interpretation of
assessment data to make informed judgments about student perform % the
effectiveness of instructional practices'’. It goes beyond merely ajgn% grades and

seeks to gain deeper insights into the learning process and its out 0@

Students support and guidance, the fourth index in this study to measure
teachers’ job performance, has to do with the abil'ﬁgteachers to provide ongoing
assistance and mentorship to their students. Effe@eachers recognize the unique needs
and strengths of each student, offerin{@’gional support and encouragement as
necessary'®. By cultivating positiv@ nurturing relationships with their students,
teachers can positively impact@&%’academic and personal development'®. Within the
educational experience :@ts support, and guidance form crucial pillars, focusing on
providing compreh&sg assistance and direction to students, encompassing their
academic, so%ll)\emotional, and personal growth. This multifaceted support system

ensures htudents have the necessary resources, guidance, and encouragement to

na\/\&wheir educational journey successfully.

In today's digital age, technology integration takes on a crucial role as the fifth
index of teacher job performance in this study. Teachers who excel in this area leverage
technology as a powerful tool to enhance instruction, engage students, and provide
diverse learning opportunities. As technology continues to reshape various aspects of

modern life, including education, these teachers stand at the forefront of embracing its
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potential to enrich the learning experience. Effective technology integration goes beyond
merely using technology for its own sake; instead, it involves purposefully and
thoughtfully incorporating digital tools and resources into the teaching and learning
process®®. These adept teachers understand that technology serves as a valuable
supplement to traditional teaching methods, augmenting and improving overall

educational outcomes?°.

N\
There are several factors that could be responsible for the poor jﬁrmance

observed among teachers. Such are poor leadership, a poor work ei%)n ent, a heavy
workload, poor motivation, and poor job enrichment?!22-23, Qto the best of the
researcher’s knowledge, it’s just a few studies that have barried out to examine the
influence of motivation and principals’ supervisiobogastructional styles on public
secondary school teachers’ job performance in S@%est Nigeria, using all the indicators
specified in this study. Also, there is N’@%mpirical evidence in literature on the
sampled states specified in this stud))\@fh creates a gap in the literature that, this study

intended to fill. Therefore, the l@i:%ependent variables for this study are motivation and

the principals’ superv%@i{nstructional styles.

Motivati ﬁl multifaceted and intricate construct that holds significant sway
over hum \Viour and accomplishments. It pertains to the impetus driving our
actionQ,%irations, and necessities, infusing us with the vigor and direction needed to
pursxl specific goals or objectives®*. Within the context of education, teacher motivation
factors assume a critical role in fostering a successful educational system. A motivated
teaching workforce is more inclined to effectively engage students and deliver a higher
quality of education®. Several indices contribute to motivation, yet this study specifically
concentrated on three primary factors: a supportive work environment, professional

development opportunities, and teachers’ autonomy.
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A Supportive work environment refers to the organizational culture, policies, and
practices that create a positive atmosphere where teachers feel valued, respected, and
encouraged to excel in their roles?’. When teachers feel supported, their job satisfaction
tends to increase?’. A positive work environment fosters a sense of belonging and
appreciation, reducing feelings of burnout and increasing motivation to perform well in
their roles. A supportive work environment may also improve teacher retention &es for
instance, when teachers feel valued and supported, they are more likely to Qin their

jobs for a more extended period?®. This, in turn, helps to reduce t\&o)'er and the

/\

associated costs of recruiting and training new teachers. Also@g is a demanding

profession, and teachers often face high levels of stress ar@l ut. A supportive work
environment can help mitigate these issues by providienues for stress relief, work-
life balance, and emotional support. When teac 6@ cared for, they are less likely to

experience burnout, which positively i eir performance and longevity in the

profession?’. %
N>

Professional Developm%{) portunities (PDOs) play a crucial role in enhancing
the job performance of(t s PDOs encompass a wide range of activities designed to
improve teachers edge, skills, and competencies in various aspects of their
profession?®. @ opportunities can take the form of workshops, seminars, conferences,
graduat es, online training, peer collaboration, and more. By participating in PDOs,
teaﬁ&gain access to new teaching strategies, pedagogical techniques, and subject
knowledge?®. This leads to improved instructional practices in the classroom. PDOs also
help teachers stay updated with the latest educational trends, technology, and student
needs, enabling them to adapt their teaching methods accordingly®. Also, teachers who
engage in relevant PDOs can create more engaging and interactive lessons, leading to

increased student participation and motivation.



Teachers’ autonomy refers to the degree of independence and discretion that
teachers have in making decisions about their teaching practices, curriculum content,
classroom management, and assessment methods®’. It recognizes teachers as professionals
with expertise and knowledge, and it allows them the freedom to adapt their teaching to
the specific needs and interests of their students. Autonomy enables teachers to customize
their lessons and instructional strategies to suit the learning styles and abilities&ftheir
students, leading to more effective learning outcomes. Autonomous teac e more
likely to experiment with innovative teaching methods and ap o@, fostering
creativity and engagement in the classroom. Similarly, having ¢ ner their teaching
practices and seeing positive results can enhance te &ob satisfaction and
commitment to the profession which can better ad the unique challenges and

contexts of their students and communities, pro %Qulturally relevant education’!.

Principals’ supervision of instruo\@rbstyles which is the second independent
variable in this study refers to th@ess by which school principals’ oversee and
support the instructional pract@f& teachers in their school. It is a critical aspect of
effective school leader lu;@c it directly impacts the quality of teaching and learning in
the classroom?®?. Th p%ary goal of principals’ supervision of instruction is to improve
teacher effec@\\sg, enhance student achievement, and create a positive and conducive
learnin onment®*. Principals’ Supervision of Instructional styles refers to the
ap;Ne% or method that a principal adopts to oversee and support the instructional
practices of teachers in their school®. Different principals’ may have varying supervisory
styles, which can significantly impact the school's culture, teachers’ development, and
ultimately, students’ achievement. Understanding and utilizing effective supervision

styles is crucial for principals’ to create a positive and thriving learning environment.



There are different styles of principals’ supervision of instruction, but this study focus on

directive, collaborative, transformational, supportive and developmental supervision.

Directive supervision involves principals providing specific instructions,
guidelines, and expectations to teachers regarding classroom practices and instructional
strategies®*. While this style may offer clarity and consistency, it can also lead to a lack of
teacher autonomy and creativity>*. Teachers might feel constrained, and the appr@a&may
not cater to the diverse needs of students and classrooms. Directive 'sion is
characterized by a top-down approach, where principals take on a ma%&'ﬁritative role
in guiding and directing teachers' instructional practices®*. Thi le often involves
providing detailed instructions, specific guidelines, and cl@cpectations to teachers on
how they should conduct their classroom activities a&&er lessons. The primary goal
of directive supervision is to ensure unifo % teaching methods and maintain

consistency across the school®. @b

Collaborative supervision é@acterized by a cooperative and partnership-
oriented approach. In this mﬁ% principals’ work closely with teachers, fostering open
communication, shar@on—making and mutual goal-setting*®. The emphasis is on
professional (ﬁa@, reflection, and collaborative problem-solving to enhance
instructior% \ices. This style promotes a sense of shared responsibility for student
succe %1 encourages teachers to actively contribute to their professional growth.
CoMrative supervision recognizes the expertise of both principals and teachers,
fostering a supportive and collegial atmosphere that can lead to innovative instructional

strategies and a positive school culture.

Transformational supervision involves principals’ inspiring and motivating

teachers to reach their full potential®’. It involves principals’ focusing on empowering and



motivating teachers to transcend traditional boundaries and achieve higher levels of
instructional effectiveness. Transformational supervision involves cultivating a shared
vision, fostering a positive and innovative school culture, and encouraging continuous
professional development?®. Principals’ employing this style inspire teachers to embrace
change, think creatively, and take risks in their instructional methods. By emphasizing
individual growth and collective progress, transformational supervision contrib&to a

dynamic and forward-thinking educational environment, ultimately enhanci@ overall

/\

Supportive supervision entails principals’ offering ass Qe, resources, and

quality of instruction and student learning outcomes.

encouragement to help teachers enhance their instructionctices. It involves having
principals prioritize creating a positive and collaboratiwe work environment where
teachers feel supported, valued, and empow@ Supportive supervision involves
providing constructive feedback, ackno@%g teachers' strengths, and addressing
challenges in a manner that fosters @éssional growth. Principals employing this style
prioritize the overall well-bein%(cr?leir teaching staff, recognizing the importance of a
.
positive attitude and a e@ belonging in enhancing instructional effectiveness. This
approach helps buil Q

t, encourages open communication, and cultivates a culture of

continuous in@m nt, contributing to a more resilient and motivated teaching faculty.

O

@elopmental supervision focuses on fostering continuous professional growth
among teachers. In this approach, principals work collaboratively with teachers to
identify individual strengths and areas for improvement, tailoring support and feedback to
align with professional development goals®’. Developmental supervision emphasizes
ongoing dialogue, reflective practices, and targeted interventions to enhance instructional
strategies®®. This style recognizes that teachers are lifelong learners, and principals

employing developmental supervision prioritize creating a culture of improvement and
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‘adaptability within the educational setting. By focusing on the individual needs and
aspirations of teachers, developmental supervision contributes to a dynamic and evolving

instructional environment that ultimately benefits student learning outcomes.

The impact of gender on the job performance of teachers and the instructional
supervision styles employed by school principals has garnered attention in educational
research and literature. Gender encompasses the social, cultural, and psychg&gical
attributes, roles, behaviors, and expectations associated with being male o within
a given society*'. Studies indicate that there is gender-specific v 'atig'( in the job
performance of teachers*>**. Additionally, research has delved in Qether gender plays
a role in shaping how school principals’ approach ins@ional leadership, provide
feedback to teachers, and support overall teaching p Qs within their schools*. One

aspect under scrutiny is communication and @ersonal styles, with some studies

suggesting that male and female princq%\@’gay demonstrate distinct communication

patterns when engaging with teacha@

Despite these ﬁndi.ng&%re is a lack of literature on gender differences in the
principals’ supervisio@s\ructional styles in South-West, Nigeria, a gap that this study
aims to address. j&equently, another crucial variable to be examined in this study is
gender. Tl&ge}rcher seeks to determine whether there are differences in teachers' job
perfor@’be and principals' styles of supervision of instruction based on gender. Thus,
the&ﬁ of this study is to investigate the influence of motivation and principals’
supervision of instructional styles on public secondary school teachers’ job performance

in Southwest, Nigeria.
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1.2 Statement of the Problem

Teachers and principals roles are undoubtedly important in achieving the
objectives of secondary education as stated in the national policy on education in Nigeria.
However, evidences abound that, teachers’ performance is declining in key areas of
competencies such as instructional effectiveness, classroom management, assessment
techniques, student support and guidance, and the integration of technole.g\ into
teaching?®4748, The problem has been persistent for some time and needs ention;
if not, there will be continuous students dwindling academic pe rngfe and poor
motivation towards learning, which can eventually jeopardise sgc Qr education system
in Nigeria. These consequences of teachers’ low job mance are indicators of
enormous wastage of both private and public resm& at are invested in secondary
education. While the problem of teacher’s job p@%ance has been attributed to various
factors, the focus of this study is on two w@%es: teachers’ motivation and principals’
supervision of instructional style. DeQ\Q{‘ heir significance, empirical evidence regarding
their combined influence on te@&’s job performance remains insufficient, particularly
in Southwest, Nigeria. I—Lézs o bridge the gap, this study is set out to investigate the

influence of moti\@nd principals’ styles of supervision of instruction on public

secondary sc@ac ers’ job performance in Southwest Nigeria.

O

1.3 éb and Objectives of the Study

Y

The aim of this study is to investigate the influence of motivation and principals’
supervision of instructional styles on the job performance of teachers in public secondary

schools in Southwest Nigeria. The objectives of this study were to:
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ii.

iii.

1v.

Vi.

identify the level of job performance (instructional effectiveness, classroom
management, students assessment, students support and guidance and technology
integration) of teachers in public secondary schools in Southwest Nigeria.

examine the extent to which public secondary school teachers in Southwest
Nigeria are motivated (supportive work environment, professional development
opportunities, and teachers autonomy).

identify the most adopted principals’ style of supervision of inst out of
directive, collaborative, transformational, supportive %Qe}elopmental
supervision in public secondary schools in Southwest Ni

examine the combined influence of motivatic@%ors and principals’
supervision of instruction styles on job per@ance of teachers in public
secondary schools in Southwest Nigeria. be

determine the relative influenc otivational factors (supportive work
environment, professional .dg@ent opportunities, and teachers autonomy)
and principals’ superviaf\&g\of instructional style (directive, collaborative,
transformational, sﬁ@tlve and developmental supervision) on job performance

of teachers inb@c secondary schools in Southwest Nigeria.

ascert "@r difference in job performance of teachers in public secondary

scl@s in Southwest Nigeria.

Vii\/@;;ermine the gender difference in styles of supervision of instruction among

1.4

principals’ of public secondary schools in southwest Nigeria.

Research Questions

What is the level of job performance (instructional effectiveness, classroom
management, students’ assessment, students support and guidance and technology

integration) of teachers in public secondary schools in Southwest Nigeria?

12



1.5

Hol:

H02 .

Ho3:

What is the extent to which public secondary school teachers in Southwest Nigeria
are motivated (supportive work environment, professional development

opportunities, and teachers’ autonomy)?

Which is the most adopted principal supervision of instructional style out of
directive, collaborative, transformational, supportive and developmental

supervision in public secondary schools in Southwest Nigeria? é

Hypotheses < 0

There will be no significant combined influence of % ional factors and
principals’ supervision of instructional styles on j@er rmance of teachers in

public secondary schools in Southwest Nigeria. Q

There will be no significant relative inﬂ& of motivational factors (supportive

o)

work environment, professiona \Qrelopment opportunities, and teachers’

b

autonomy) and principal&’\@rvision of instructional styles (directive,
[ ]

collaborative, transfo@nal, supportive and developmental supervision) on job

performance cﬁ@@s in public secondary schools in Southwest, Nigeria.

There wi@\o significant gender difference in job performance of teachers in

pu% ondary schools in Southwest, Nigeria.

Ho\g‘&ere will be no significant gender difference in styles of supervision of

1.6

instruction among public secondary school principals’ in Southwest, Nigeria.

Significance of the Study

The study titled "Motivation, Principals’ Supervision of Instructional Styles and

Public Secondary School Teachers’ Job Performance in Southwest, Nigeria” holds
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significant importance for various stakeholders in the education sector. These
stakeholders include, the teachers, school principals and administrators, policy makers,
students and parents, education researchers, education institutions, teacher training

programmes, and the society at large.

The understanding of the level of job performance and the factors that influence it
will help teachers in Southwest Nigeria to identify areas of strength and areas ﬁb{need

improvement, by recognizing the impact of motivation and princf Lrles of

instructional supervision. This will encourage teachers to take preactiv€“measures to

enhance their teaching effectiveness and overall job satisfactio:%g

Likewise, school principals play a crucial role 4 ng the work environment
and providing support to teachers. The findings p&Qﬁs study will assist principals in
identifying the most effective supervision that can lead to improved teacher

performance. Moreover, insights into @ivaﬁonal factors will help them create a

L ]
conducive and empowering enviro@m

On the other hand, h@udy’s results will inform education policies and strategies

Itimately benefiting both teachers and students.

at the state and natiorﬁérels. By understanding the key factors influencing teachers’ job
performance,@a kers can design targeted interventions, such as professional

developm rogrammes or support systems, to enhance the overall quality of education

yo)

in g{b/ econdary schools.

Furthermore, students' learning experiences are directly affected by the quality of
teaching in schools. Identifying the factors that influence teachers’ job performance can
lead to improved classroom practices, which, in turn, may positively impact students'
academic achievement and overall well-being. Parents will also benefit from having more

motivated and effective teachers educating their children.
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This study will contribute to the existing body of knowledge on teachers’ job
performance and the impact of motivation and instructional supervision styles.
Researchers can build upon these findings to explore further aspects of teacher motivation
and performance, potentially leading to more comprehensive theories and practices in

education.

Moreover, the study's results will provide valuable insights for educational
institutions and teacher training programmes in Southwest Nigeria. By it! ;(ing the
identified motivational factors and effective supervision styles int%ir urricula and

training programmes, they can better prepare future teachers to gx their roles.

In a nutshell, education is a cornerstone of soef velopment. Ensuring that
teachers are motivated and well-supported contribu]: the overall growth and progress
of society. A more effective education sys an lead to a better-equipped future

workforce and citizens, positively imp@;e nation's development and prosperity.
In all, the significance Qéfﬁs study lies in its potential to inform and guide
stakeholders in the educatfo&ctor towards implementing evidence-based practices that

foster a supportive a@otivaﬁonal environment for teachers, leading to improved job

performance @ imate better educational outcomes for students in Southwest, Nigeria.

1.7 of the Study

Q

This study examines the influence of two independent variables, motivation and
principals’ instructional supervision styles on the job performance of public secondary

school teachers in Southwest Nigeria.

Teachers’ job performance, the dependent variable, was assessed using five

indicators: instructional effectiveness, classroom management, student assessment,
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student support and guidance, and technology integration; each representing essential
teaching competencies. Motivation was measured through three key indices: a supportive
work environment, professional development opportunities, and teacher autonomy while
the principals’ supervision of instruction was explored using five supervisory styles:

directive, collaborative, transformational, supportive, and developmental.

Geographically, the study is confined to public secondary schools in threg\states
within the Southwest geopolitical zone of Nigeria, which are Lagos, Ot\?@ , Osun,
Ekiti and Ondo States with the aim of understanding how the @t ed variables

influence teachers’ job performance in this specific educational@
1.8  Limitation of the Study QO

Despite efforts to ensure comprehensiv%@?clusive data collection, the study
encountered certain limitations. Some sch@cipals were unavailable during the data
collection period, while a few oth.ewlined to participate in the interview sessions.
Additionally, the tight schedulesﬂ%rtain teachers limited their accessibility, making it
challenging to collect tim.ei&sponses. Furthermore, incomplete responses from some
participants rendered\éir questionnaires unusable for analysis. Nevertheless, these
challenges w(.e/@i ted through robust data collection strategies, ensuring that the

findings re@n both relevant and credible within the context of the study.
1.9\/ Operational Definition of Terms

Teachers’ Job Performance: This refers to the overall effectiveness and competency
exhibited by public secondary school teachers in Southwest, Nigeria, in fulfilling their

professional duties and responsibilities in the classroom setting. In this study, it

16



encompassed the following aspects: instructional effectiveness, classroom management,

students’ assessment, students’ support and guidance, and technology integration.

Instructional Effectiveness: This refers to the ability of teachers to deliver lessons and
educational content in a manner that engages students, fosters understanding, and
enhances learning outcomes. It involves using appropriate teaching methods, clear
communication, and effective use of instructional materials to facilitate\&dent

O

Classroom Management: The classroom management refers to @cher’s ability to

comprehension and academic growth.

establish and maintain a conducive and well-organized lea@ environment in the
classroom. It includes strategies to manage stude ior, promote a positive
classroom atmosphere, and ensure that instructi@ctivities run smoothly without

®%

Students’ Assessment: This pertaips&e teacher's skill in designing and conducting

disruptions.

various forms of assessment, sué;\gg\ests, quizzes, projects, or assignments, to measure
student learning progress .atQ&nderstanding. It also involves the ability to analyze and

interpret assessment\élts to inform instructional decisions and support students'

academic dev@

Student port and Guidance: The Students’ support and guidance encompass the
teac\@s efforts to provide individualized attention, emotional support, and academic
guidance to students. It involves recognizing and addressing the unique needs of students,
offering mentoring and counseling when required, and fostering a positive and inclusive

learning environment.
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Technology Integration: This refers to the extent to which teachers’ incorporate
educational technology tools and resources into their instructional practices. It involves
using digital resources, software applications, interactive media, and other technology-
based teaching methods to enhance the learning experience and meet the diverse needs of

students.

Motivational Factors: This refers to the elements and conditions that influence m&lrlve
public secondary school teachers' enthusiasm, dedication, and commitme r work
in Southwest, Nigeria. These factors play a crucial role in shaping t ers*attitudes, job
satisfaction, and overall job performance. In this study, anal factors are
specifically categorized into supportive work environm@)rofessional development

opportunities, and teachers’ autonomy. Q

Supportive Work Environment: A supportlve %enwronment refers to the conditions
within the school and its admlmstratlo% ster a positive and encouraging atmosphere
llaborative and respectful relationships among

for teachers. It includes factors su@ié’

staff, effective commumca,tl%%togmtlon of teachers' contributions, and the availability

of necessary resource@cﬂltles to facilitate teaching and learning.

Professional Q.e}’éphent Opportunities: The professional development opportunities

pertain to @chances and provisions for teachers to enhance their knowledge, skills, and
exp{/t%m education-related areas. This may involve workshops, seminars, conferences,
in-service training, online courses, or other forms of continuous learning that contribute to

teachers' professional growth and effectiveness in the classroom.

Teachers” Autonomy: This refers to the degree of independence and decision-making

authority given to teachers in the teaching and learning process. It involves granting
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teachers the freedom to select appropriate teaching methods, design lesson plans, and

make instructional choices that align with the specific needs and interests of their students.

Principals’ Supervision of Instructional Styles: Principals’ supervision of instructional
styles refers to the approach and methodology used by school principals’ to oversee and
support the instructional practices of public secondary school teachers. In this study,
principals’ supervision of instructional styles is specifically categorized into ﬁve.j,&ices:

directive, collaborative, transformational, supportive, and developmental siip@ n.

Directive Supervision: This involves a principal taking a ’&uthoritative and
prescriptive approach to supervising teachers' instructional%tices. The principal
provides clear instructions and specific guidelines Qroom activities, teaching
methods, and curriculum implementation. This st @y include close monitoring and

feedback on teachers’ performance, with a fi n ensuring adherence to established
standards and practices. Q:

Collaborative Supervision: This a&&j’s a principal working closely with teachers to create
a partnership-oriented supé@ry relationship. The principal collaborates with teachers,
encouraging open co}bmication and mutual decision-making regarding instructional
strategies anc@i\s\ss nal development goals. The principal seeks to support teachers'

input and ifivglve them in shaping the school's educational direction.

Tra}sformational Supervision: The transformational supervision involves a principal
inspiring and motivating teachers to excel beyond the routine by fostering a shared vision
and educational goals. The principal encourages innovation, creativity, and reflective
teaching practices. This style focuses on empowering teachers to become leaders and

change agents, aiming for continuous improvement in the teaching and learning processes.
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Supportive Supervision: This refers to a principal providing emotional encouragement,
constructive feedback, and resources to help teachers enhance their instructional abilities.
The principal creates a supportive and nurturing environment where teachers feel valued
and encouraged to grow professionally. This style emphasizes professional development

and individualized support for teachers' needs.

Developmental Supervision: This involves a principal focusing on the ongoing.growth
and development of teachers' instructional skills and abilities. The pri@l ntifies
teachers' strengths and areas for improvement, tailoring professiona)({ve pment plans

to address specific needs. This style aims to facilitate long-te th and continuous

learning among teachers. O

Q

Gender: This refers to the roles, behaviors, and exps%‘ions associated with being male,

female. In this binary categorization, male @to those teachers or principals who

identify as men or who were assigned }\ birth based on their biological sex, while

female refers to those who identizég\%‘b en or who were assigned female at birth based

on their biological sex. AQJ
N\
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Chapter Two

Literature Review

This chapter presents the review of literature by various researchers on specific
concepts that enhance better understanding of this particular study. The chapter was

discussed under the following headings:

2.1 Conceptual Review é
2.1.1 Job Performance ( 0

2.1.2 Teachers’ Job Performance ’\

2.1.3 Teachers’ Motivational Factors %

QO

2.1.4 Principals’ Supervision of Instructional Styles
2.2 Theoretical Framework

2.2.1 Expectancy Theory &b

2.2.2  Contingency Theory

2.3  Review of Empirical Studw@

2.3.1 Motivational Factors @V‘ eachers’ Job Performance
2.3.1.1 Supportive onment and Job Performance

23.1.2 Opportunlt &rofessmnal Development and Job Performance
23.13 AutonQ}hnd Job Performance

2.3.2 vision of Instructional Styles and Job Performance
2.3>syDirective Supervision and Teachers’ Job Performance

2.3.2.2 Collaborative Supervision and Teachers’ Job Performance
2.3.2.3 Transformational Supervision and Teachers’ Job Performance
2.3.2.4 Supportive Supervision and Teachers’ Job Performance
2.3.2.5 Developmental Supervision and Teachers’ Job Performance

2.3.3 Gender and Job Performance
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2.3.4 Managerial Competencies and Job Performance
24 Conceptual Model
2.5  Summary of Literature Reviewed
2.1 Conceptual Review
2.1.1 Job Performance

The concept of job performance is a critical and multifaceted aspect of
organizational psychology and human resource management. It refers to tent to
which an employee effectively carries out their job duties and respsg@ty'es in a way
that contributes to the achievement of organizational goals!. Job mance is a central
concern for both employees and employers, as it direc@i acts individual career
success, team productivity, and organizational successz.g

Job performance is not a one-dimension t@ ruct; rather, it comprises multiple
dimensions. Traditionally, job performanc %en divided into two primary dimensions:
task performance (the core job dut.ie’s@ontextual performance (extra-role behaviors
that contribute to the organizatiO\G}are not part of the formal job description)®. Some
argue for even more dimé@s, such as adaptive performance (the ability to adapt to
change) and counterp?@%/e work behavior (harmful actions towards the organization)*.
This multidi @ty makes it challenging to measure and evaluate job performance
comprehe(@ely. Measuring job performance is not straightforward. It often relies on
su 'ec@;b evaluations by supervisors, peers, or self-assessments. Subjectivity can
introduce biases and inaccuracies into performance evaluations, leading to concerns about
fairness and reliability. Additionally, the choice of performance metrics can influence
employee behavior, potentially encouraging "gaming the system" or focusing on easily

measurable tasks to the detriment of more critical, but harder-to-measure, responsibilities®.
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Job performance does not occur in a vacuum but is influenced by various
contextual factors. These include the work environment, resources available, leadership,
organizational culture, and individual differences among employees. It is essential to
consider these contextual factors when assessing job performance because they can

significantly impact an employee's ability to perform their job effectively®.

An employee's performance should align with the organization's and
objectives. However, discrepancies can occur when employees are unclear @Qﬁir job
expectations or when their performance metrics do not align wi the(ﬂganization's
strategic priorities’. Effective communication and goal setting a gical to ensure that
employees understand what is expected of them and how@r efforts contribute to the
broader organizational mission. Job performance is cl &mked to employee motivation
and engagement. Employees who are motivat@ engaged in their work are more
likely to perform at a higher level. Empk@ ust consider factors such as job design,
autonomy, recognition, and rewarda}\‘ ter motivation and engagement, which, in turn,

positively impact job performaneg!

A holistic Vif‘@ performance includes the idea of continuous improvement.
Employees shouK‘l%ve opportunities for feedback, coaching, and training to enhance
their skil zgd/abilities. Performance appraisals should not solely focus on past

perfor%be but also on identifying areas for development and growth?.

Y

The concept of job performance raises ethical concerns, particularly in the context
of performance evaluation and management. Biased or discriminatory practices,
favoritism, and unfair treatment can undermine the fairness and integrity of performance
appraisal systems, potentially leading to legal issues and employee dissatisfaction®. In all,

the concept of job performance is a complex and multifaceted aspect of organizational

27



psychology and management. It encompasses various dimensions, is influenced by
contextual factors, and raises important questions about measurement, fairness, and
motivation. A critical discussion of job performance should acknowledge these
complexities and consider the broader organizational and ethical implications associated

with how it is defined, measured, and managed.

2.1.2 Teachers’ Job Performance *

The concept of teachers’ job performance is a vital aspect of ed ystems
worldwide. It refers to the effectiveness and quality of a teachers’&&rk in facilitating
student learning and overall educational outcomes'’. On the o% , it is the ability of
educators to effectively carry out their responsibilities classroom and beyond'!.

Various authors and scholars have provided deﬁnlt ahd perspectives on teacher job

performance. 6’6

Teachers’ job performance passes the planning and execution of
instructional activities, classroo %ment student engagement, and the ability to
foster a positive and 1nclu%% learning environment'?. Teachers’ job performance
involves not only clas@ teaching but also the broader responsibilities of professional
development, b\'&ratlon with colleagues, and the commitment to ongoing
improvemeént 1fi*teaching practices'. Teachers’ job performance is the extent to which
teach%’é’fectively implement research-based instructional strategies, assess student
progress, and adjust their teaching methods to meet the diverse needs of students'.
Teachers’ job performance consists of multiple dimensions, including content knowledge,

instructional delivery, classroom assessment, and the establishment of positive teacher-

student relationships!®.
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Teachers’ job performance is the ability to make a significant, positive impact on
student learning outcomes, as measured by standardized test scores, while also
considering non-cognitive factors and student well-being!. Teachers’ job performance
involves a teacher's capacity to provide equitable opportunities for learning, foster critical
thinking, and engage students in meaningful and challenging learning experiences!’.
Teachers’ job performance encompasses leadership within and beyond the cla room,
including the ability to collaborate with colleagues, engage in professi earning
communities, and contribute to school improvement efforts18 Qers
performance is not solely about the inputs (teaching strate t also about the
outcomes (student achievement and growth) and the int 10 between the teacher,
students, and the curriculum. Teachers’ job performa@extends to the creation of a
positive school culture, including factors such sf&ged decision-making, trust, and a
supportive learning environment!®. Teachers. erformance involves the capacity to be

a change agent, continuously improv ktice and engage in reflective teaching that

considers both individual and coll&gty\ goals?’.

These definitio sQQ ectlvely emphasize that teachers’ job performance is a
multifaceted conce t t goes beyond the act of teaching in the classroom. It
encompasses @us aspects such as instructional strategies, assessment, professional
developpa%collaboration, and the impact on student learning outcomes. Evaluating and
unab&lding teachers” job performance is crucial for educational policymakers,
administrators, and teachers themselves to improve the quality of education and support
effective teaching practices. Additionally, it acknowledges the dynamic and evolving
nature of teaching, highlighting the importance of continuous improvement and

adaptability in the teaching profession.
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Teachers’ job performance involves demonstrating pedagogical expertise,
encompassing elements such as effective lesson planning, classroom management, and
the ability to engage students actively in the learning process®!. It is a multifaceted
concept that includes instructional effectiveness, professional conduct, and its impact on
student achievement??. It emphasizes the importance of data-driven decision-making in
assessing teacher performance. This expands the definition of teacher job perfo nce to
encompass not only what teachers do within the classroom but also their co QIOII to a

culture of continuous improvement within the school and the teachi g rofession as a
whole?’. Teachers’ job performance involves the skillful us tlve assessment
techniques to monitor student progress, offer timely feed § adjust instruction to
meet individual learning needs?*. It was emphasize that @ers job performance extends
to creating a safe and inclusive classroom n@men‘[ that promotes social and
emotional learning, interpersonal skills,@ssponsible behavior among students®.
Teachers’ job performance is a ¢ Xelensive concept that includes curriculum
alignment, effective utilization oﬁ{ﬁ%ﬁctional technology, and a commitment to ongoing
professional growth and d‘e@pment%. It goes beyond classroom instruction to address
issues of equity and\@%ty, adapt to changing demographics, and ensure that all
students hav 'a’\&sc, to high-quality education?’. It is often measuring teachers’ job
performan@y assessing the value-added to student learning, considering factors such as

stu{rﬁé@gress under a teacher's instruction while controlling for prior achievement and

other variables?®.

Teachers’ job performance has been described as encompassing the ability to
build strong teacher-student relationships, foster a positive classroom climate, and
effectively manage student behavior®. It also focuses on the concept of the "instructional

core" within teacher job performance, emphasizing the interaction between the teacher,
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the content being taught, and the students®®. Improving the quality of this interaction is
seen as crucial for enhancing student outcomes. Instructional effectiveness as an index of
teacher job performance is a complex and contentious topic in the field of education.
While it is important to assess and improve teaching quality, relying solely on
instructional effectiveness as a performance metric have its drawbacks and limitations.
This critical analysis will explore the strengths and weaknesses of using insTonal

effectiveness as the primary measure of teacher job performance. QQ

Instructional effectiveness measures can provide valuable ins@s(ﬂ(to how well
teachers are helping students achieve learning objectives. Hi Qut performance on
standardized tests or other assessments may indicate that t@cher is delivering content
effectively and ensuring that students grasp the maﬁ&valuaﬁng teachers based on
instructional effectiveness holds them accountab@rbtheir role in the educational process.
This accountability can be an essential @Q maintaining educational standards and
ensuring that students receive a qua@gucation. Using instructional effectiveness as a
performance index can help id@&ycgreas where teachers may need additional training or

[ ]
support. This, in tum@ote ongoing professional development and improvement

in teaching practices&

Relying#solely on instructional effectiveness ignores the broader aspects of
teachi@%ch as classroom management, fostering a positive classroom environment,
aanding relationships with students. Effective teaching is multidimensional, and a
singular focus on instructional effectiveness may neglect these vital components. Many
assessments used to gauge instructional effectiveness are based on standardized tests,
which have their own set of limitations*?. Standardized tests may not accurately reflect a
teacher's ability to engage students, stimulate critical thinking, or teach skills beyond rote

memorization. Student performance can be influenced by numerous factors beyond a
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teacher's control, such as socio-economic background, prior educational experiences, and
parental involvement®. Using instructional effectiveness as a primary performance index
may unfairly penalize teachers working in challenging environments with disadvantaged

students.
The pressure to achieve high instructional effectiveness scores can lead to
"teaching to the test," where educators focus narrowly on test preparation at th ense

problem-solve, and apply knowledge in real-world contexts. Asséssi

of a more comprehensive education. This can hinder students' ability to l@Qitically,

gjmstructional
effectiveness can be subjective and prone to bias, depending Qteria and methods
used. Different observers or evaluators may have Va@ interpretations of what
constitutes effective teaching. Instructional effecti&& is often measured through
quantitative data, but this may not capture tl@k range of teaching practices and
outcomes. Qualitative aspects of teaching\ as creativity, passion, and the ability to

inspire, can be challenging to quanﬁ@zre essential for a well-rounded education®*.

While instructional @btiveness is an important aspect of teacher job
performance, it shoul@@the sole or primary metric for evaluating educators. A more
comprehensive.eg&ch to teacher evaluation, including classroom observations, peer
reviews, s&d&/feedback, and consideration of the broader educational context, can
provk@lore accurate and fair assessment of a teacher's contributions®. Additionally,
it’s&ntial to recognize that teaching is a dynamic and multifaceted profession and
reducing it to a single measure oversimplifies the complexities of the educator's role.
Classroom management is a critical component of a teacher's job performance and plays a
significant role in determining the effectiveness of teaching and the overall learning
environment. Assessing classroom management as an index of teacher job performance

has both strengths and limitations, which are important to consider.
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Effective classroom management creates a positive and conducive learning
environment. When students feel safe, respected, and supported in the classroom, they are
more likely to engage in learning activities and achieve their educational goals®¢. Well-
managed classrooms are more time-efficient. Teachers can maximize instructional time
when they have effective strategies for handling disruptions, transitions, and
administrative tasks, allowing for more focused teaching and learning. C@oom
management directly impacts student behavior’’. A teacher's ability Qt clear
expectations, enforces rules consistently, and provides appropriate co&eﬂuences can
contribute to improved student behavior and reduced disrupti n@f ctive classroom
management can reduce teacher stress and burnout. Whe achers have the skills and
strategies to maintain control and order in the clas@n, they are more likely to
experience job satisfaction and longevity in t @sion. Parents and administrators
often value effective classroom manage {@ an indicator of teacher performance.
When parents perceive that their chl@ in a well-managed classroom, it can lead to

positive relationships with teache@ increased support for the school?®.

Student assessme cru01a1 aspect of measuring teacher job performance, as
they provide 1ns1ght into"a teacher's ability to facilitate learning, adapt teaching methods,
and support @ts progress. When used effectively, assessment and evaluation can
serve aS(b ble indices of a teacher's effectiveness®®. Formative assessment involves
on?&@g, in-process assessments used by teachers to gather information about student
learning. These assessments help teachers make real-time adjustments to their instruction.
An effective use of formative assessment can demonstrate a teacher's ability to gauge
student understanding and adapt teaching strategies accordingly. Summative assessment
measures what students have learned at the end of a unit, course, or school year. It often

takes the form of standardized tests, final exams, or project evaluations. A teacher's
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ability to prepare students for these assessments and their students' performance on them

can be indicative of their effectiveness* .

Evaluating student growth and achievement over time can be a key component of
assessing teacher performance. Comparing students' progress at the beginning and end of
a school year can provide insights into a teacher's impact on their learning. Effective
teachers align their instruction and assessments with curriculum standards and%ning
objectives. An evaluation of how well a teacher aligns their teaching ?bssment
practices with established standards can be a valuable measure oﬁ%egferformance.
Student assessments can provide relatively objective data abo dent learning and
teacher effectiveness. Standardized tests and assessment@h clear rubrics can offer
quantifiable results. Assessment data can inform in&cgnal decisions. Teachers who

use assessment results to adapt their teaching s@es and provide targeted support to

struggling students are often more effecti@

Student assessment can ho@rs accountable for student learning outcomes,
ensuring that they are meetin{%caﬁonal standards and expectations. Assessment data
can identify areas whe %chers may need professional development or support. This

can lead to ori;@owth and improvement in their teaching practices. Student support

and guidange ntegral components of a teacher's role, and assessing them as indices of
teache@% performance is essential. These aspects encompass a teacher's ability to
prm academic, emotional, and social support to their students*>. However, evaluating
teachers based solely on their effectiveness in student support and guidance has both
merits and limitations, which we will critically discuss. Assessing teachers based on their
ability to support and guide students acknowledge that education is not just about

academic content but also includes social and emotional development. Effective support

can contribute to a well-rounded education. Teachers play a crucial role in fostering a
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positive and inclusive classroom environment*. Their ability to create a safe, respectful,
and supportive space can directly impact students' emotional well-being, which, in turn,

can affect their learning outcomes.

Individualized Effective student support often involves recognizing and
addressing individual student needs. Teachers who excel in this area can adapt their
teaching methods and provide additional resources to help students overcome cha,&nges
and reach their potential. The support and guidance provided by teach have a
lasting impact on students' lives. Teachers who go beyond the c@i‘ to mentor,
counsel, and offer guidance can positively influence students' 1 and professional
development. Parents often value teachers who are attentiheir children's well-being
and academic progress. Positive feedback from pare%@be an indicator of a teacher's

effectiveness in student support and guidance**, fb

Technology integration in edlﬁt\lbn:ls a topic of increasing importance, and

formance is a complex and evolving challenge.

assessing it as an index of teachers’&’c;\h\p

While technology can enhanQ%ching and learning, evaluating teachers solely on their
ability to integrate te%@ has both strengths and limitations. Technology integration
aligns with the s&nds of the digital age, where digital literacy and technological
competenv&@ential skills. Assessing teachers on their ability to integrate technology
can he@}%pare students for the technology-driven world. Technology can make learning
m(Mlgaging and accessible. Teachers who effectively use technology in their lessons
may see improved student engagement and participation, especially among digital-native
generations. Technology can enable personalized learning experiences by providing
students with access to a wide range of resources and allowing them to progress at their
own pace. Teachers who excel in technology integration may better cater to individual

student needs.
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Data-Driven Instruction: Technology can facilitate data collection and analysis,
helping teachers identify student strengths and weaknesses more efficiently. Teachers
who use technology to inform their instruction can adapt their teaching strategies more
effectively. Technology enables students to connect and collaborate with peers and
experts worldwide. Teachers who incorporate technology can broaden students'
perspectives and expose them to diverse ideas and cultures®. This is drar&tically

reshaping the workforce with increased demand for high skilled employees*® Q
2.1.3 Teachers’ Motivational Factors /\Q/

Motivational factors are critical drivers of human lﬂ%or and performance
across various aspects of life, including education, d personal development.
These factors can have a profound impact o ’§adw1dual and group outcomes.
Motivational factors, such as intrinsic mot1v ersonal interest and enjoyment) and

extrinsic motivation (rewards or recog&stq; can propel individuals to set and achieve

goals. These factors are crucial ing human progress and accomplishments.
Motivated individuals tend to@Jﬂore productive, efficient, and focused on tasks. They
are often better at p%%olving and persisting in the face of challenges, which can
lead to higher pe‘&ance outcomes*’. Motivation plays a key role in learning and skill
developm: t.(MHen individuals are motivated to acquire knowledge or improve their

abiliti%bey are more likely to engage in continuous learning. Motivated individuals

oft}&perience higher levels of satisfaction, self-esteem, and well-being.

Pursuing goals and achieving them can lead to a sense of accomplishment and
happiness. In work settings, motivation can contribute to a positive work environment,
fostering teamwork, innovation, and employee engagement. This, in turn, can lead to

organizational success®. Motivational factors in this study refer to the elements and
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conditions that influence and drive public secondary school teachers' enthusiasm,
dedication, and commitment to their work in Southwest, Nigeria. These factors play a
crucial role in shaping teachers' attitudes, job satisfaction, and overall job performance. In
this study, motivational factors are specifically categorized into supportive work

environment, professional development opportunities, and autonomy and empowerment.

A supportive work environment is a crucial factor in motivating tea% and
enhancing their job satisfaction. It encompasses various aspects of lQ kplace,
including administrative support, colleague relationships, and overal&k conditions.
When teachers feel valued, respected, and supported by admini s, colleagues, and
the school community, they are more likely to be motivad engaged in their work.
Retention a positive work environment can help ret%&rienced teachers and foster a
sense of commitment to the school and its missi%rbachers who feel supported are more
likely to stay in the profession and witurrent school, reducing turnover rates.
Supportive work environments enco h@)collaboration among teachers, which can lead
to the exchange of ideas, 1nnox@%2€achmg practices, and professional growth®. These
opportunities can en % er motivation and effectiveness. Teachers' well-being is

closely tied to thel tion and job performance.

Awo Vlronment that prioritizes teacher well-being, including mental health
suppoQ% work-life balance, can lead to increased motivation and job satisfaction.
Teh{r motivation and job satisfaction can directly impact students' learning experiences.
Motivated and satisfied teachers are more likely to create engaging, positive classroom
environments, which can improve student outcomes>®. Assessing the quality of a work
environment can be subjective, as perceptions of support and satisfaction can vary from
one individual to another. What one teacher considers supportive might not be the same

for another. Teachers' motivation and job satisfaction can also be influenced by external
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factors, such as compensation, student behavior, and educational policies®!. A supportive
work environment may not fully compensate for shortcomings in these areas. A
supportive work environment can be heavily influenced by school leadership. Changes in
leadership, such as a new principal, can impact the work environment and teacher
motivation. Resource Constraints: Limited resources, including budgetary constraints and

insufficient staffing, can hinder a school's ability to provide necessary support a&create

an optimal work environment. QQ

Interpersonal Conflicts: Even in supportive environments, 1& nal conflicts
can arise among teachers or between teachers and administratosSs~Fhese conflicts can
negatively affect motivation and job satisfaction®. A rtive work environment
should also consider workload management. Overbuﬁg teachers with administrative
tasks or excessive paperwork can diminish @notlvatlon and satisfaction. What
constitutes a supportive work environm \@:bvary across cultures and schools. What
works in one context may not w%‘ another, making it challenging to establish
universal standards. In all, a %&)%I'UVG work environment is a significant factor in
motivating teachers d@vmotlng their job satisfaction. However, it should be
considered as one ﬁe ral indices of teacher motivation, as it is subject to subjectivity
and can be @nced by external factors. A comprehensive assessment of teacher
motivatip&%buld also include factors such as compensation, professional development
opp %‘nies, workload management, and the broader educational context. Balancing

these elements can contribute to a more accurate understanding of teacher motivation and

job performance®.

Professional development opportunities are critical motivational factors for
teachers. They encompass various forms of ongoing learning, training, and growth

opportunities that help teachers improve their skills, stay current in their field, and
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enhance their job satisfaction. Professional development opportunities provide teachers
with the chance to acquire new skills, teaching techniques, and knowledge. This
continuous improvement can boost their confidence and effectiveness in the classroom,
ultimately motivating them to excel. Education is a dynamic field with evolving teaching
methods, technology, and curriculum standards. Professional development helps teachers

adapt to these changes, reducing the stress associated with keeping up wi&new

educational trends’*. QQ
e

The prospect of career advancement, such as promotions or b%e 1p roles, can
be a strong motivator. Professional development can provide the Qsary qualifications
and skills to pursue these opportunities. Teachers wh ve access to meaningful
professional development opportunities tend to repor%igg job satisfaction. Feeling that
their growth and development are supported %réeir school can boost morale and
motivation. Learning and mastering new\@@n increase teachers' confidence in their
abilities. Confident teachers are m@ely to take risks, experiment with innovative
teaching methods, and seek outédce?ship roles®. Professional development opportunities

.

that enhance teaching%ﬁé{\eness can directly benefit students, serving as a motivating

factor for teachers.
N

Professiertal development opportunities are essential motivational factors for
teache@’bomoting growth, job satisfaction, and effective teaching practices. However,
to be €ffective, professional development should be high-quality, relevant, and tailored to
individual teacher needs. Schools should prioritize providing resources and support for
ongoing teacher growth, recognizing that motivated and skilled teachers are more likely

to have a positive impact on their students' learning experiences®.

39



Autonomy is a powerful motivational factor for teachers. It refers to the degree of
freedom and control teachers have over their teaching methods, curriculum decisions, and
professional development. This factor can significantly impact teachers' job satisfaction,
performance, and overall motivation. When teachers have autonomy to make decisions
about their teaching methods, classroom management, and curriculum choices, they tend
to experience higher job satisfaction. They feel a sense of ownership over theig work,
which contributes to their overall well-being. They are more likely to enga@%felong
learning and continuously improve their teaching skills. Autonomy encourages teachers

to experiment with new teaching techniques and adapt their rn eet the diverse
c

needs of their students. This fosters a culture of innovation 6 tivity in the classroom.
Teachers with autonomy can tailor their instruction t@ir students' unique strengths,
weaknesses, and interests. This personalized a@@ch can lead to better student
engagement and improved learning out Qachers who have autonomy tend to
develop a higher sense of teacher. gf\‘k believing that their actions can positively
impact their students' learning. T&@f—belief can boost motivation and job performance.
Schools and districts that dffed\t€achers autonomy are often more successful in retaining
experienced teachers@i attracting new talent. This can lead to greater overall
educational '@%utonomy is an essential motivational factor for teachers,
contributi@o their job satisfaction, professional growth, and overall effectiveness.
H e%?bachieving the right balance between autonomy and accountability, ensuring
equitable distribution, and providing adequate training and support are crucial for
maximizing the benefits of autonomy while addressing potential limitations. When

implemented thoughtfully, autonomy can create a positive and innovative educational

environment that benefits both teachers and students>’
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2.1.4 Principal’s Supervision of Instructional Styles

The concept of principal’s styles of supervision of instruction is a critical aspect of
school leadership and educational administration. It pertains to the way school principals
interact with and oversee the teaching and instructional practices within their schools™.
This concept is of utmost importance as it can significantly impact the quality of
education, teacher performance, and overall school effectiveness. The psincipal's

supervision style plays a crucial role in shaping teacher development an§ @ ement.

Supportive and constructive supervision can provide teachers with Vad%) eedback and
guidance for enhancing their instructional practices®. Effectiv al supervision can
lead to improved student learning outcomes. When ipals actively engage in
instructional leadership, they can identify areas 6 provement in teaching and

curriculum delivery that can positively impact s réachievement. Supervision style can

influence the school's culture. ®%

Principals who adopt a ccéé;k%ta ive and supportive approach tend to foster a
positive and inclusive schqoh@}onment, where teachers feel empowered and motivated
to excel. Principals ;@%\oritize instructional supervision are more likely to create
opportunities forﬁer professional development. This can lead to a staff that is more
skilled, mg&e},and responsive to the evolving needs of students. Supervision serves
as a n@ism for ensuring that teachers adhere to established educational standards and
curkﬁum guidelines. It helps maintain accountability and consistency in instructional
practices®. School principals often have multiple responsibilities, including
administrative tasks, budget management, and student discipline. Limited time may
hinder their ability to engage in thorough instructional supervision. Principals may have

varying approaches to instructional supervision, and not all may be effective. Some
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principals may adopt a top-down, authoritative style, which can hinder teacher

collaboration and morale®’.

The effectiveness of instructional supervision can be subjective, depending on the
principal's personal biases and perspectives. What one principal views as effective
teaching may differ from another's opinion. Not all principals receive formal training in

instructional supervision techniques. Inadequate training can lead to incon@t or

X

ineffective supervision practices. Teachers may resist certain sup styles,
especially if they perceive them as intrusive or punitive. Resist&% can hinder the
effectiveness of supervision efforts. Principals who take on avy instructional

supervision role may experience increased stress and bu@t. Balancing instructional
leadership with other administrative duties is challéwging. Effective instructional
supervision may require additional resourc%@ch as professional development

opportunities for principals and teachers.@o:s with limited resources may struggle to

provide adequate support. . @

In all, the concept %@}ncipal style of supervision of instruction is a critical
aspect of school lea@ Effective instructional supervision can positively impact
teacher developm\QA\smdem outcomes, and school culture. However, it's important to
recognize e&dntial challenges and limitations, including time constraints, subjectivity,
and tlQJ’bed for training and resources. Principals should strive to strike a balance
be% their administrative responsibilities and their role as instructional leaders to
create a supportive and effective educational environment®?. Directive supervision is one
of the supervision styles employed by school principals as part of their instructional
leadership role. This style involves principals taking a more prescriptive and directive

approach to supervising teachers' instructional practices. In directive supervision,
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principals provide clear guidance, specific expectations, and detailed instructions to

teachers on how to teach and manage their classrooms®?.

Directive supervision provides clarity by specifying teaching methods, classroom
procedures, and expected outcomes. This can lead to greater consistency in instructional
practices across the school, ensuring that all students have access to a similar quality of
education. Principals using directive supervision can ensure that instructional fpractices
align with established educational standards and curricular guideline can be
particularly important for meeting state and district requirements. D@gdsupervision
can be beneficial for novice or less-experienced teachers wh ed clear guidance
and support as they develop their teaching skills. This st @n be effective for holding
teachers accountable for following prescribed instmc@ﬁnethods and meeting specific

performance benchmarks. It can help ident&eas for improvement and guide

professional development efforts. @

Collaborative supervision &%\S’%gniﬁcant index of principal supervision of
instruction style in educatiQQJleadership. It represents an approach where school
principals and teache%&\together in a cooperative and supportive manner to enhance
instructional {3& s, professional growth, and overall school improvement®.

Collabora%

partne%ébetween school leaders and educators.

Y

Collaborative supervision empowers teachers by involving them in the decision-

ervision emphasizes shared decision-making, ongoing dialogue, and a

making process. Teachers have a voice in shaping instructional practices, curriculum
development, and school policies, leading to a greater sense of ownership and job
satisfaction. It prioritizes professional growth and development by providing teachers

with regular feedback, coaching, and opportunities for reflection. This ongoing support
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can lead to continuous improvement in teaching practices. Collaborative supervision
encourages teachers to experiment with innovative teaching methods and strategies.
Teachers feel more comfortable taking risks and trying new approaches when they have
the support and collaboration of their principals. A culture of collaboration and shared
leadership is fostered under this supervision style. It promotes trust, teamwork, and a

sense of community among teachers and school leaders, resulting in a positiv&hool

culture. QQ

Collaborative supervision allows for a responsive approach ng students'
diverse needs. Teachers and principals can adapt instruction Qes based on real-
time feedback and collaborative problem-solving. Collabo supervision promotes the
exchange of ideas and best practices among educato&&ing to improved instructional
quality and student learning outcomes. Teacher& feel valued and supported through
collaborative supervision are often mm@’gated, engaged, and committed to their

profession. Inclusion of teachers in a% ion-making processes fosters a sense of shared

ownership and commitment QJ\?P?G school's goals and initiatives®>. Collaborative
[ ]
supervision creates o @sitles for tailored professional development that directly

addresses teachers' needs and interests. Collaboration often leads to innovative solutions

to educationa@ﬂen es, as multiple perspectives and ideas are considered®.

O

éésformational supervision is an important index of principal supervision of
ins%.’tion style in educational leadership. This approach is rooted in transformational
leadership theory and focuses on principals inspiring and motivating teachers to improve
their instructional practices and enhance student learning outcomes. Transformational
supervision emphasizes shared vision, support, and the development of a collaborative

and growth-oriented school culture®’.
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Transformational supervision empowers teachers by involving them in decision-
making processes, inspiring them to set high standards for themselves and their students,
and encouraging innovation in teaching practices. It fosters a shared vision among
teachers and administrators, aligning everyone's efforts toward common educational goals
and objectives®®. This shared vision can create a sense of purpose and unity within the

school community.

>\
Transformational supervision prioritizes the professional growth a pment
of teachers. Principals provide ongoing feedback, coaching, and su rtti‘(elp teachers
reach their full potential. This supervision style contributes to@ation of a positive
school culture that values collaboration, open communi, and a commitment to

continuous improvement. Transformational superv%on&ncourages teachers to think

creatively and experiment with new teaching me@ It promotes a culture of innovation

and adaptability in response to changing al needs®.

Transformational supervisié_ﬁ}%tnﬁ lead to improved instructional quality, as it
encourages teachers to reﬂpct&%eir practices, try new strategies, and continuously seek
ways to enhance st@ming. Teachers under transformational supervision often
experience high Is of motivation, job satisfaction, and a sense of fulfillment in their
professionggb!. The collaborative approach to leadership allows teachers to have a
voice Q/’b:isions affecting their classrooms and school, fostering a sense of ownership
anNmmitment. Collaboration often leads to innovative solutions to educational

challenges, as multiple perspectives and ideas are considered’.

Supportive supervision is another crucial index of principal supervision of
instruction style in educational leadership. This approach emphasizes providing teachers

with encouragement, guidance, and a nurturing environment to enhance their instructional
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practices and professional development. Supportive supervision aims to create a positive

and constructive atmosphere within the school community”!.

Supportive supervision prioritizes teacher well-being, recognizing that motivated
and emotionally supported teachers are more likely to be effective in the classroom. It
fosters teacher professional growth by offering constructive feedback, mentoring, and
opportunities for skill development. This contributes to continuous 1mprove%1t in
teaching practices. Supportive supervision contributes to the creation of a school
culture characterized by mutual respect, trust, and collaboratux& g teachers,
administrators, and staff’?. Teachers under supportive supervisi n experience higher
job satisfaction, which can lead to increased motivation annse of fulfillment in their
professional roles. A supportive environment encoure@gchers to experiment with new

teaching methods and take calculated risks, (@g innovation and creativity in the

classroom”. @

Supportive supervision ca@ improved instructional quality, as it provides
teachers with the guidance @ppor‘[ they need to reflect on their practices and make
necessary improven%?l’eachers under supportive supervision often feel more
motivated and .eq%d in their work, which can result in increased effort and better
outcomes for \ents. The nurturing environment of supportive supervision can lead to
better Q@ssional development opportunities and resources tailored to individual teacher

needyt encourages positive relationships between teachers and administrators, fostering

open communication and a sense of trust within the school community’.

Developmental supervision is another essential index of principal supervision of
instruction style in educational leadership. This approach is focused on fostering

continuous professional growth and development among teachers by providing ongoing
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feedback, support, and opportunities for reflection and improvement. Developmental
supervision aims to create a growth-oriented and collaborative environment within the

school community.

Developmental supervision prioritizes the professional growth and development
of teachers, emphasizing continuous improvement in teaching practices and instructional
strategies. It encourages teachers to engage in reflective practice, helping then%ntify
their strengths and areas for improvement and develop strategies for g their
teaching effectiveness. This approach respects teacher autono ai!(encourages

educators to take ownership of their professional development@goals and working

collaboratively with supervisors. 0

Q

Developmental supervision contributes to tb‘ tion of a positive school culture

characterized by trust, open communicationféb a commitment to lifelong learning

among both teachers and administrators %@gers under developmental supervision often

experience higher job satisfactio%%ey feel supported and valued in their professional

roles”. .Q\AQJ

Developmenta}@pervision can lead to improved instructional quality, as it
provides teac .r&’\&t the guidance and support they need to reflect on their practices and
make nec@ry improvements. Teachers under developmental supervision often feel
mo@lvated and engaged in their work, which can result in increased effort and better
outcomes for students. It allows for personalized professional development opportunities

and resources tailored to individual teacher needs and goals.

Developmental supervision fosters positive relationships between teachers and
administrators, promoting open communication and a sense of trust within the school

community. In all, developmental supervision is a significant index of principal
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supervision of instruction style that prioritizes professional growth, reflective practice,
and a positive school culture. It can lead to improved instructional practices, increased
teacher motivation, and a collaborative learning environment. However, it also presents
challenges related to time, resource allocation, and resistance to change, balancing
accountability, and the need for effective leadership. Successful implementation of

developmental supervision requires skilled and supportive educational leadxwho

prioritize teacher development and growth within their schools’®. QQ

2.2 Theoretical Framework /\

2.2.1 Expectancy Theory

Expectancy Theory is a psychological and motivatitheory that was developed
by Victor Vroom in the year 1964. It is widely @gn the fields of psychology,
management, and organizational behavior to exp@hy people choose certain behaviors
over others and how they make decision@rgding their efforts and performance. The
theory is based on the premise that )@duals are rational decision-makers who assess
the potential outcomes of their@&%gs and make choices based on the expected value of
those outcomes’”. .Q\A

Components*f pectancy Theory: a. Expectancy (E): Expectancy is the belief
that one's eff@

the prob@r that one's actions will result in the desired outcome. A high expectancy

lead to successful performance. In other words, it's the perception of

imﬁ@ hat individuals believe their efforts will yield positive results, while a low
expectancy suggests skepticism about the link between effort and performance. b.
Instrumentality (I): Instrumentality refers to the belief that successful performance will
lead to specific outcomes or rewards. It assesses whether individuals believe that if they
perform well, they will receive the rewards they desire. If individuals doubt that good

performance will lead to desirable outcomes, instrumentality is low, this can undermine
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motivation. c. Valence (V): Valence represents the value or attractiveness of the outcomes
or rewards associated with good performance. It's a subjective assessment of how much
an individual desires a particular outcome. Outcomes with positive valence are those that
individuals strongly desire, while outcomes with negative valence are those they want to

avoid.

One of the strengths of Expectancy Theory is its simplicity and intuitive nakre. It
provides a straightforward framework for understanding motivation on the
perceived link between effort, performance, and rewards. This maka&'{ggf to apply in
practical settings. Expectancy Theory recognizes that indi Qs have different

perceptions, values, and goals, which can influence their m tion.

Human behavior and motivation are inﬂuel}s y a multitude of factors, and the
theory does not account for all of them. Addi 'Qﬂy, it can be challenging to measure
and quantify expectancy, instrume%fl\:g: and valence accurately. The theory's

Itures and organizational contexts. In some

applicability can vary across dif‘é;?ér’
cultures, the emphasis on.ir&%\al effort and rewards may not align with communal
values or collective %@kmaking processes. Moreover, in complex organizational
settings, the rela@p between effort, performance, and rewards may be influenced by
various fa&gﬂeyond an individual's control. Expectancy Theory offers a valuable
frame@%for understanding motivation and decision-making, but it should be used in
corM;tion with other theories and models to provide a more comprehensive
understanding of human behavior and motivation in diverse settings. It is a useful tool for
managers and leaders to consider when designing incentive systems and motivating

employees, but it should not be seen as a one-size-fits-all solution to motivation

challenges.
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Expectancy in this study refers to teachers' beliefs about the likelihood that their
efforts to improve job performance will be successful. It is crucial to examine whether
teachers in public secondary schools in Southwest Nigeria believe that their efforts to
enhance instructional effectiveness, classroom management, student assessment, student
support and guidance, and technology integration will lead to improved job performance.
This expectancy is a key factor in their motivation to invest effort in these, areas.
Instrumentality in this context involves teachers' perceptions of how their i % job
performance (measured by instructional effectiveness, classroom m. gy:nt student
assessment, student support and guidance, and technology i 10n) will lead to

2$ ent, or increased job

specific outcomes or rewards, such as recognition, career

satisfaction. Teachers must believe that better perfor@e will lead to these desired

outcomes to be motivated to improve. z fb

Valence represents the value or ’Qeness of the outcomes associated with
improved job performance. It is i r% t to consider whether teachers in Southwest
Nigeria highly value the potent ’&e(?ards tied to enhanced job performance. For example,
if they highly value r c@on and career advancement, these outcomes will have a
positive Valence andicar*otivate them to put in the effort. Practically, if teachers believe
that their eff ﬁprove instructional effectiveness, classroom management, student
assessm dent support and guidance, and technology integration will lead to better
j olﬁ@&%mance, they are more likely to engage in these activities with motivation. Also,
if teachers believe that a supportive work environment, professional development

opportunities, and autonomy will lead to improved job performance, it can enhance their

motivation to seek and utilize these factors.

Valence comes into play when considering the influence of principal supervision

styles. If teachers value a particular style because they believe it leads to improved job
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performance, they may be more motivated to work under principals who employ that

style.

In all, Expectancy Theory provides a valuable framework for understanding how
teachers in Southwest Nigeria may be motivated to improve their job performance based
on their beliefs about the link between effort, performance, and desired outcomes. The
study should consider these components of Expectancy Theory when analyzin data
and drawing conclusions regarding the influence of motivation C@V cipal’s

supervision of instruction styles on teachers’ job performance. /\

2.2.2 Contingency Theory $

Contingency theory was developed by an A@ psychologist during his
research on leadership effectiveness in group s'tu% > He is of the opinion that one’s
effectiveness to lead depended on one’s contr e situation and the style of leadership.
He believed that effective leadersh contmgent upon the situation at hand.
Especially, it depends on wheth ilwdual's leadership style befits the situation.
He is of the opinion that so@gle can be an effective leader in one circumstance and

an ineffective leade@ther. He posits that leaders must be aware of their own

leadership styfe@fll as their strengths and weaknesses for the organization to be

effectivel@n,

\/%bntingency theory asserts that there is no one-size-fits-all approach to

is requires honesty, self-reflection, and vulnerability.

management, and the effectiveness of organizational practices depends on the alignment
between various elements and the specific context’®. In the context of the study,
contingency theory can be applied to understand how the relationship between motivation
factors, principal supervision styles, and job performance outcomes is contingent on the

unique educational environment in Southwest Nigeria.
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The focus on motivation, particularly within the dimensions of a supportive work
environment, professional development opportunities, and autonomy, is well-suited for a
contingency theory approach’”. Contingency theory suggests that the success of
motivational strategies is contingent on the fit between these strategies and the specific
organizational context. Therefore, examining how these motivation factors interact with
the cultural, economic, and social context of Southwest Nigeria can provide insig&into

the contingent nature of motivation in the region's educational setting®. QQ

The principal style of supervision, encompassing dlre« ollaborative,
transformational, supportive, and developmental supervision, ali ith the core tenets
of contingency theory. The theory posits that the effectls of leadership practices
depends on the specific situation. Thus, the stu%g explore how the different
supervision styles interact with the local educ@l culture, societal norms, and the
unique needs of teachers in South\vx@eria81 Understanding the contingent
relationship between supervision s @d the motivational factors of teachers is crucial

for identifying the most effectn@g oaches that resonate with the local context.

In examlmng@w secondary school teachers' job performance, covering
instructional effs ess, classroom management, student assessment, student support
and guidancge, \technology integration, contingency theory can be applied to highlight
the c%%lal dependencies of these performance outcomes®?. The theory emphasizes
thMre is no universally effective approach to organizational practices, and the study
can investigate how the alignment between motivational factors, supervision styles, and

job performance criteria varies within the specific educational context of Southwest

Nigeria.
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In conclusion, contingency theory provides a nuanced and adaptable theoretical
framework for the study, allowing for an in-depth exploration of the contingent
relationships among motivation, principal supervision styles, and public secondary school
teachers' job performance in Southwest Nigeria®. By recognizing and understanding the
unique contextual factors influencing these dynamics, the study can contribute valuable
perceptions for developing tailored strategies and recommendations that are bette&ligned

with the specific needs and circumstances of the educational environment in gion.

2.3  Review of Empirical Studies /\Q/

2.3.1 Motivational Factors and Teachers’ Job Performan

The study titled Employee motivation and job mance: a study of basic
school teachers in Ghana. They opined that motiva'&l a meaningful construct is a
desire to satisfy a certain want and is a central rb’at the workplace. Thus, motivating
employees adequately is a challenge as it §&at it takes to define employee satisfaction
at the workplace. In this study, ttﬁ@’mine the relationship between job motivation
factors and performance amon%::gers of basic schools in Ghana. The study employs a
quantitative approach @)le of 254 teachers from a population of 678 in the Effutu
Municipality of Gh §f which 159 questionnaires were duly answered and returned
(representing (62. iturn rate). Using multiple regression and ANOVA, the study finds
compen package, job design and environment and performance management system
as th%cant factors in determining teacher’s motivation in the municipality. Thus, these
motivation factors were significant predictors on performance when regressed at a
decomposed and aggregated levels. These findings support the self-determination theory,
more specifically on the explanations advanced under the controlled and autonomous

motivation factors. Significant differences were also observed in teachers’ performance

among one of the age cohorts. The study urges the municipal directorate of education to
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make more room for young teacher trainees and interns who are at the formative stage of
their careers to be engaged to augment the experienced staff strength. More should be
done to make the profession attain some level of autonomy in the discharge of duty to

breed the next genre of innovative educators in the municipality®.

This study titled effect of motivational strategies on employee performance in
Nigerian deposit money banks examines the impact of motivational strata% on
employee performance with the mediating role of employee formal recognit llected
data were analyzed by structural equation modeling. This study reve&(ti(factors such
as salary satisfaction, working environment, bonus and fringe b , and training and
development have positive and significant association withloyee performance except
for job security. Moreover, these findings suggest U&@Viding formal recognition to
employee performance, thereby positively imp@ their overall performance. Hence,
this study recommends that the manageﬂ@’gould focus on these motivational factors
by creating a positive work envirom@égttract and retain talented employees, and foster

higher levels of job satisfactio%ﬁ? ultimately contributing to improved organizational

performance and succ@@

Likewise, ﬂlQ@&y titled principals’ motivational strategies and their implications on
teachers’ j ge%rmance in public secondary schools in Mombasa County, Kenya. The
resear@m’posed to assess principals’ teacher motivation plans and the implication on
tea&(s’ job performance in public secondary schools in Mombasa County, Kenya. The
problem statement shows the significance of the aim of the study which found obtainable
influence of Principals’ motivational approaches on teachers’ job accomplishment of their
job which is crucial to students’ job performance. The following objectives directed the
study: to establish the effect of rewarding on teachers’; to establish the inference of

principals’ recognition of teachers’ efforts and to determine the implication of principals’
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support for professional development of teachers’ on their job performance in public
secondary schools in Mombasa County. The study used expectancy theory of motivation
and two-factor motivation theory. A cross sectional survey research design was used in
the study. The study targeted principals and teachers of public secondary schools in
Mombasa County. A sample size of 228 respondents was used. The main tool for data
collection was questionnaire. Pearson Correlation Coefficient (r) was calculated at 0.72 to
determine reliability of instruments. The Statistical Package for Social Sci %SS)
was used to analyze quantitative (‘soft’ data); the software has a systematic,coding that
S

sort materials into groups based on hierarchy, assigning 0010%@

ts and defining

3

variables to text segments. Quantitative data being the > data that can be broken
down into coherent pieces was analyzed by use o tabulation techniques and
descriptive statistics. It entailed attaining total d%Qor every subject in the study and
presenting statistical data in frequency distribdtion tables via descriptive statistics. The
findings showed the principals and.te rs'believed rewarding teacher encouraged their
job performance positively and e\@fvely. It also found regular recognition of teachers’
effort had a positive impact cachers’ job performance. This was also encouraged with
positive working en\@x?ent created by the principal. The study concluded that
principals’ su '@ard system, professional development and recognition had positive
effect on é:hers’ job performance. The study recommended that principals should
im@/@e extrinsic motivation factors. The head teachers should also maximize on a
more reward-oriented system as opposed to the punitive strategy to facilitate effective
teacher job performance®S.

This study investigated influence of motivation on teachers’ job performance in

secondary schools, Rivers State, Nigeria. The study adopted a descriptive survey research

design. The population of the study consists of 1,213 (male) and 1,208 (female) teachers

55



giving the total population as 2,421selected from 56 public senior secondary schools in
Emohua, Obio/Akpor and Port Harcourt local government areas of Rivers State. The
sample size of this study comprises 757. Simple random sampling technique was used.
The instrument was titled, “Motivation and Teachers’ Job Performance Questionnaire
(MTJPQ)”. Thus, 757 copies of questionnaire were administered and retrieved 585 copies
for the analysis of the research questions and test of hypotheses. Mean scores were used
to analyze the research questions while Z test was used for the hypothe Q'n ings
indicated that motivation influences teachers’ job performance in respect,of building
positive attitudes and beliefs towards teaching and learning. Ba the findings, it is
therefore concluded that job success of teachers high c%ded on the quality,
competency and skillfulness generated through motiva@lt was recommended that in-
service training should be intermittently orga z%%r the teachers to enhance their
capacity in teaching and learning. More motion should be given when due for

advancement and endowment of creagi&}ponsibilities”.
2.3.1.1 Supportive Work EIIVQ ent and Job Performance

N

A study seeks ; @re the impact of career development and work environment

on the performance\o ployees within the Aceh Agriculture and Livestock Service
Office®. Dat@e study were gathered through the distribution of questionnaires to
100 em@s, and the analysis was conducted using Structural Equation Modeling
(SMthe findings revealed a significant influence of both career development and the
work environment on work motivation and employee performance®®. Moreover, there was
a direct positive impact of career development and the work environment on
performance®®. Additionally, work motivation was identified as a partial mediator in the
relationship between career development, the work environment, and performance®®. The

Agriculture and Livestock Department is encouraged to enhance career development
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initiatives to cultivate a supportive work environment, ultimately fostering improved
employee performance at the Aceh Agriculture and Livestock Service Office.

The objective of another study is to assess the influence of training, work
environment, and career development on work motivation, subsequently impacting
employee performance at PT. Suryamas Elsindo Primatama in West Jakarta®®. Utilizing a
quantitative approach, the research employed a saturated sampling technique, in{olving
127 respondents. The analysis encompassed validity and reliability te lassical
assumption tests, regression analysis, correlation coefficient anal/;iicge ficient of

determination analysis, and hypothesis testing. The ﬁndint d that training

significantly affects work motivation by 31.0%, as suppested“by a t count > t table
(7.498 > 1.979) and a significance level of 0.00@0.0589. Similarly, the work
environment demonstrated a significant impa %Qork motivation, contributing to
41.1%, with a t count > t table (9.343 > 1.9 d a significance level of 0.000 < 0.05.
Career development exhibited a.si %ﬂ effect on work motivation by 29.6%,
supported by a t count > t table ( .®> 1.979) and a significance level of 0.000 <0.05%°.
When considered togeth'e&aming, work environment, and career development
collectively exerted @%ﬁcan‘[ influence on work motivation, as indicated by the
regression eq 1@ 6.565 + 0.226X1 + 0.403X2 + 0.220X3, yielding a determination
value of 5@’0 . Hypothesis testing further supported this with an F count > F table
(44@ .450) and a significance level of 0.000 <0.05%°. Finally, work motivation was
found to significantly impact employee performance, contributing to 36.4%, with a t
count > t table (8.452 > 1.979) and a significance level of 0.000 < 0.05%. These results
emphasize the importance of training, work environment, and career development in
enhancing work motivation and subsequently improving employee performance at PT.

Suryamas Elsindo Primatama in West Jakarta.
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Also, a study seeks to explore how the performance of employees is influenced by
factors such as the workplace environment, motivation, remuneration, and work
discipline®®. Data for this investigation were acquired through the utilization of surveys,
reviews of existing literature, interviews, and direct observations. The study encompassed
all employees in its population determination. Employing a saturated sampling technique,
a total of 100 samples were gathered®. The collected data underwent analysis&ng a
multiple linear regression model. The findings of the data analysis lead to leowmg
conclusions: Work discipline has a substantial and positive effec employee
performance®®. Compensation, while having a positive impact, ly modest in its
influence on employee performance®. Motivation demonst@%&gmﬁcam and positive
correlation with employee performance®. The work @onment is found to have a
positive and noteworthy impact on employee @ncego, Notably, the independent
variables—work environment, motivat%’bmpensation, and work discipline—

collectively exhibit a positive and s@can‘[ influence on the dependent variable,

employee performance®. \C)\

The primary e of a study was to assess the impact of the work
environment and t utilization of information technology on the performance of teachers
functioning \uca ors in the current era of digitalization®'. In this age where
effectiv in information technology use is crucial, along with the need for a
corﬁ&e work environment, this research aimed to explore their combined influence®’.
The research employed a quantitative-descriptive approach, utilizing a questionnaire as
the research instrument. The study involved 45 teachers from SMA Muhammadiyah 1
Ponorogo. Demographically, the majority of respondents fall within the productive age
range (37.8%), with the remaining being seniors, and there is a predominant female

representation among the teaching staff. The tenure of the respondents predominantly
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ranged from 0 to 10 years®'. The educational background of the teachers is generally good,
with a mix of bachelor's and master's degrees supporting their performance®'. The study
highlighted that the proficiency in information technology usage and the quality of the
physical work environment are indicative of the prevailing conditions in the school”!.
These factors actively contribute to facilitating the learning process and enhancing

teacher performance in fulfilling their responsibilities.

Moreover, the objective of another study was to investigate the im ‘q':e work
environment and employee competence on the performance of empl i(the People's
Credit Bank or BPR Batam City, incorporating motivation as @ng variable®?. The
research encompassed a population of five BPRs, ranked based on their profit and
loss in Batam City. A total of 210 samples were sel%&ing a proportionate stratified
random sampling technique, ensuring represent@r&rom the heterogeneous population.
The research employed Partial Least Sqm@g) analysis through Smart PLS software.
The findings of the study reveab&@ both the work environment and employee
competence significantly 1nﬂ@§c) the mediating variable, motivation®?. Moreover,
motivation was found a positive impact on employee performance®!. However, it
was observed that &vork environment and employee competence alone did not
significantly ffe %\ployee performance®?. It is noteworthy that the research faced
1imitatiq¢6§marily the confined scope of the population, which focused solely on BPR

em}l&s in Batam City. Additionally, the study acknowledged the potential influence

of other variables that were not explored, which could impact the research outcomes.

Furthermore, a research study was subsequently conducted to evaluate the
influence of leadership, work environment, and motivation on employee performance
within the IT Directorate of PT Telkomsel®. Data for the study were collected through

questionnaires distributed via Google Form and were subjected to analysis using the
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Likert scale and structural equation model partial least squares. The findings revealed that
leadership factors exhibited a positive impact on employee performance, emphasizing the
importance of leaders in influencing positive outcomes®®. Interestingly, the merger of the
Indi Home business line did not significantly affect the performance of the IT director®?.
Key indicators of effective leadership included the leaders' ability to foster creativity, skill
development, and collaboration among the team. Furthermore, the research highlighted
the significance of the work environment, particularly harmonious relationships¢between
managers and employees, in positively influencing employee p r&n}nce%. The
availability of conducive work facilities was identified as a cruci ’<cfor in supporting
employee productivity®®. Additionally, motivation emerg@ﬁaositive influence on

employee performance, underscoring the importance o@tering motivation to enhance

overall work output®?. The comprehensive stu @ight on the multifaceted factors

contributing to employee performance @ e IT Directorate of PT Telkomsel

N

2.3.1.2 Opportunities for Pro@(o—\?al Development and Job Performance

following the acquisition.

A study was c@ed to investigate the potential relationship between
Continuous Profes&QDevelopmen‘[ and Job Performance, as well as to explore
whether ther€ ardssignificant differences in job performance based on sex, age, and
clinical @ence%. The research employed a correlational research design, involving
the enient sampling of 164 registered nurses in Ghana. A self-constructed survey
questionnaire was utilized to measure Continuous Professional Development, while the
Six-Dimension Scale of Nursing Performance (SDNS) by Schwirian (1978) was adopted
and modified to assess nurses' job performances’. Statistical analyses, including Pearson

Correlation, T-Test, and ANOVA, were employed to address the research questions. The

findings indicated a moderate positive and significant relationship between Continuous
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Professional Development and job performance®. Moreover, no significant differences in
job performance were observed when considering age, sex, and clinical experience. The
study suggests that healthcare administrators should actively promote and advocate for
nurses' participation in continuous learning to enhance their knowledge and skills.
Institutions should align policies to support nurses in fulfilling their professional roles
through continuous development®. The research also recommends further exploration of

additional variables related to continuous professional development that co ntribute

,\Q,

Another study investigated the association betwe ers

to improving nurses' job performance.

'

professional
development and their job performance in second@ schools within Ibadan
Municipality®>. Employing a cross-sectional descripti@&ey design with a quantitative
approach, the study collected, analyzed, interp and presented data to explore this
relationship®. The target population incﬂ\@’Qead teachers, teachers, and directors of
studies; with a sample size deterrni@ng Morgan and Krecjie's table of sample size
determination comprising 19 &&gachers, 470 teachers, and 20 directors of studies®.
.
The sample was sele t@ough a combination of simple random sampling and
purposive samplin e&ds, and data were gathered using a closed-ended questionnaire.
The ﬁndings®1 ed a positive correlation between professional development and
teachers',bgrmance%. The study emphasized the significance of teachers' professional
de\%@%ent, indicating that it plays a crucial role in enhancing subject mastery, teaching
methods, overall attitude, beliefs towards work, and engagement in diverse learning
activities’>. Based on the outcomes, the study proposes a structured approach to
professional development activities for all teachers. The study recommended that school

administrations allocate a specific budget for teachers' professional development and

those supervisory bodies, such as Board Governors and district education officers, take
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deliberate measures to ensure the continuous professional development of teachers®.
Introducing a promotional criterion that considers the extent of professional development
could serve as an additional measure for schools to encourage and recognize ongoing

teacher development efforts.

Furthermore, another related study explored the relationships among professional
development, participatory management, and teachers' job performance i%lblic
secondary schools in Ogun State, Nigeria®. The sample size consisted of 5 -@Q ipants,
selected through a multi-stage sampling technique from a pool of 124945 t€achers across
217 public secondary schools’®. The study tested two null hypo @ at a 0.05 level of
significance and utilized two researcher-designed ir@nents: the Participatory
Management and Professional Development Questio& (PM/PDQ) and the Teachers’
Job Performance Scale (TJPS)®. Data analysis v@rgnducted using the Pearson Product-
Moment Correlation statistical tool. Th@’gs indicated a significant and positive
correlation between teachers' job p@ance and both professional development and
participatory management”®. C%ﬁtaaently, the study concluded that the implementation
of these two manage négﬁrvention strategies could contribute to enhancing teachers'
job performance. §

<)

improvement( of\existing professional development programs for teachers and the

recommendations stemming from the study include the

promotiybéparticipatory management practices among educators®®. These measures,
ac&&g to the study, have the potential to positively impact teachers' job performance

in public secondary schools in Ogun State, Nigeria.

Additionally, a study investigated the impact of professional development and
instructional supervision on teachers' job performance in secondary schools in Ogun
State’”. Employing a descriptive survey research design, the study sampled 208 teachers

from Ogun State public secondary schools using a multi-stage sampling technique®’.
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Three revalidated questionnaires were utilized for data collection: the Instructional
Supervision Scale (o = 0.88), Teachers Professional Development Scale (a = 0.82), and
Job Performance Scale (o = 0.74)°7.Data analysis involved simple percentage calculations
and multiple regression analysis (MRA). Findings revealed significant relationships
among the variables under study, including professional development and instructional
supervision (r = 0.262, p < 0.05), professional development and job performance (r =
0.182, p <0.05), and job performance and instructional supervision (r = 0.07 &)5)97.
The study also demonstrated that both professional development a@nstructional
supervision significantly contribute to teachers' job performance ji n State secondary
schools (F = 1.550, p < 0.05). Furthermore, professiona pment individually (F
(1,205) = 1.257, p < 0.05) and instructional supervis@’ (1,205) = 1.257, p < 0.05)
significantly contributed to teachers' job p f@ce”.The study concludes that
continuous improvement in job performa mong teachers is achievable through
appropriate training and effective su%e\" ioh. It recommends the provision of timely and

tailored training to address tf;@fs needs, thereby enhancing their overall job

performance.

Again, anot &tudy aims to assess how staff professional development
influences th iormance of library staff at the Federal University of Oye Ekiti®®.
The resv@utilized a descriptive survey research design, and the study population
incﬁ& all library staff/attendants in the Federal University Oye - Ekiti, covering
departmental, faculty, and university libraries®®. The sample, consisting of 77 library staff
members, was selected using purposive sampling. The researchers developed three
questionnaires for data collection: the Staff Development Programme Questionnaire (o =
0.79), Staff Performance Questionnaire (o = 0.81), and Challenges of Staff Professional

Development and Training Questionnaire (o = 0.82)*®. The data analysis involved
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descriptive statistics (frequency counts, percentages, mean, and standard deviation) and
inference statistics (correlation and one-way ANOVA) at a 5% significance level. The
findings revealed that the job performance of library staff at the Federal University Oye-
Ekiti is generally high®®. There is a positive and statistically significant relationship
between the professional development of library staff and their job performance.
Additionally, various forms of professional development and training, ingluding
orientation, in-house training, seminars, on-the-job training, and instructor; Qraining,
were found to significantly impact job performance®®. While the study, w&lymted to the
university libraries in the Federal University Oye - Ekiti, the reco %tions emphasize
the need for diverse professional development programs Gh Distance Educational
Programmes, Conferences/Workshops, Study Visithrmal professional library
education, and TETFUND Programmes for uni d@ibrary staff. The study suggests
that universities should consistently organiz professional development programs to
enhance the job performance of lib{a@

Moreover, a study aimégixplore the relationship between self-actualization
needs and professio l@opment on job performance among technology and
livelihood educatix(ﬁ) teachers”. The research employed a descriptive correlational
method and L@i/%'a survey questionnaire to achieve its objectives”. The study focused
on 54 T@chers in the Sto. Tomas South District, the majority of whom were female,
ag&k&o years old, with four years or more of service in the Department of Education,
holding master’s units, and having attended ten or more training sessions”. The results
indicated that the TLE teachers' self-actualization needs were notably linked to active
participation in school meetings conducted by the school head. Professional development

among the respondents predominantly centered on developing skills for creating an

appropriate learning environment, emphasizing the importance of using Mother Tongue,
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Filipino, and English in teaching and learning®. The study concluded that the input
variables, self-actualization needs, and professional development significantly correlated
with each other. Additionally, teachers' professional development was found to have a
significant relationship with various aspects of job performance”. In light of these
findings, the study recommends that educators engage in assessments to cultivate
characteristics related to life satisfaction and personal growth. Furthermore, ;&ding
instruction on the effective implementation of teaching materials and acti s could
contribute to enhanced job performance among TLE teachers. The&@mendaﬁons

aim to support the professional growth and effectiveness of educ t(@ the field.

Lastly, the primary aim of a similar study wasstablish the relationship
between teachers' continuous professional deve &t practices and their job
performance'®. This co-relational study was co@rad across the three education zones
of the state, with a population of 4,5000\@ s from public secondary schools'®. The
sample for the study included 450 te{& , representing 10% of the population, selected
from the three education éﬁ%“’o. A researcher-developed instrument titled
"Questionnaire on Te cl@\ ontinuous Professional Development Practices and Job
Performance (QTC was employed to gather information from the respondents!®,
The instmm@e ent face validation by three experts from the Department of
Educati oundations at Ebonyi State University, Abakaliki. Reliability was
estm&ed through a test-retest procedure involving twenty teachers in public secondary
schools in Enugu State, yielding a reliability index of 0.87 using the Pearson product-
moment correlation coefficient'®. The researcher administered the instrument directly to
the respondents with the assistance of three research assistants. The study was guided by

one research question and one null hypothesis, and data were analyzed using the Pearson

product-moment correlation coefficient!®’. The findings indicated a moderate positive
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correlation between teachers' continuous professional development practices and their job
performance in secondary schools in Ebonyi State!®?. Among the recommendations, the
study suggests that teachers should show interest in their professional growth and
development by actively participating in regular workshops, seminars, and conferences'®,
This engagement is proposed as a means to enhance their job performance. The study's

implications underscore the importance of continuous professional develowt in

contributing to the overall effectiveness and performance of teachers in ‘wb%ondary

tions and its relationship

education system.

2.3.1.3 Autonomy and Job Performance

A study explored the role of job autonomy in or

with employee performance'?!. The objective is to pr@ critical review of the existing
management literature on this topic. Over the @ years, job autonomy has garnered
increasing importance in the field of I—@ esource Management'®!, Some studies
assert a direct impact of job autonon@ob performance and its various indicators, such
as job satisfaction, motivatio ‘&(:)engagement, and job commitment'®!. The current

iaA

[ ]
paper aims to invest: @M influence of job autonomy on employee performance

through a critical % fhation of the works of human resource scholars. The primary
research que@ a

between(@ autonomy and employee's job performance, as indicated in existing

dressed by the authors are: Is there a meaningful relationship

lit&&%m. If so, what impact can be anticipated from job autonomy on employee's job
performance?'!. The critical review presented in this paper aims to contribute to a deeper
understanding of the complex dynamics between job autonomy and employee
performance, shedding light on their interdependence as discussed in the existing

management literature.
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Also, another study investigated the relationship between daily autonomy and job
performance'®. The researchers integrate Person-Organization (P-O) fit and Job
Demands-Resources theories to propose that P-O fit, characterized by value congruence
between an individual and an organization, acts as a crucial resource facilitating the
accumulation and activation of situational job resources!®?. The main hypothesis posits
that P-O fit enhances the well-established positive relationship between job autonomy and
job performance. Objective measures of P-O fit were gathered from 43 Nm@n naval
cadets before they embarked on a training mission aboard a sailing shipl®. ,Throughout
the mission, the researchers collected daily self-reported auton r@e sures and peer-
rated assessments of task and contextual performance 6§onsecutive days. As
anticipated, multilevel modeling analyses revealed th relationship between daily
autonomy and (a) next-day task performance ( n§-day contextual performance was
more strongly positive for individuals with hi -O fit compared to those with low P-O
fit'%22, Additionally, the effects of th.e dai Btonomy — P-O fit interaction were evident on
performance for several days fo@g the initial observation. The study concludes by

discussing the theoretical agdupractical implications of these findings, shedding light on

the nuanced interplay\%%n P-O fit, job autonomy, and job performance!®.

Anot@% study delves into the moderating role of psychological capital
(PsyCap@he curvilinear relationship between job autonomy and job performance
wit\i&e financial services industry'®. Data collection involved the utilization of a time
lag technique, spanning four weeks and gathering responses from 509 managers across
various financial services organizations'®. The study underscores a curvilinear
association between job autonomy and job performance, with a particular focus on the
positive relationship between psychological capital and job performance!®. The findings

indicate that psychological capital marginally moderates the curvilinear link between job
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autonomy and job performance, offering valuable insights for business managers in the
financial services sector!®. This research contributes to the understanding of the nuanced
dynamics between job autonomy, psychological capital, and job performance in the

context of the financial services industry.

Furthermore, a related study investigated the influence of job autonomy on
employee performance within the context of the county government of J@Qom“.
Recognizing employees as a strategic asset, the research aims to unde %w job
autonomy impacts their performance in a public sector setting!'%4, /%iddy adopts a
descriptive research design with a mixed-method approach, in ng both structured
self-administered questionnaires and interviews. The n@ population consists of
employees in the county government of Isiolo, and a §® of 140 employees is selected

104 Descriptive statists r&d chi-square analysis, facilitated by

through stratified sampling
SPSS, are employed for data analysis!'%4, "@fgings reveal a high level of job autonomy
among employees in the county ?Asnent of Isiolo, and the sample exhibits high
employee performance. The st%@her identifies a significant relationship (y2 =27.602,
df = 16, p = 0.035) be w@ autonomy and employee performance'®. In conclusion,
the study asserts th jo%autonomy does influence employee performance in the county
government @}0 0. As a recommendation, human resource managers in the public
sector a%§ouraged to enhance job autonomy by providing employees with increased

con ver their tasks'®. This finding underscores the importance of autonomy as a

factor in promoting employee performance in the public sector.

Additionally, another related study delves into the impact of core self-evaluations,
job autonomy, and intrinsic motivation on employees' perceptions of their in-role job
performance!'®. Conducted through a cross-sectional survey involving 283 employees in a

Fortune Global 100 company in Korea, the research yields several key findings'®. The
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results indicate that higher core self-evaluations and intrinsic motivation are associated
with employees perceiving higher in-role job performance!®>. Moreover, intrinsic
motivation is identified as a partial mediator in the relationship between core self-
evaluations and job performance'®. It also serves as a full mediator in the relationship
between job autonomy and job performance. This suggests that to enhance motivation
and job performance, managers and Human Resource Development (HRD) profiionals
should adopt an integrated strategy'®. This strategy may encompass imp ents in
selection methods, elements of job redesign, and interpersonal devel p@a practices
such as coaching and mentoring!'®. By addressing these aspects, &tions can foster
an environment that promotes higher core self-evaluati«@ﬁlsic motivation, and

ultimately, improved job performance among employeeQ

Q

Lastly, a study focused on the relations r&tween autonomy, workload, work-
life balance, and job performance!'®. The\\@ mploys a quantitative research approach
and targets female lecturers at prim@versities in Tangerang, Indonesia'%. Purposive

sampling is utilized for partici@f—?election, and the analytical tool applied is multiple

N

regression through th @programl%. The findings indicate a positive relationship
N

between autonomy ob performance. In contrast, the workload shows a negative

relationship @\\'o'b performance, while work-life balance demonstrates a positive
relationship.vith job performance'®. The managerial implications suggest that this
resés&can provide valuable insights for private university managers in managing the
performance of female lecturers during the COVID-19 pandemic!%. Future researchers
are encouraged to expand their investigations to include lecturers at both private and non-
private universities'%. The overall contribution of this research lies in offering input to
university managers, particularly in private institutions, to effectively manage the

performance of female lecturers amid the challenges posed by the COVID-19 pandemic.
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2.3.2 Supervision Styles of Instruction and Job Performance

A study aimed to examine the leadership style and instructional supervision
strategies employed by department heads to predict the job performance of instructors in
local colleges in Cavite!”’. Specifically, it investigated the correlations between
department heads' leadership style and instructional supervision strategies, leadership
style and instructors' job performance, and instructional supervision strategi& and

instructors' job performance!?’

. Additionally, the study explored the predicti acity of
department heads' leadership style and instructional supervision s@les, either
individually or in combination, on instructors' job performance i llleges in Cavite.
The results revealed that leadership style did not signiﬁf@%ecast instructors' job
performance!'”’. However, a sub-variable within inst@nal supervision, specifically
non-directive  strategies, significantly predi tatb%structors’ job performance!’.
Consequently, a model was established\tbrib;s rate the causal relationship between
instructors' job performance and ing‘u;u\‘}al supervision strategies. The study concluded
that department heads in loc&cg\vlleges employed diverse leadership styles and
instructional  supervision® &g{egies to enhance instructors' teaching'”’. The
appropriateness of thé\leadership style used by department heads influenced their choice
of instructiongl” ision strategies. Furthermore, the study found that a higher level of

job perfor@ce among instructors was associated with the use of effective leadership

sty% roper instructional supervision strategies by department heads.

Another study aimed to explore the impact of supervisory styles employed by
head teachers on the job performance of teachers in public basic schools within the
Mankessim Education Circuit of the Mfantseman Municipality, Central Region, Ghana!%,
A mixed-methods descriptive survey was utilized, involving 134 participants, including

16 head teachers and 118 teachers!®. Purposive and stratified sampling techniques were
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employed for participant selection. Quantitative data were gathered through two sets of
questionnaires, one each for head teachers and teachers, while qualitative data were
obtained from semi-structured interviews with 10 conveniently sampled respondents,
including both head teachers and teachers. Analysis of the quantitative data involved the
use of means, standard deviation, t-test, one-way ANOVA, and multiple regressions.
Concurrently, content analysis was applied to analyze the qualitative data. The findings
indicated that head teachers predominantly utilized the directive control sup Qy style,
with lesser emphasis on collaborative, directive informational, and non-dikective styles'%,
Overall, teachers demonstrated a very good level of job perfore. The study also
highlighted that head teachers' supervisory styles signiﬁ@tﬁedicted teachers' job
performance. In conclusion, the study emphasized t@nportance of head teachers'
supervisory styles as influential factors in sh: iféQeachers' job performance within
schools. One of the recommendations pxo @ was the implementation of in-service

training through workshops and

@s for both head teachers and teachers,
emphasizing the necessity of @Ve supervision in public basic schools in the

Mankessim Education Cirén@ achieve educational objectives.

Q
Also, anotggearch aimed to establish the correlation between principals'
supervisory r@t/& and teachers' job performance in secondary schools in Anambra
State, Nij 9 Two research questions guided the study, and two null hypotheses were
tesﬁ&a significance level of 0.05, employing a correlation research design. The study
population comprised 5,286 teachers, with 529 respondents selected through a multi-stage
sampling procedure!®. For data collection, the researchers employed two sets of
instruments, namely the "Principals Supervisory Technique Questionnaire (PSTQ)" and
the "Teachers’ Job Performance Questionnaire (TJPQ)," both developed by the

researchers. The instruments underwent face validation by three experts and were

71



subjected to reliability testing using Cronbach's alpha, resulting in reliability coefficients
of 0.77 and 0.74 for Clusters I and II of PSTQ, respectively, and 0.76 for TIPQ'®.
Pearson's Product Moment Coefficient was utilized to answer the research questions, and
t-tests were employed to test the hypotheses. The study's findings revealed, among other
things, a significantly positive relationship between principals' classroom observation
techniques and teachers' job performance in secondary schools in Anambra State'®,
Based on these results, one of the recommendations suggested was for the Q)rimary
School Service Commission to organize training programmes in Ssupervision for

’gge and skills in

principals. This training would enable them to update their

applying classroom observation techniques, ultimatebe ancing teachers' job

performance. Q

2.3.2.1 Directive Supervision and Teachers’ J@formance

The study titled the impact of dim@ upervisory practices on job performance
of teachers in public primary scm@\ case study of Ibanda Municipality, Uganda
explores the relationship betwe@&hg?ective supervisory practices of head teachers and the
job performance of tﬁhé\. selected Public Primary Schools in Ibanda Municipality,

"

Ibanda District, Uggda. mploying a correlation research design, the study examines the
monitoring n@s employed by head teachers and their impact on teacher performance.
Both q ive and qualitative data were collected, with primary school teachers
res}s&lg to questionnaires and head teachers participating in interviews. A mixed-
methods approach was utilized to provide a comprehensive analysis. A sample size of 162
respondents was selected using Krejcie and Morgan's table of sample selection from a
population of 251. The findings indicate that Directive Supervisory Practices positively

influence teachers’ performance and are perceived as effective in promoting positive

outcomes. Recommendations include further investigation into the impact of head
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teachers’ supervisory practices on variables such as teachers’ effectiveness, pupils’
attitudes, and the overall school climate, as well as exploring the influence of teachers’
performance on pupils’ academic achievement. Additionally, the study suggests that
school head teachers could benefit from employing both directive supervisory practices to
enhance teacher performance!!?.

Another study was carried out to determine the relationships between su;&ision
and teachers’ performance and attitude in secondary schools in Kuala Lump Qalaysia.
This is a quantitative study where the 5-point Likert-type-scale questionnaire,was used to

analyze data using descriptive and inferential statistics. Simpl o sampling was

used to select the respondents. This study entailed respoa@ m various schools in
one of the districts in Kuala Lumpur which comprises@ teachers and 50 supervisors.
Descriptive statistics were used to describe the t%% supervision practices, teachers’
attitude toward supervision, and teach ’r@ve of performance after supervision.
Multiple regression analysis was sﬁbtest the relationships between supervision
(supervisory practices—directive, &y\orative, and nondirective approach) and teachers’
performance and attitude.’@current status of supervisory practices, teachers’ attitude
toward supervision, @eachers’ performance after supervision is found at moderate
level in sec oég hools in Malaysia. As a whole, supervisory practices are not
correlated@h teachers’ performance and attitude. But worthy to mention, directive
su@g is positively and significantly related to teachers’ performance and attitude.
This study result will benefit the policy makers, school supervisors and headmasters to

choose the right kind of supervisory practices which can contribute to better teaching

performance'!!.

However, it is noteworthy that directive supervision exhibited a positive and significant

relationship with both teachers' performance and attitude'!'.
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Lastly, a study titled Directive, collaborative, or non-directive thesis supervision
approaches in the United Arab Emirates investigated graduate students’ perceptions of
and satisfaction with the approaches used by their thesis or dissertation supervisors, and
contrasted student perceptions with those of their supervisors. Students reported that their
supervisors used collaborative supervision more often, and a statistically significant
relationship was found between this approach and their satisfaction. In contrast, faculty
believed that they used directive supervision more frequently and were c %that
students preferred this approach. Qualitative findings connected this to su&ry\sors’ initial
low perceptions of students’ developmental levels. Over time, hg ’,\hey became less
directive, aiming to encourage students to develop as inde@iﬁcholar& Students did
not seem to fully comprehend the meaning of collab@e supervision and perceived
their supervisors as being more directive duri %&g the problem and methodology
sections than during writing other sect%’@i he thesis or dissertation. The study
recommends that supervisors be reetd;/\’kdifferent approaches to adapt to the different

needs and abilities of students”z.\(—)\

R\

2.3.2.2 Collaborative u@dswn and Teachers’ Job Performance

A study. aims§, to examine the effect of collaborative supervision approaches and
collegial s pe@bn techniques on teacher intensity using performance-based learning in
the lea rocess. In addition, its purpose is also to examine the impact on student
lea}ing outcomes. This study was conducted in East Java, Indonesia, with a descriptive
correlational research design. The research samples were obtained in three cities, namely
Malang, Blitar, and Batu, with a total sample of 146 primary education teachers. The data
collection techniques used in this research were questionnaires and documentation, while
the data analysis techniques used were descriptive statistics, product-moment correlation,

regression and path analysis. The results show that the collaborative supervision approach
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and collegial supervision techniques have a significant influence on performance-based
learning, but has no effect on student learning outcomes, either directly or indirectly.
Performance-based learning applied by teachers strongly affects students’ learning
outcomes!' '3,

Another study on the impact of collaborative peer supervisory competencies on
enhancing instructional supervision for English teachers in public secondary schools in
Kakamega County, Kenya. The study sought to establish the extent to whi hers of
English are equipped with collaborative peer supervisory competenc'es,%jnable them
utilize collaborative peer supervision (CPS) model, in publi ary schools in
Kakamega County, Kenya. The study was guided by Socialdsgarfing Theory proposed by
Albert Bandura. The study adapted the Convergent Mix@ethods Research Design. The
target population was 417 English teachers fro ic secondary schools in Kakamega
county. Yamane formula was used to calcul sample size of 286 teachers. Purposive

o

sampling was used to select the resp s. The questionnaire and interview guide were
used to collect the data. Reli@ and validity of questionnaires was tested by
conducting a pilot study. Quantitative data were analyzed using descriptive and inferential
statistics, while Qua@e data was analyzed thematically using NVIVO12 Software.
The findings §® that there exists a positive relationship between supervisory
knowledg d skills and teacher effectiveness (B = .316, p < 0.05). The positive
assqi/@p@suggests that teachers who possess greater supervisory knowledge and skills
tend to be more effective in their teaching roles. As educational systems continually strive
for improved teacher performance and student achievement, the importance of investing

in teacher training and development programs centered on enhancing supervisory skills

becomes increasingly evident!!*.

2.3.2.3 Transformational Supervision and Teachers’ Job Performance
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A study titled the effect of the dimensions of transformational leadership on the
teachers’ performance in the Yemeni public schools was conducted to determine the
dimensions of transformational leadership that influence schools to achieve productivity
growth and improve the performance of teaching as well as gaining access to new high-
quality education. Although schools have been competing to gain high-quality education,
empirical evidence shown that many educational processes with regards to &hing
performance were not successful particularly in Yemen. Consequently, the is often
concentrated on identifying the paths to enhance teaching performa ghe most
important factor to successfully increase high-quality education iing appropriate
transformational leadership during the process of reformgﬁlﬂy in the important
period of the teaching process. In order to accept @ges and focus on attaining
ambitious goals, it is necessary for leaders of tr s@tional school to provide rewards
and support the teachers. This paper investi §e influence of various dimensions of
transformational leadership on pezfgr\‘k of teachers in Yemeni public schools. In
order to guarantee the sample’s r&\lggentativeness, the questionnaires were distributed to
Yemeni public schools in'SéJa, Republic of Yemen. A total of 374 respondents were
selected which incluc@md teachers as the sample. The instrument used was a Likert
5-point scale #r questionnaire which was examined using smartpls3. The results
revealed t%g/the dimensions of transformational leadership have a positive influence
on@fgers' performance'',

Another study investigated the relationship between principals’ transformational
leadership style (TLS) and teachers’ job performance in secondary schools in Awka
South Local Government Area from a population of 600 teachers. Three research

questions were formulated to guide the study. A questionnaire titled: Observed Principal

Leadership Practices and Teacher Job Performance Questionnaire (OPLPTJPQ) was used
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to collect data. Means and Person Product Moment Correlation were utilized in the study.
Findings showed that Transformational Leadership Style was strongly and positively
correlated with Teacher Job Performance among male and female teachers (r=0.56, and
0.82). Finally it was recommended that principals should adopt transformational
leadership style (TLS) in order to create a climate of mutual respect, commitment,
collaboration, and trust in the schools for optimal goal achievement!!.

Likewise, this study aimed at establishing the influence of the tra ational
leadership on the teachers’ performance in public county schools in Ny&lg\'ua County.
The study used both qualitative and quantitative research approa he cross-sectional
survey and the phenomenology design were used to coll tb%ua. Stratified, simple
random sampling was employed to select the schoo@@ stratified and systematic
random was used to select the teachers and the t\@ Academic deans, the principals
of selected schools and Education County Di were automatically included. Data was
collected using questionnaires, docln?\‘%lysis guide and interview guide. Qualitative
and quantitative data were concu@ collected and analysed. Descriptive (frequencies,
percentage, mean and stah. eviation) and inferential statistics (independent t-test,
ANOVA) methods w@&l to analyse the quantitative data. The study upheld the non-
maleficence, '@and truthfulness as the research ethics requires. The study found
that princi@scored lowest in individualised consideration. The study concluded that
tea@fgerformance was important for the school perfomance and principals play key
roles in the enhancement of teachers’ performance especially through challenging
teachers by their actions. The study recommended that principals should challenge

teachers with their performance. The county should have induction training at school

level for the newly emplored teachers'!”.
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Lastly, this study analyzes the effect of transformational leadership for improving
teacher’s performance during the Covid-19 pandemic. This research is a sequential
explanatory study using a combination research method (mixed methods) starting with
the quantitative research stage and continuing with qualitative research. Data collection
was carried out by observation, questionnaires and interviews. The questionnaire was
tested using a Likert scale with regression techniques to 50 private teachers in Bandung.
The results showed that transformational leadership improving teacher pe nce by

44%. The higher implications of transformational leadership, th r teacher's
performance improving. The research evidence more clearly show@t ransformational
leadership can move followers to exceed expected p ﬁe. Transformational
leadership gives rise to greater effort, commitment, anisfaction of his subordinates.
Improving teacher’s teaching performance can e@ized by developing the capacity
of the teacher (capacity building) itself. C 1itypbuilding is the process of improving the
ability of knowledge and skills, as &l\as the attitudes and behavior of teachers in
educational organizations. In thi\@ess it can certainly be done in various ways, both
through competency-based @;ation and training, clear career pattern development, all
of which are to im@ the performance of teachers in carrying out their duties.
Therefore, ¢ 'a%g%uilding is closely related to teacher's abilities, institutional
capabilitieéand organizational system capabilities. With improving teacher’s
pe o@e, it is expected that educational goals can be achieved effectively and

efficiently'!8,

2.3.2.4 Supportive Supervision and Teachers’ Job Performance

A study titled status of support supervision and performance of primary school

teachers’ in Uganda: A qualitative perspective was carried out to examine Supportive
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supervision as critical in the performance of primary school teachers and learners. For
primary school teachers to effectively fulfill their tasks, they need professional
development-oriented support supervision. This paper explored expert views from
education administration in the four districts of Teso sub region of Soroti, Bukedea Serere
and Amuria. Information was provided by 34 respondents who included, Head teachers (n
= 20), CCTs (n = 6), DISs (n = 4) and DEOs (n = 4). Data was collected using key—
informant interviews and open-ended questionnaires and analyzed usi Qagmatic
Content Analysis. The findings show that support is not done to improve&e))rofessional

and was less developmentally inclined. While teachers re@

competence of teachers but just a duty to satisfy the MOES. S @%n was irregular
%mne improvement in
some of their teaching roles, it was not quality enou@o significantly affect learner
performance. Teachers did not produce learners 1%% explore, manipulate, experiment,
question, and search for answers by themse e results provide important lessons to
improve the support supervision mg%e\‘ﬁ used in Uganda. Therefore, the experiential
and professional development m@\hould be infused into all primary schools done by
Head teachers and heads bid&ga/rtments. Using this model will reduce inefficiencies in
the current practice?@%pport supervision that are largely based on theoretical
orientations''%" \
N\

Th%tudy reviewed the published literature from Sub-Saharan Africa on the
eff%&upportive supervision on quality of care, and health worker motivation and
performance. Search strategy: A systematic review of seven databases of both qualitative
and quantitative studies published in peer-reviewed journals. Selected studies were based
in primary healthcare settings in Sub Saharan Africa and present primary data concerning
supportive supervision. Thematic synthesis where data from the identified studies were

grouped and interpreted according to prominent themes. Main results: Supportive
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supervision can increase job satisfaction and health worker motivation. Evidence is mixed
on whether this translates to increased clinical competence and there is little evidence of
the effect on clinical outcomes. Results highlight the lack of sound evidence on the
effects of supportive supervision owing to limitations in research design and the
complexity of evaluating such interventions. The approaches required a high level of

120

external inputs, which challenge the sustainability of such models'*’. *

2.3.2.5 Developmental Supervision and Teachers’ Job Performance O
Ob

A study titled Developmental Supervision Practices on Classr@ servations of
School Heads was carried out as an approach to teacher 1sion to focus on
improving the quality of instruction. It involves using formative assessment to
help teachers recognize and develop their strengthsnas well as to identify areas for
improvement. The purpose of the study was to&)re the Developmental Supervision
Practices of School Heads on Classroom \@rvations as a platform for determining the
best practices that motivate, supp(')@ improve the performance of teachers in the
effective delivery of instrgc&é% investigated the strengths and weaknesses including
the issues and conce Q\.\»chool Heads in classroom observations. The researchers
inquired into th.e e%ﬁonal theories and related studies to look closely at the concerns of
School He dst} classroom observation. This study employed descriptive—correlational
researc n. Descriptive correlational design is used in research studies that aim to
pr(w static pictures of situations as well as establish the relationship between different
variables. Furthermore, the correlational study involved three variables such as the level
of implementation of developmental supervision practices, teachers’ performance, and
learners’ performance will be studied to establish their relationship. Areas of classroom

supervision like planning and preparations, organizational and implementation post-

instructional supervision will be patterned with the Styles of developmental supervision
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such as directive, non-directive, and correlational which are all anchored on the RPMS
Standards on Classroom Observations. The study recruited 280 elementary School Heads
of the Schools Division of Ilocos Sur and Balanga City. Simple random sampling was
used to select the respondents. Mean was used to determine the instructional supervisory
practices of schools. Frequency and percentage were used to rate teachers and students.
Pearson r correlation was used to assess the association between supervision ((&tive,
collaborative, and nondirective approaches) and teacher and student ance.
Quantitative findings showed that most responders had good instructio&l}upervision.
Teachers and students performed well. Instructional superviso eness indirectly
influences teachers and students. Participants' narrative@%d six themes. After
integrating both strands, three overarching themes em: seamless use of technology

for excellent education, performance is boo d’@ professional development, and

collaboration from all stakeholders to help\@s and learners'?!,

2.3.3 Gender and Job Performa‘r@

A study explored the Q@nshlp between gender and job performance using the
impact of high-perfo n@ork systems (HPWS) on overall performance'??. Recently,
there has been.K t in focus toward investigating the more detailed aspects of this
relationship, @ing the ability-motivation—opportunity (AMO) framework as a

122 However, the empirical outcomes of these studies have been

valuabl pective
inconsistent. The research examined whether considering the context can help elucidate
these contradictory findings'?2. The study explored the impact of context at two levels —
the descriptive (situated demography, specifically gender) and the analytical (societal,
particularly national culture) — on employees' behavior within the HPWS—job

performance relationship using survey data gathered from a selection of organizations in

New Zealand'??. The findings indicate that the gender demographic of employees may
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have a significant influence, with ability emerging as the most crucial predictor of job
performance for males and opportunity being the most robust predictor for females'?2,
Acknowledging the relevance of cultural context in examining gendered behaviors, this
study also evaluates the impact of New Zealand's national culture'?’. From a practical
standpoint, by illustrating the interplay between trait expressive work behaviors and job
features, this study challenges the notion of universalism. In line with a contmgenc view,
practitioners are advised to ensure alignment between the characteris f their
organizational context and the desired behavioral outcomes from their PQ/ . Notably,
this study suggests that research designs on HPWS would benefit {

comprehensive

analysis of contextual variables rather than considering the as control factors.

Furthermore, a study investigated the correla'&l Qtween gender, organizational
commitment, and job performance among Sn@nty chiefs in the Ugandan local
government'?®, Existing literature pri@bdiscusses the impact of gender on

organizational commitment, gender%& b performance, and the relationship between

organizational commitment aeril—a) performance'?’. A total of 320 sub-county chiefs

participated in the stud ted through multi-stage stratified random sampling'?®. Data
were collected u self-administered questionnaire, measuring variables such as
organizationa co mifment, job performance, and demographic factors including gender,

age, edwe&ﬁal level, and tenure'?®. The data were entered into the computer using the
SP§&ogram. Factor analysis revealed distinct components of job performance,
including cooperation, time consciousness, organizational citizenship behavior (OCB),
and communication. Established components of organizational commitment, including
affective, continuance, and normative commitment, were also used. T-tests, Pearson
correlation, and regression analyses were conducted to test the hypotheses'?’. Results

indicated that gender does not significantly influence organizational commitment,
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including its components of affective, continuance, and normative commitment.
Furthermore, there was no significant difference between males and females in terms of
overall job performance and its components, such as cooperation, time consciousness,
organizational citizenship behavior, and communication!?3. Positive and significant
relationships were observed between overall job performance and affective commitment,
as well as normative commitment. Moreover, only affective commitment emerg&das a
significant predictor of job performance!?’. The findings suggest that e es who
value hard work and demonstrate commitment and active participatio i&)rﬂanizational

. Howes ng on a single

employee attitude may not suffice to improve performance;\a combined approach

activities are likely to be outstanding performers!?’

targeting various work attitudes is essential for achievin ired goals.

Q

2.3.4 Managerial Competencies and Job Per@rbance

A research explored the conelaﬁ@etween the managerial competencies of
school principals and the job perfof@of teachers in senior secondary schools within
Nasarawa West Senatorial K@, Nigeria!?*, The investigation was guided by three
research questions, eac @hpanied by corresponding hypotheses. The chosen research
design was a c.r(;s\-ﬁctlonal survey, and the study encompassed a total population of
2829 teachersi?*. The sample size comprised 605 respondents selected from 24 secondary
schools % four inspectorate offices in the Western Senatorial District. To collect data,
therg:rchers employed the '"Teachers’ Questionnaire on the Influence of Principals’
Managerial Competencies on Teachers’ Job Performance (TQIPMCTIJP)'. The validity
index for the instrument was established at 0.77, and the reliability index was determined
to be 0.75'24, Descriptive statistics, specifically mean and standard deviation, were

utilized to address the research questions, while Pearson’s Product Moment Correlation

was employed to test the hypotheses at a significance level of 0.05.The study's findings

83



revealed a significant correlation between principals’ communication skills and teachers’
job performance in public senior secondary schools in Nasarawa West Senatorial
District'>*. Additionally, a significant relationship was identified between principals’
supervisory skills and teachers’ job performance in the same schools'?*. In light of these
findings, the study recommends that principals in secondary schools within Nasarawa
West Senatorial District, Nasarawa State, undergo compulsory training programs, These
programmes aim to equip them with the necessary knowledge and skills Qre for
effective communication and interaction with teachers, ultimately f{h cipg their job

O

Another paper investigated the influence of pris' managerial conceptual

performance.

skills on the job performance of teachers in seconc@gools in Nigeria and beyond,
relying on secondary data from both print and rge sources'?. The compiled results
indicate that 83% of respondents ackno@rgi the impact of principals’ managerial
conceptual skills on teachers' job @ance in secondary schools. In light of these
findings, the study offered t &?l%wing recommendations: First, the government is

advised to develop tr%@rogrammes specifically tailored for school principals'®.
sh

These programmes

")

appropriate mandgerial styles and skills to handle diverse situations in school

Id focus on imparting the knowledge and application of

adminis effectively'?. Additionally, it is recommended that principals take an
act%vg{e in supervising, guiding, and assisting teachers to enhance their professional
skills'?>, This support involves providing the necessary resources and creating an

environment conducive to professional growth and development among teachers.

Again, a quantitative study highlighted the significance of professional
appointments as a starting point for individuals aspiring to become adept headmasters!2S.

Employing a qualitative descriptive approach, the study focuses on generating data
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descriptions encompassing verbal expressions and behavioural patterns. The findings
revealed that professionalism correlated with exemplary performance, highlighting the
principal's competence in enhancing both teacher performance and professionalism. The
start of a comprehensive programme that involves every member of the school
community demonstrates a leadership style that values human resources and places a
strong emphasis on respect for one another!?6, As an example of adaptive leaders$, the
principal of MI Al-Ma'arifBojongsari School has delegated authority to @ers and
administrative staff in order to fulfill the institution's vision and mis io@ n order to

improve the pedagogical proficiency of educators, MI Al-Ma'géi

has put strategies into place!?®. Teachers view teaching a

gsari's principal
going learning process

and work to increase their pedagogical competency th @' oth individual and school-
led initiatives. &Q

Furthermore, another study that v@%ed out in Delta state, which utilized a
correlational survey research desi@explore the relationship between principals'
managerial skills and teachers§0b “performance in secondary schools within the Owa
communities of Delta S@ igeria'?’. Two research questions and three hypotheses
provided the framework™for the investigation, with the study population encompassing all
secondary sc@ﬁe Owa communities of the North Senatorial District of Delta State.
A sam ten principals and seventy-eight teachers was selected using random
sarﬁ& Data collection involved a questionnaire with two sections: the 'Principals'’
Managerial Skills Questionnaire (PMSQ)' and the 'Teachers' Job Performance
Questionnaire (TJPQ).' The instruments underwent face and content validation by two
educational management professors. Reliability coefficients of 0.78 for PMSQ and 0.82

for TJIPQ were determined through the split-half technique, employing the Cronbach

Alpha formula!?’.Research questions were addressed using mean and standard deviation
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scores, while hypotheses were tested with Pearson Product Moment Correlation (r)
statistics at a significance level of 0.05!'?’. The findings indicated that public secondary
school principals' managerial skills influencing teachers' job performance include
communication, human relations, and technical skills'?’. Teachers' job performance was
deemed moderate, and a significant relationship was observed between principals'
communication, human relations, and technical skills and teachers' job performance in
secondary schools in Owa communities, Delta State, Nigeria'?’. The study é the
need for capacity building among principals, particularly in enhancing\technical skills

related to modern techniques and innovative methods in schoo@st ation, aiming to

improve teachers' job performance!?’. 0
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The conceptual model presented above shed light on the combined influence of
motivational factors and principal supervision styles on the job performance of teachers,
alongside investigating potential gender differences in both job performance and

supervision styles.

The integration of motivational factors and principal supervision styles within the
proposed conceptual model represents a holistic approach to understanding the«intricate
dynamics affecting teacher performance in Southwest Nigeria. Motiv. factors,
including a supportive work environment, professional developmenf,oppottunities, and
teachers autonomy, are pivotal in shaping the overall job perfo ¢ and engagement
levels of teachers. These factors, when effectively rnan and integrated, have the

potential to significantly enhance the job performanceéft;chers within the region.

)

Furthermore, the influence of princi upervision styles, such as directive,
collaborative, transformational, suppo }Q; and developmental supervision, further
reinforces the model's depth by I{@)}s«éﬁn g the critical role of administrative leadership

in fostering a conducive en@lent for effective teaching and learning. The varying

styles of principal @ion serve as key determinants in shaping the overall

instructional pnag(e'% and professional development initiatives undertaken within the

N

public sec%dgsﬂﬁchool system.

\/%l critical aspect of this conceptual model pertains to the investigation of potential
gender differences in both job performance and the supervision styles predominantly
adopted by public secondary school principals in Southwest Nigeria. Understanding how
gender dynamics intersect with job performance is essential in addressing any potential

disparities or inequalities that may exist within the educational setting.
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Furthermore, the exploration of gender-specific preferences in principal
supervision styles offers insights into the underlying social and cultural factors that might
influence administrative decision-making processes within the educational context. By
acknowledging and analyzing these differences, policymakers and educational
stakeholders can implement targeted interventions to ensure equitable opportunities and

support systems for all teachers, regardless of gender.

S\

The conceptual model provides a comprehensive framework for ing the
combined influence of motivational factors and principals supervisign of“instructional
styles on the teachers’ job performance in public secondary sc within Southwest
Nigeria. By incorporating an analysis of gender differe in job performance and
supervision styles, the model offers valuable insights@&e complex dynamics shaping
the educational landscape of the region. The@ngs derived from this model are
expected to inform evidence-based polici@%‘[rategies aimed at enhancing the overall

quality of education and promoting N\%le practices within the public secondary school
2.5 Summary of @res Reviewed
This @onsists of four major sections which are; conceptual review,

theoretical&a work, reviews of empirical studies and conceptual model. The

system.

conce%’breview gave insights into relevant and useful concepts of the study such as
motivation, principals’ supervision of instructional styles and public secondary school
teachers’ job performance in South West Nigeria. The topic has two independent
variables (Motivation and Principals Supervision of Instructional Styles) and one

dependent variable (Teachers Job Performance).
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Motivation plays a pivotal role in the performance of an employee, teachers are
not exempted. Teachers job performance rest on motivation and principals’ supervision of
instructional styles in the school settings. Teachers who are intrinsically motivated,
deriving satisfaction from the act of teaching itself, tend to exhibit higher job satisfaction,
which positively influences their job performance’®. External rewards such as salary

increases, promotions, appreciation and recognition, supportive work environment,

professional development opportunities, and teachers autonomy are signiﬁ@ impact

/\

Supportive work environment included clear ¢ Qation, accessible

teachers' job performance,

leadership, responsive problem- solving, organization@lture, collaboration and
teamwork among teachers which can lead to imp, VGD job performance. This may
eventually minimise administrative burdens on %tbrs, allowing them to focus more on

teaching and less on paperwork. ®%

Professional development %@S’t ities focus on knowledge of subject mastery
which contributes to teacheQ%ertise in their subject areas. Continuous professional
development oppoﬁu@\n motivate teachers by helping them improve their skills and
stay updated, ult@y improving job performance®?. It enhances teachers' pedagogical

skills, lead'&ggsdwre effective classroom instruction.

\/%utonomy of teachers has a lot to do in terms of motivating teachers in
discharging effective teaching. Teachers who are given autonomy and decision-making
power in the classroom tend to be more motivated and exhibit better job performance®'.
Autonomy allows teachers to be more creative in their teaching methods, leading to
innovative approaches that can improve student engagement and job performance.

Empowered teachers have the freedom to make decisions related to classroom
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management and curriculum, which often results in better-informed choices and

improved job performance!®.

The second independent variable is principals’ supervision of instructional styles.
Principal is recognized as the supervisory head of the school. He is charged with the
responsibility of planning, organizing, controlling, and directing the affairs of secondary
school. The style of principal’s supervision of instruction employed, determine %evel
of teachers job performance. Teachers who receive supportive a @ ructive
instructional supervision from their principals tend to exhibit impro@gﬂ‘{)erformance
due to increased confidence and motivation. Likewise princi Q) provide regular,
specific, and actionable feedback to teachers positivel uence their instructional

practices, leading to better job performance'*, Q

Instructional supervision that aligns wi @’bschool's mission and goals can help
teachers see the purpose behind their e @resulting in improved job performance in
support of those goals. So alé;\%ﬂ rvision styles that emphasize professional
development opportunities, a%%pport teachers in accessing relevant resources can lead

to improved job per@. Principals who recognize and appreciate teachers' efforts

during supervisiOQ&s boost teacher morale and motivation,

Thécond section examined theories related to the study such as expectancy
the\/ contingency theory. Expectancy Theory is a psychological and motivational
theory that was developed by Victor Vroom in the 1964. It is widely used in the fields of
psychology, management, and organizational behavior to explain why people choose
certain behaviors over others and how they make decisions regarding their efforts and

performance. The theory is based on the premise that individuals are rational decision-
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makers who assess the potential outcomes of their actions and make choices based on the

expected value of those outcomes”’.

The contingency theory on the other hand was developed by Austrian
psychologist Fred E. Fiedler in 1964 during his research of leader effectiveness in group
situations. Fiedler is of the opinion that one’s effectiveness to lead depended on one’s
control of the situation and the style of leadership. He believed that effective 1 rship
is contingent upon the situation at hand. Especially, it depends @ her an
individual's leadership style befits the situation. He is of the opj&rﬁc‘ﬂ'at someone
can be an effective leader in one circumstance and an ineffe geader in another.
He posits that leaders must be aware of their own leaip style as well as their

strengths and weaknesses for the organization to b@ively run.

The literature also looked at some @cal reviews by researchers. Several
related studies were carried out on the @ct matter; the literature reviewed showed
scarcity of studies on the joint co@sﬂi n of motivation and principals supervision of

instructional styles on pub.li@ndary school teachers job performance in South West

Nigeria. This study w@ore carried out to address this gap in knowledge.

x‘?:bt}
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Chapter Three

Methodology

This chapter presents the methodology that was used for this study. The chapter
was organized based on the following sub-headings: Research Design, Population of the
Study, Sample and Sampling Technique, Description of Research Instrument, Validity of
the Instrument, Reliability of the Instrument, Method of Data Collection, Method{Data

3.1 Research Design 6\

Analysis and Ethical Approval.

This study adopted a mixed — method research d iﬁnich comprised both
quantitative and qualitative approaches to provide a co@ nsive understanding of the
research problem. Methodological triangulatio @ployed to enhance the validity
and reliability of the findings by corroborafidg results from different perspectives.
Quantitative data were collected from }bsecondary school teachers using a structured
questionnaire, while qualitative’&GSN were obtained through oral interviews with
principals of selected pub&%ondary schools in Southwest Nigeria. A convergent
parallel mixed design@%ployed, in which both quantitative and qualitative data were
collected and l@g simultaneously, and the results were compared and interpreted

together todraw well-rounded conclusions!.

O

3.2\/ pulation of the Study

The study population included all the teachers and principals in public secondary
schools in Southwest Nigeria. As of the time of this study, there were two thousand, two
hundred and sixty-two (2,262) public secondary schools in the six states of Southwestern

Nigeria. In these schools, there were fifty-six thousand eight hundred and twenty-seven
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(56,827) teachers while the number of principals was two thousand, two hundred and

sixty-two (2,262).

(see Table 3.1 below).

Table 3.1: Population of the Study

S/N  Southwest States Senatorial No of No of Public No of Public
Districts Public Secondary Secondary
Secondary School School
Schools Principals’  Teachers ::
1. Lagos Lagos Central 74 74 1,580Q
Lagos East 88 88
Lagos West 160 160 4,92
Sub-Total 322 322 ’%3,840
2. Ogun Ogun Central 100 100 0 5,164
Ogun East 134 134 % 4,782
Ogun West 108 1 3,016
Sub-Total 342 12,962
3. Oyo Oyo Central 244 4 5,398
Oyo North 171 be 171 3,156
Oyo South 210 6 210 5,954

Sub-Total 625 14,508
4, Osun Osun Central 112 2,406

Osun Easts&lw 159 1,493

Osun \%(35\ 123 123 1,394

Sub- 394 394 5,338

5. Ekiti wfN\Central 159 159 2,872

@i i East 57 57 2,042

kiti North 64 64 1,753

W Sub-Total 280 280 6,667

6. Ondo Q Ondo Central 103 103 4,415

6 Ondo North 89 89 2,047

fb Ondo South 107 107 2,050

\/Q, Sub-Total 299 299 8,512
Grand Total 2,262 2,262 56,827

33 Sample Size and Sampling Techniques

The sample size consists of two thousand one hundred and eighty-seven (2187)
teachers’, and one hundred and seventy-eight (178) principals’ in Ogun, Ondo, and Oyo

States out of the six States of Southwest, Nigeria.
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Multistage sampling procedure which consisted of several sampling methods was
employed to sample a fraction of the population. At stage one, all six states in Southwest
Nigeria were grouped into three strata, which are Osun and Oyo, Ondo and Ekiti and
Lagos and Ogun States. Osun and Oyo formed a stratum because Osun state was carved
out of old Oyo state and likewise Ekiti state was carved out of Ondo state. These states
that were formally together are known to share boundaries and similar chara&ristics
such as culture and political history. Lagos and Ogun States formed a stra ased on
their proximity. After that, Simple Random Sampling Technique was usz) select one

state from each stratum. Oyo states, Ondo states and Ogun states ected from each

stratum. 0$

At stage 2, schools were purposively sample%&the senatorial districts of the
sampled states using formulated criteria of year%(aablishment and number of teachers
in the schools. In other words, public se@g schools with a forty-year existence or
longer and not fewer than sixty te&&e‘ were chosen. This is due to the fact that the
researcher assumed that these @N%?s have been operating for a substantial time frame
and are likely to have e@enced principals and teachers who will be able to provide

pertinent informati@complish the study's goals.

Atthe“third stage, Taro Yamane formula of sample size determination, n= N/
(1+N @was used to decide the sample size in each sampled school®. In this formula,
‘n’Mcts the sample size, ‘N’ depicts population of the study while ‘e’ depicts margin
error (0.05). At stage four, Simple Random Sampling Technique was used to pick the

respondents based on the determined sample size in each senatorial district.
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Table 3.2: Sample Number of Southwest States (n = 3)

S/N  Southwest Senatorial No of Public No of Public No of Public
States Districts Secondary Secondary Secondary School
Schools School Teachers’
Principals’
1. Ogun Ogun Central 100 100 5,164
Ogun East 134 134 4,782
Ogun West 108 108 3,016
Sub-Total 342 342 12,%&
2. Ondo Ondo Central 103 103
Ondo North 89 89 7
Ondo South 107 107 ’\ 2,050
Sub-Total 299 299%0 8,512
3. Oyo Oyo Central 244 5,398

Oyo North 171 Q% 3,156
Oyo South 210 ’§ 210 5,954

Sub-Total 625 625 14,508

Grand Total 1,&6\’6 1,266 35,982
\

Source?? N
Q)

Table 3.2 shows that the@ selected states which are Ogun, Ondo and Oyo
states have one thousand® %ndred and sixty-six (1,266) principals and thirty-five

thousand nine hundreﬁ@ eighty-two (35,982) teachers in public secondary schools.

S
x‘g’b
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Table 3.3 Sampled Schools in each Senatorial District

S/N  Southwest States Senatorial Districts ~ No of Public No of Sampled

Secondary Public Schools
Schools
1 Ogun Ogun Central 100 15
Ogun East 134 21
Ogun West 108 11
Sub-Total 342 47
2 Ondo Ondo Central 103 16
Ondo North 89 14 Q\
Ondo South 107 18 0
Sub-Total 299 /Q(J
3 Oyo Oyo Central 244 0 1
Oyo North 171 % 24

Oyo South 210 Q 28
Sub-Total Q 83

S
Grand Total ’b 66 178

Source:?2 fb\’
The number of schools tha e chosen in each senatorial district of each

sampled state is shown in Tabé&c.a According to the table, one hundred and seventy-

eight (178) were chosen ﬂ@e 1,266 public secondary schools.
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Table 3.4 Total Number of Teachers’ and Principals’ in the Sampled Schools

S/N  Southwest States Senatorial No. of Number of Number of
Districts Sampled Teachers’ in Principals’ in
Public the Sampled the Sampled
Schools. Public Public Schools.
Schools.
1. Ogun Ogun Central 15 652 15
Ogun East 21 715 21
Ogun West 11 512 11
Sub-Total 47 1,879 47*
2. Ondo Ondo Central 16 513 Q?
Ondo North 14 489 ‘
Ondo South 18 671 ’\ 18
Sub-Total 48 1, 48
3. Oyo Oyo Central 31 07 31
Oyo North 24 Q 672 24
Oyo South 28 691 28
Sub-Total gb* 2,084 83
Grand Total ’b@ 5,636 178
Source:?

Presented in table 3.4 is t ’ﬁmber of teachers and principals in the sampled
schools. It revealed that thengéne hundred and seventy-eight (178) principals and five

thousand six hundre@urty-sm (5,636) teachers in the sampled public secondary

110



Table 3.5 Summary of Sample

S/N  Southwest States  Senatorial Number  of No. of Number  of
Districts Teachers” in Sampled Sampled
the Sampled Teachers’ in Principals’
Public Public
Schools. Schools
1. Ogun Ogun Central 652 248 15
Ogun East 715 257 21
Ogun West 512 225 11
Sub-Total 1,879 730 * 47
2. Ondo Ondo Central 513 225 OQ 16
Ondo North 489 ’éi 14
Ondo South 671 1 18
Sub-Total 1,673 % 696 48
3. Oyo Oyo Central 721 257 31
Oyo North 6@ 251 24
Oyo South ’b 1 253 28
Sub-Total 6 2,084 761 83

Grand Total ’b 5,636 2,187 178

Source: 2 %\
Table 3.5 presents summ 6;\& sample using Taro Yamane sampling formula®

Two thousand one hundred@ eighty-seven (2,187) teachers and one hundred and

seventy-eight (178) pt%)le were sampled.

34 Desc-@Research Instrument

5@6 quantitative aspect of the study, Questionnaire on Secondary School

Tea\& Job Performance (QoSSTeJoP) was used for data collection while the “The
Principal Interview Guide (PIG)” was employed to elicit information for the qualitative
aspect of the study. Both the quantitative and qualitative research instruments are

described below.

111



3.4.1 Description of Research Instrument for the Quantitative Aspect of the Study

The quantitative aspect of this study employed an adapted four-point Likert scale
questionnaire titled "Questionnaire on Secondary School Teachers’ Job Performance
(QoSSTeJoP)*>678  The instrument was divided into four sections (A-D), each

addressing distinct aspects relevant to the study.

Section A was used to gather respondents’ demographic information %ﬂder,

age, years of teaching experience, and educational qualifications. <

Section B comprised 25 items designed to assess teacheerformance across
five core areas of teaching competence: instmctio;@e ctiveness, classroom
management, student assessment, student support @ guidance, and technology

integration. Respondents rated their frequency G@Qgement in these activities using a

four-point Likert rating scale: Always (4)@ (3), Rarely (2), and Never (1).

Section C included 15 iterﬂ@h focused on motivational factors. The items

were structured around thre??reas of motivational factors of supportive work
[ ]

environment, professi a@elopmen‘[ opportunities, and teacher autonomy. Responses

were rated on a fout-point agreement scale: Very True (4), True (3), Partially True (2),

and Not TrueQ);\\'

chion D also consisted of 15 items examining principals’ supervision styles,
ainh/ at identifying the most prevalent approaches among directive, collaborative,
transformational, supportive, and developmental supervision. Responses were again

recorded using the frequency scale: Always (4), Seldom (3), Rarely (2), and Never (1).
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The instrument was designed to ensure reliable measurement of the study’s key
constructs and to facilitate quantitative analysis of the relationships between motivation,

supervision styles, and teachers’ job performance.

3.4.2 The Principal Interview Guide” (PIG) for the Qualitative Aspect of the Study

The second instrument in this study “The Principal Interview Guide” (PIG) is a
qualitative data collection instrument designed to gather detailed insights ame level
of job performance, motivational factors, and principals’ supervision n public

secondary schools in Southwest Nigeria. It consists of three sectionSyeach focusing on

different aspects of the study. @

Section 1: Job Performance of Teachers. 0

This section aimed to understand the S'ob@ormance of teachers in public

secondary schools. It explores five ke ensions: Instructional Effectiveness,

Classroom Management, Students’ A@)ent, Students’ Support and Guidance, and
Technology Integration. Througk@ﬁes of open-ended questions, principals were asked
to provide their opinions,® @%&tions, and examples related to each dimension. This

section sought to uﬂs@&he teachers’ strengths and areas for improvement in the

performance {L;@ﬁles as teachers.

Section 2: Wibtivational Factors in Public Secondary Schools.

\/%16 second section delved into teachers’ motivational factors influencing teachers
within the schools. It examined three dimensions: Supportive Work Environment,
Professional Development Opportunities, and Teachers’ Autonomy. Principals were
encouraged to share their perspectives on these factors, provide examples of initiatives or
practices, and assess how well the school addresses the needs of its teaching staff to

maintain their motivation and well-being.
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Section 3: Principals’ Supervision of Instructional Styles

The third section investigated the public secondary school principals’ supervision
styles. It covers five supervision styles: Directive, Collaborative, Transformational,
Supportive, and Developmental Supervision. Principals were asked to reflect on their own
supervisory approaches, describe instances where they've utilized each style, and assess

the impact of these styles on teacher performance and development. *

3.5  Validity of the Instrument ( 0

To establish the content and face validity of both the teac uestionnaire and

the principals’ interview guide, the drafted instruments wereSi y presented to the
researcher’s supervisor for a thorough review. The s r assessed the structure,
adequacy, and relevance of the items to ensure @r alignment with the research
objectives and to avoid biased questions. ’@fqmnally, Faculty members within,
including experts in measurement and evzh\\gn, were consulted to provide further input.
Their collective feedback helped ir&i@g the accuracy, clarity, and appropriateness of
the instruments. All necey@rections and refinements were made based on their

recommendations be@ questionnaire and interview guide were finalised and

administered.
Q

3.6 R@n ity of the Instrument

N%n instrument is considered reliable when it consistently measures what it was
intended to measure under the same circumstances'?. To ensure the reliability of the
instrument used in this study, a pilot study was conducted by administering
questionnaires to a group of fifty (50) teachers from five schools in Oyo town in Oyo

state, which were deliberately exempted from the actual study. The reliability of the
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instrument was assessed using the Cronbach alpha coefficient, and reliability value of

0.795 was generated to ascertain the degree of reliability of the quantitative instrument.

3.7 Administration of the Research Instrument

A letter was obtained from the Researcher’s department at Lead City University,
Ibadan which was shown to the principals of the selected schools to seek permission and
approval for administration of the instruments. The instruments were administera%/ the

researcher and five research assistants, who were trained on the distributif letrieval
of the instruments. /\

3.8  Method of Data Collection %

A total of 2,187 questionnaires were administer Qsampled public secondary
school teachers. Of these, 1,946 were retrieved, egﬁ%ﬁng an 89.0% return rate. Out of
the retrieved questionnaires, 1,773 were foun. and suitable for analysis, resulting in
a usable response rate of 81.1%. Likewi }& principals were selected for the interview
phase. Of these, 143 were succ . y&u

interviewed, and their responses were deemed

suitable for analysis, yieldin gfnpletion rate of 80.3%.

3.9  Method ofxa}hnalysis
nstru

After @\\1'

numeric@ing their scale values and entered into the IBM SPSS Statistics 25 software

ments have been retrieved, the questionnaires were coded

for\g%analysis. Analysis of the data was done using both descriptive and inferential
statistics. Descriptive statistics of frequency and percentage counts were used to analyse
the demographic information of the respondents while frequency counts, percentages,
mean (x) and standard deviation (SD) were used to provide answers to the three research
questions. For hypothesis testing, inferential statistics were applied; Multiple Regression

Analysis was used to test hypotheses 1 and 2 while the independent samples t-test was
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used to test hypotheses 3 and 4 all at the 0.05 level of significance. The qualitative

interviews were analysed using content analysis.

3.10 Ethical Approval

The researcher obtained letters of introduction from his institution, Lead City
University to formally request permission from the selected schools to conduct the study.
Informed consent were sought and obtained from all participants, and participdtion was
entirely voluntary. Respondents were provided transparent information a @ urpose
of the study and the use of the data after which they were assured thaf% study is strictly
for academic purposes, and that all information provided wa treated with strict

confidentiality.
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Chapter Four

Results and Discussion of Findings
4.1 Instrument Response Rate

Table 4.1: Qualitative Instrument Response Rate
S/N Instrument Response Rate Frequency Percentage
1 Interview Proposed 178 100

2 Interview Conducted 143 .3
Source: Researcher’s Field Survey, 2024 0

Table 4.1 revealed that out of the 178 interviews proposed to K&wd out on

principals, 143 were eventually conducted, indicating a respons f 80.3% suitable

for the analysis. 0

Table 4.2: Quantitative Instrument Response Rate

S/N Instrument Response Rate t%e\luency Percentage
O

1 Distributed @0 2,187 100
2 Retrieved . ,& 1946 89

3 Found Use@g Analysis 1773 81.1

Source: Researcher’s Field-Suivey, 2024

Table 4.2 reveqla&t out of the 2,187 questionnaires administered to teachers, 1,946
were retu eg.ﬂ\dicating a response rate of 89%. After carefully reviewing the
respo@)r accuracy and completeness, 1,773 questionnaires were considered valid

and stitable for analysis, accounting for 81.1% of the total distributed.

4.2  Demographic Data Analysis

This section presents demographic information of respondents
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Table 4.3: Demographic Data of Teachers’

Gender Frequency Percent
Male 847 47.8
Female 926 52.2
Total 1773 100.0
Age Range
20 Years or Less 15 0.8
21-30 Years 341 19.2
31-40 Years 557 314
41-50 Years 425 24.0
50 Years and 435 24.5
Above
Total 1773 100.0
Years of
Experience
1-10 Years 447 25.2
11-20 Years 484 27.3
21-30 Years 541 30.5
31 Years and 301 17.0
Above
Total 1773 100.0
Educational ‘
Qualification 5Q
TCI/TCII 415 23.4
ND ,;g 319 18.0
HND @) 203 11.4
Bachelor’s degree 302 17.0
Master’s degree 498 28.1
MPhil/PhD 36 2.0
Total 1773 100.0

Source: Researcher’s Field Survey, 2024
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The demographic data of teachers presented in Table 4.3 provides insight into
their gender distribution, age range, years of experience, and educational qualifications.
The data reveals that there is a relatively balanced gender distribution among the
teachers, with 47.8% being male (847 teachers) and 52.2% being female (926 teachers).
This indicates that there are slightly more female teachers than male teachers that

participated in the research.

In terms of age distribution, the largest proportion of teachers falls e 31-
40 years age range (31.4%), followed by those aged 50 years and abow .5%) and 41-
50 years (24.0%). A smaller percentage of teachers belong to 0 years category
(19.2%), while only 0.8% are 20 years old or younger. Thi@ests that the majority of
teachers are in their mid-career stages, with a subs@&number in senior positions,

contributing to a workforce that is experienced a@mre.

The years of experience amonat%teachers vary, with the highest percentage
(30.5%) having 21-30 years of @ng experience. Additionally, 27.3% have 11-20
years of experience, while'@%iave between 1-10 years. The remaining 17.0% have
over 31 years of exp@% indicating that a significant proportion of teachers have
spent decades h’\'@frofession. This distribution suggests a blend of relatively new
teachers apd s€asoned professionals, which may contribute to a dynamic teaching

envir(éét with a balance of fresh perspectives and extensive expertise.

Regarding educational qualifications, the largest proportion of teachers hold a
Master’s Degree (28.1%), followed by those with TCI/TCII/NCE (23.4%). Additionally,
18.0% have an ND (National Diploma), while 17.0% hold a Bachelor’s Degree and
11.4% possess an HND (Higher National Diploma). Notably, only 2.0% of teachers

have an MPhil or PhD, indicating that very few have attained the highest academic
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qualifications. This suggests a potential need for further academic advancement among

teachers, particularly in pursuing doctoral degrees to enhance their qualifications and

research expertise.

Table 4.4: Demographic Data of Principals’

Gender Frequency Percent
Male 100 69.9
Female 43 30.1
Total 143 100.0
Age Range
31-40 Years 13 9.1
41-50 Years 85 59.4
Above 50 Years 45 31.5
Total 143 100.0
Years of Experience
1-10 Years 7 49
11-20 Years 10 7.0
21-30 Years 75 52.4
31 Years and Above 51 35.7
Total \1 143 100.0
S o
Educational Qualiﬁcati@
HND 11 7.7
Bachelor’s De a\% 64 44 .8
’ i} 61 42.7
i 7 4.9
143 100.0

Source: Researcher’s Field Survey, 2024
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The demographic data of principals presented in table 4.4 revealed that a larger
proportion were male, representing 69.9% of the respondents, while females accounted
for 30.1%. In terms of age distribution, the majority of the principals (59.4%) were
within the 41-50 years age bracket, followed by 31.5% who were above 50 years, and
9.1% between the ages of 31 and 40. This suggests that most of the principals were in
their mid to late career stages. Regarding years of experience, more than half (52.4%)
had served between 21 and 30 years, while 35.7% had over 30 years of ience,
indicating a highly experienced leadership group. Only 11.9% had fewerthan 20 years
of experience. With respect to educational qualifications, 44.8% o@&pincipals held a
Bachelor’s degree, 42.7% possessed a Master’s degree, 7Z#4%o a Higher National
Diploma (HND), and a small fraction (4.9%) had eithe ghil or Ph.D. This shows

that the majority of the principals were well-zuﬂ@, with a considerable number

having attained postgraduate education. \Q’b

4.3 Presentation of Data &@

4.3.1 Answers to Research ions

< @5
This sub—sect%@ins tables showing analysis of responses to answer the

formulated reseagc\' uestions.

Research Ql@n One: What is the level of job performance of teachers in public

seconda@ools in Southwest Nigeria?

\/Q/
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Table 4.5a: Level of Job Performance of Teachers’ in Public Secondary Schools in
Southwest Nigeria

S/n Item: I; AL S R N M SD
() (%) () (%)
Instructional Effectiveness
1 communicate complex concepts in 812 635 188 138 3.20 0.915
a clear and understandable manner (45.8) (35.8) (10.6) (7.8)
during lectures
2 use varied instructional strategies 845 451 285 192 3.10 1.030
to cater for different learning (47.7) (25.4) (16.1) (10.8)
styles within the classroom
3 encourage critical thinking and 1202 364 78 129 3.49 0.880
problem-solving skills through my (67.8) (20.5) (4.4) (7.
teaching methods
4. connect the lesson content to real- 779 541 344 (éd 3.12 0.930
life examples, making it relevant (43.9) (30.5) (19.4 1)
and engaging for students )\
5. manage to maintain a pace that 652 704 191 3.02 0.962
ensures all students grasp the (36.8) (39.7) %) (10.8)
material without feeling rushed or 0
overwhelmed.
Total 858 9 224 606 3.19
(48.4) ’ﬁ.@ (12.7) (34.2)
Classroom Management
6 establish and communicate clear fb 582 182 91 3.31 0.854
classroom rules and expectations \9&) (32.8) (10.3) (7.8)
to the students .
7 handle disruptions and be ’Ss 304 326 37 106 3.60 0.801
issues in a fair, respectﬁ& d (73.5) (18.4) 2.1 (6.0)
effective manner
8 create a posmve a@ncluswe 842 594 204 133 3.21 0.920
classroom  en nt  that (47.5) (33.5) (11.5) (7.5)
encourages active) participation
and mutu 1\ respect among
student
9 manag(/ ansitions  between 907 497 159 210 3.18 1.020
' maximizing (51.2) (28.0) (9.0) (11.8)
10nal time and minimizing
ptions
10 balance between 872 532 198 171 3.19 0.977

maintaining a structured (49.5) (30.0) (11.2) (9.6)
classroom and allowing for

flexibility to accommodate

students' individual needs

Total 969 506 156 142 330
(54.6)  (28.6) (8.8 8)

123



Student’s Assessment

11 design assessments that align with
the learning objectives and
adequately measure  students'
understanding of the material

12 provide timely and constructive
feedback on assignments and
assessments to help students
improve

13 use a variety of assessment
methods to assess different skills
and knowledge areas

14 involve  students in  self-
assessment and reflection,
promoting meta-cognition and
ownership of their learning

15 adjust my teaching based on
assessment results to address areas
where students may be struggling
Total

Students’ Support and
Guidance

16 make myself available for one-on-
one discussions or assistance
outside of class time when
students have  questions
concerns *

17 show empathy and unders @g
towards students' indivi 1§}Eeds,
backgrounds, and cha

18 provide academi Qg personal
guidance, helpi tudents set
goals and deyeldp strategies to

achieve @
19 comm@ with
parehts/guardians to keep them
i d about students' progress
ddress any concerns
20&&1‘ a sense of belonging and
emotional ~ well-being  among
students, creating a supportive

classroom atmosphere
Total

571
(32.2)

645
(36.4)

685
(38.6)
507
(28.6)
326

(18.4)

547
(30.8)

oS
&

S

795
(44.8)

840
(47.4)

1105
(62.3)

864
(48.7)

842
(47.5)

124

404
(22.8)

264
(14.9)

301
(17.0)
371
(20.9)

600
(33.8)

305
(17.2)

318
(17.9)

304
(17.1)
443
(25.0)

5
(

388 0
(2%0(21.4)

(O
(24.1)

268
(15.1)

590
(33.3)

367
(20.7)

529
(29.8)

436
(24.6)

447
(25.2)

404
(22.8)

192
(10.8)

149
(8.4)

207
(11.7)

280
(15.8)

493
(27.8)

546
(30.8)

483
(27.2)

(

319
(18.0)

459
(25.9)

292
(16.5)

306
(17.3)

151
(8.5)

152
(8.6)

173
(9.8)

215
(12.1)

2.59

2.57

2.67

CQ\M
/\

2.53

2.58

2.76

2.88

3.20

3.37

3.18

3.08

1.201

1.261

1.241

1.154

0.989

1.094

1.163

0.941

0.957

0.982



Technology Integration

21 incorporate technology tools and 771 611 221 170 3.12
resources to enhance instructional  (43.5)  (34.5) (12.5) (9.6)
content and engage students in the
learning process

22 ensure that technology is used 945 437 239 152 3.23
purposefully and aligns with the (53.3) (24.6) (13.5) (8.6)
learning objectives of the lesson

23 address technical issues that may 796 296 428 253 2.92
arise during technology-based (44.9) (16.7) (24.1) (14.3)
activities without causing
significant disruptions %

24 promote digital literacy and 916 483 262 llQ 24

among students

responsible use of technology (51.7) (27.2) (14.8) (@

25 adapt my teaching methods when 747 721 163 3.17
technology-related challenges  (42.1) (40.7) (9, (8. O)
arise
Total 835 510 262 166 3.14

47.1) (2@ (14.8) 9.4)
4

Weighted Mean = 3.06 N
Source: Researcher’s Field Survey, 2024 o

KEY: AL=Always (4), S=Seldom (3), R@Q) N=Never (1), M=Mean, and SD =
Standard Deviation

Decision Rule: Mean value of 0.00° ’Q‘%— Very Low; 1.50 - 2.49 = Low; 2.50 - 3.49 =
High; 3.50 - 4.00 = Very High \C)

Table 4.5b: Summary of\vQLevel of Job Performance of Teachers’ in Public
Secondary Schools in Sofithwest Nigeria

S/n Job Perfm’@& Indices AL S R N M
(%) (%) () I ()
Instruc \ ectlveness 858 539 224 606 3.19
CJ (48.4) (30.4) (12.7) (34.2)
2 Cla@om Management 969 506 156 142 3.30
~ (54.6) (28.6) (8.8) (8)
3. \ﬁ!ﬁdent’s Assessment 547 388 380 459 2.58
(30.8) (21.9) (21.4) (25.9)
4. Students’ Support and Guidance 842 436 280 215 3.08
(47.5) (24.6) (15.8) (12.1)
5. Technology Integration 835 510 262 166 3.14

(47.1)  (28.8)  (14.8)  (9.4)

Weighted Mean = 3.06

Source: Researcher’s Field Survey, 2024

KEY: AL=Always (4), S=Seldom (3), R=Rarely (2), N=Never (1), M=Mean, and SD =
Standard Deviation
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0.964

0.980

1.121

0.927

0.897



Decision Rule: Mean value of 0.00 - 1.49 = Very Low; 1.50 - 2.49 = Low; 2.50 - 3.49 =
High; 3.50 - 4.00 = Very High

Tables 4.5a and b present the level of job performance of teachers in public
secondary schools in Southwest Nigeria, revealing an overall high level with a weighted
mean of 3.06. This suggests that, on average, teachers effectively fulfill their
professional responsibilities across the five key performance areas investigated in this
study viz-a-viz instructional effectiveness, classroom management, student’s a@ent

students’ support and guidance and technology integration. 0

As revealed in Table 4.5a, where teachers demonstratedQ 1nstruct10nal
effectiveness, were particularly in encouraging critical think problem-solving
skills (3.49), clearly communicating complex concep 20), and connecting lesson

content to real-life examples (3.12). However, there@oom for improvement in using

varied instructional strategies (3.10) and main@, an appropriate lesson pace (3.02).

Classroom management is ano er ca where teachers demonstrated high job
performance, as shown by their a Q§\S6 andle disruptions effectively (3.60), establish
clear classroom rules (3. 31)&1’63’[6 a positive classroom environment (3.21). They

also manage trans1t10©g een activities (3.18) and balance structure with flexibility

(3.19)toa consc&?&b extent.

Stu@t assessment practices, however, show moderate performance. The
IO\Q& aspects include involving students in self-assessment and reflection (2.53),
adjusting teaching based on assessment results (2.53), and designing effective
assessments (2.59). Providing timely feedback on assessments (2.57) and using a variety

of assessment methods (2.67) also need improvement.

In terms of student support and guidance, teachers actively communicate with

parents or guardians (3.37) and provide academic and personal guidance (3.20). They
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also create a supportive classroom atmosphere (3.18). However, their availability for
one-on-one student discussions (2.76) and ability to show empathy toward students’

individual needs (2.88) are slightly lower.

Technology integration was rated high, with teachers ensuring technology use
aligns with learning objectives (3.23) and promoting digital literacy (3.24). However,

addressing technical issues without disruptions (2.92) and adapting teaching methods

during technological challenges (3.17) show some limitations. QQ
Table 4.5b revealed that, teachers in public secondary sc%(m/SOthest
Nigeria perform well, in the following order; classroom ement (54.6)%,
instructional effectiveness (48.4)%, student support and g ce (47.5)%, technology
integration (47.1)%, and student assessment (30.8 ‘@Iowever, improvements in

assessment strategies, personalized student supp%ﬁéhd technology management could

further enhance their performance. @

Content Analysis of Principals’(};‘éﬂ) ses on the Level of Job Performance of

Teachers’ in Public Second&hools in Southwest Nigeria

N\

Principals in\@ secondary schools across Southwest Nigeria generally
recognize tha '!\‘Q' s are dedicated and committed to their work, though they
acknowle tgge are areas that still need improvement. One principal remarked, “Our
te chﬁ@ passionate about their work, but the diverse needs of the students often pose
a challenge.” Teachers are often praised for delivering their lessons effectively, using
clear explanations and relatable examples that help students grasp the subject matter.
One principal commented, “The way our teachers simplify complex concepts makes a
huge difference in student understanding. But we need more teachers to incorporate

interactive methods.” Many teachers make a conscious effort to keep lessons engaging,
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but principals noted that not all teachers manage to fully adapt their methods to meet the
diverse learning needs of their students. Another principal shared, “Some teachers still
rely too much on traditional methods and miss opportunities to engage students actively
in learning.” While lessons usually align with curriculum objectives, some teachers
struggle with making their teaching more interactive and student-centered. Principals
emphasized that ongoing training is essential to help teachers refine their methods and
make learning more impactful and inclusive for all students. “Continuous @sional

development is key for our teachers to stay relevant,” one principal st3t<d.< )

In terms of classroom management, principals expreeral satisfaction

with how teachers maintain discipline and structure in th asSrooms. One principal
noted, “Our teachers do a good job of keeping the class@ organized and focused, but
disruptions are inevitable, especially with large s.” Teachers are able to enforce
rules and establish an environment cond @eaming. However, some teachers face
difficulties when dealing with disruptiveStudents or unmotivated learners. “It’s always a
struggle with some students who{é?\don’t want to learn. Our teachers sometimes feel
like they are fighting a lc@aﬁle,” one principal admitted. Experienced teachers are
generally more adeptgndling such challenges, but others still require guidance and
support. Ano@ipal added, “We have some great veteran teachers who manage
classroom@ruptions with ease, but newer teachers often need more support.” While
somg/ghools offer training in classroom management techniques, principals believe
there is still more that can be done to equip teachers with strategies to handle difficult
situations effectively without disrupting the flow of teaching. “We need to implement
regular workshops on dealing with difficult students and maintaining focus in class,”

suggested one principal.
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When it comes to student assessment, most teachers predominantly rely on
written tests and assignments as their main form of evaluating students' progress. “In our
schools, written exams are still the norm, but we know they don’t capture everything,”
one principal said. While these methods provide a basic gauge of student understanding,
principals feel they often fail to capture the true depth of student learning. Many
teachers lack the training or exposure to alternative assessment methods like ;&ject-
based learning, peer reviews, or continuous formative assessments. “Teach@% used
to the traditional exam methods, and it’s hard to get them to see the Walue of other
assessment tools,” another principal observed. Additionally, @ class sizes and
overwhelming workloads make it difficult for teache@ﬁ)vide detailed and
personalized feedback to each student. “Teachers are o retched thin, so giving one-
on-one feedback to each student is a luxury e@ afford,” shared one principal.
Principals pointed out that while some te%fba e assessment seriously and use it as
an opportunity to guide students, o}@ it as a routine task with minimal effort to

help students improve. “Some te simply mark the papers and move on, but there’s

a need for more in-depth fé@@% to help students grow,” commented another principal.

Beyond acade&, teachers play a vital role in supporting students emotionally
and socially. éﬁﬁb& acknowledged that many teachers go beyond the call of duty to
mentor an@uide students, particularly those struggling with personal or academic
cha@i& “We have teachers who genuinely care about their students’ well-being and
make an effort to be there for them,” one principal said with pride. However, the level of
personalized support varies widely across schools. “While some teachers take time to
connect with students individually, others are too overwhelmed with their own work to
offer personalized support,” another principal noted. Some schools have well-

established guidance counseling services, while others rely solely on the teachers'
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individual efforts. “We have a counseling department, but it’s not enough; we need
teachers to play a more active role in supporting students,” a principal commented.
Principals emphasized the need for a more structured approach to emotional and
academic support, one where teachers, school management, and external organizations
collaborate to better address students’ needs. “A more coordinated approach between

teachers, counselors, and external agencies could help ensure no student is left b&d,”

one principal suggested. QQ

The integration of technology into teaching is another area w re(nahy schools
face challenges. “The world is changing, but most of our schools @ll lagging behind
when it comes to tech integration,” said one principal. Whi &eachers are open to
incorporating digital tools into their classrooms, many 1@1@ skills and resources to do
so effectively. “Some of our teachers are eager ’@thechnology, but they don’t have
the training or tools to make it work,” Kﬂ@%rincipal shared. Some schools do not
even have enough functional comppﬂ internet access, which makes the integration
of technology into teaching nQGJQ%D\impossible. “We’re lucky if we have enough
computers for the staff, %@ne for the students,” a principal commented. Even in
schools where techn(@ is available, only a few teachers make full use of it due to a
lack of digit@ training. “The few who use technology effectively are doing
wonders 6 they’re the exception, not the rule,” said one principal. Principals
ack@ddged that for teachers to embrace technology in their classrooms, they need
proper training and access to the necessary tools. Unfortunately, funding remains a
significant barrier, and most schools struggle to provide even basic infrastructure, let
alone modern technological tools. “If the government could provide funding for

technology, our teachers would be able to integrate it effectively into lessons,” one

principal suggested.
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Despite these challenges, principals expressed appreciation for the efforts of
teachers, noting that most teachers are doing their best with limited resources. “Teachers
here go above and beyond, often spending their own money to buy supplies or staying
late to help students,” one principal remarked. Many teachers sacrifice their personal
time and money to buy teaching materials or stay after school hours to assist struggling
students. Principals believe that with better funding, enhanced professional devel&ent
opportunities, and a more supportive system, teachers would be able to i % their
performance and make an even greater impact. “With proper support esgurces, our
teachers could do much more,” one principal said. They remain u that increased
investment from the government and other stakeholders=will\empower teachers to
deliver high-quality education and contribute positive@t e academic and personal

development of their students. “We just need 1?@4‘@ investment in education,” one

principal concluded. \Q’b

Research Question Two: What is t ent to which public secondary school teachers

in Southwest Nigeria are motivat@

Table 4.6a: Extent %@h Public Secondary School Teachers’ in Southwest

Nigeria are Motivate
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VN
S/n Item: My, ch’é&ﬂ VT T PT NT M SD
(%) (%) (%) (%)
Supporti ork Environment
oS
1 eﬂj%?(lv overall  sense  of 879 588 160 146 324  0.926
collaboration  and  friendship
among colleagues. (49.6) (33.2) (9.0) (8.2)
2 administration values and 917 417 164 275 3.11 1.103
recognises my contributions as a
teacher. (51.7) (23.5) 9.2) (15.5)



10

peers and  superiors  give
constructive feedback and
encouragement to me as a teacher

provides and am satisfied with the
availability of resources and
facilities that support effective
teaching.

leadership approach to address
concerns and create an atmosphere
of open communication satisfies
me as a teacher.

Total

Professional Development
Opportunities

participate in  and  enjoy
workshops and seminars that are
offered by my school to enhance
my teaching skills

encourage me through financial
support to participate in externa
professional development events&

provides varieties and ° ant
professional pment
opportunities that satisfig¢s me as a

teacher . ,&
aligns p fe@al development

with individual teacher’s needs
and roader goals of the

msi% n
sees the insights and knowledge
gained from professional

development at improving my
teaching practices

Total

712
(40.2)
739

(41.7)

763

(43.0)

802
45.2)

823
(46.4)
>
44.2)

955

(53.9)

756

(42.6)

678

(38.2)

799
45.1)

N
X

592 281 188
(33.4)  (15.8)  (10.6)
552 236 246

GL1)  (133)  (13.9)

511 295 204

(28.8)  (16.6) (11.5)

NS
O

59 sz 195
’b@’q} 9.1)  (11.0)

479 298 212
(27.0)  (16.8)  (12.0)
380 252 186

(21.4)  (142)  (10.5)

510 346 161

(28.8)  (19.5)  (9.1)

606 236 253

(342)  (133)  (14.3)

514 259 201
29  (146) (11.4)
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3.03

3.01

3.08

3.15

3.03

3.19

3.05

2.96

3.08

0.992

1.051

&

0.986

1.043

1.033

0.991

1.042



11

12

13

14

15

Teachers’ Autonomy

gives the freedom to adapt my 845 557 228 143 3.19
teaching methods and curriculum
(47.7) (31.4) (12.9) (8.1)

supports me in experimenting 1065 464 107 137 3.39
with innovative teaching

approaches and trying new (60.1) (26.2) (6.0) (7.7)
instructional strategies

welcomes input in decisions 791 553 217
related to curriculum design,

classroom policies, and school (44.6) (31.2) (12.2) (12(/0

nitiatives

administration involve teachers in 935 454 208 &
the decision-making processes that %

affect the teaching and learning (52.7) (25.6) 9.9)

environment Q

empowered me to  make 842 5 1 252 162 3.15
meaningful contributions to the
educational direction of the school  (47.5) ’b 2) (14.2) 9.1)

Total 89 509 202 166 3.20

. % 28.7 11.4 9.4
&(_?SO) 28.7) (114  (94)

o
Weighted Mean = 3.12 \\‘(J

Source: Researcher’s Fie ey, 2024
KEY: VT= Very %, T= True (3), PT= Partially True (2), NT=Not True (1),

M=Mean, and<ﬁ ndard Deviation
Decision ean value of 0.00 - 1.49 = Very Low; 1.50 - 2.49 = Low; 2.50 - 3.49 =
High; 3 00 Very High

\/QJ
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0.945

0.906

1.020

0.999

0.980



Table 4.6b: Summary of The Extent to which Public Secondary School Teachers’

in Southwest Nigeria are Motivated

S/n  Motivational indices VT T PT NT M
(%) (%) (%) (%)
1. Supportive Work Environment 802 532 227 212 3.08
(45.2) (30) (12.8) (12)
2. Professional Development 799 514 259 201 3.08
Opportunities (45.1) (29) (14.6) (11.4
3. Teachers’ Autonomy 896 509 202 166 3.20

(50.5)  (28.7) (114)  (94\
~N
N
KEY: VT=Very True (4), T= True (3), PT= Partially True (2), NT=Not T@) and

M=Mean /\

Decision Rule: Mean value of 0.00 - 1.49 = Very Low; 1.50 - 2. gw; 2.50-3.49=
High; 3.50 - 4.00 = Very High

Weighted Mean = 3.12

Table 4.6a revealed that public secondary schoc ers in Southwest Nigeria
experienced a high level of motivation, as indi t@ a weighted mean of 3.12. This
suggests that while teachers generally feel ed and encouraged in their roles, there
are still areas that could be enharzcse&x.mher strengthen their motivation and job
satisfaction. Teachers experienc&g')\pportive work environment, as they appreciate
collaboration and friendsh{&mong colleagues (3.24) and feel that administrators
recognize their contribv@ns (3.11). They also receive constructive feedback from peers
and superiors 3%\3 d express moderate satisfaction with the availability of resources
and facilité(&Ol). The leadership's approach to addressing concerns and fostering

op@gunication is also rated positively (3.03).

Regarding professional development opportunities, teachers are generally
satisfied, particularly with the variety and relevance of training programmes (3.19) and
their ability to participate in workshops and seminars (3.15). However, financial support
for external professional development (3.03) and aligning training with both individual

and institutional goals (3.05) could be improved. Teachers see professional development
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as beneficial, but its direct impact on improving teaching practices is rated slightly

lower (2.96).

In terms of teachers’ autonomy, respondents feel supported in experimenting
with new instructional strategies (3.39) and given freedom to adapt teaching methods
(3.19). They also believe they have input in curriculum decisions and school initiatives
(3.08) and are involved in decision-making processes (3.21). Additionally, teac feel
empowered to contribute to the school's educational direction (3.15). Ovel@achers

in public secondary schools in Southwest Nigeria experience a high elgﬁ‘notivation,

particularly in areas of autonomy and professional development%o

Table 4.6b summaries that, teachers autonomy t lead among the indicators
of teachers motivating factors in public secondary§ehools in Southwest Nigeria with
(50.5%), while supportive work environ ollowed (45.2%) and professional
development opportunities been the least \Qrating factor (45.1%). However, increased

administrative support, better align. %training programmes with teachers' needs, and

more financial backing for p@bnal growth could further enhance their motivation.

Content Analysis o l\@?lpals Responses on the Level of Motivational Factors in

Public Seconﬂ!ﬁ@ools in Southwest Nigeria

Pri@als in public secondary schools across Southwest Nigeria have a lot to say
abq{ghat motivates teachers. The reality is that, while many teachers are passionate
about their work, the conditions they face significantly influence how motivated they feel.
Some schools foster environments where teachers feel supported and valued, but others
struggle with low morale due to a lack of resources, overwhelming workloads, and poor

administrative support.
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A common theme among the principals is the importance of a supportive work
environment. In schools where this is present, teachers rely on each other for
encouragement and support. There is a strong sense of camaraderie, where colleagues
exchange lesson plans, discuss challenges, and even step in for one another when needed.
One principal shared, “Our teachers work together as a team, and that makes a big
difference. When one of them is struggling, others are quick to offer help.”, Some
principals make deliberate efforts to build a positive school culture by organi Qregular
meetings where teachers can voice their concerns, recognize hard \x&k/ and foster
teamwork. Another principal added, “We try to create an open at where teachers
feel they can share their issues and know they’ll be heard.” v%, not all schools have
this positive dynamic. In some schools, teachers feel di@lected from school leadership.

One principal admitted, “Due to limited fun%'r@ bureaucracy, I cannot always

provide the level of support I would like. our teachers feel like they are on their

own.” This lack of support often legto teachers feeling isolated and unsupported,

making it harder for them to stay @ated.

Professional deve@?‘[}oppoﬂunities are another critical area where principals
see room for improve}g. While government-organized training programmes exist, they
are infrequen(a/ en they do take place, they tend to be generic and not directly
relevant ’@e challenges teachers face in the classroom. “The training we get is too
geﬁ{a/g.ft does not address the real problems we encounter with students every day,” said
one principal. Some schools organize in-house workshops, but these tend to be sporadic,
and the quality varies. In many cases, teachers must seek training on their own and often
bear the financial burden themselves. “We know teachers want to improve, but it’s
difficult when they have to pay out of their own pocket for training,” shared another

principal. Some principals try to informally assess teachers’ training needs through one-
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on-one discussions, but there is no consistent system in place to ensure teachers receive
the relevant support they need. A principal said, “We try to get a sense of their needs, but
we lack a formal structure to address these gaps effectively.” As a result, many teachers
continue to struggle with outdated methods or new challenges they’re not properly

equipped to handle.

Autonomy and empowerment also remain significant concerns. Wh&most
principals agree that teachers should have the freedom to be creative anre new
teaching methods, the reality is that many face constraints. One @gpd explained,
“Teachers should have the space to be creative, but the system always allow for
that. They have to stick to rigid guidelines, which limits th ility to innovate.” In some
schools, teachers who do take initiative to introduce cre@ teaching methods or student-
centered programmes do not always receive the @rt they need to make these changes

sustainable. “I have seen teachers try nev@ but when they do not get backing, they

quickly abandon those ideas,” a prmg@loted. On the other hand, in schools with more

N

flexible leadership, some tea&? have successfully introduced better assessment
[ ]

techniques or led extrac@r activities. “When the leadership is open to new ideas,

teachers thrive and r}gositive changes,” one principal said. Still, this level of support

is not alway< p?;&e‘n , and many teachers feel trapped in outdated teaching methods
simply t administrative expectations.

\/%ork-life balance is another persistent issue for teachers. In many cases, teachers
juggle lesson planning, grading, supervision duties, and other responsibilities, leaving
little time for personal life. One principal shared, “We try to give teachers flexible
schedules to ease their workload, but it’s often not enough. They are stretched too thin.”
The pressure of handling large classes, inadequate teaching materials, and increasing

administrative duties often leads to teacher burnout. “It’s overwhelming,” said another
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principal. “Teachers are exhausted, and it’s taking a toll on their well-being.” Some
teachers have developed coping strategies to manage their workload, but for many, the
stress leads to frustration and burnout. “I have seen some teachers struggle to keep up.

They are giving their all, but it’s just not sustainable,” another principal commented.

Despite these challenges, many teachers remain deeply committed to their work
because they genuinely care about their students. One principal noted, “Even wi%l the
difficulties, our teachers push through because they love teaching and c@out the
students.” However, principals agree that passion alone is not Qggﬂ to sustain
motivation. As one principal put it, “Teachers need more than ju usiasm to perform
well. They need support.” If teachers are to remain motiv@a%n)erform at their best,
they need stronger administrative support, regulag\d meaningful professional
development, more autonomy in their classroom%’ba better work-life balance. Without
addressing these critical issues, many tea@fbﬂl continue to do their best out of sheer
determination, but their full poten.tiq&'ll remain untapped. One principal concluded,

“With the right support and re&i{gas, our teachers could do so much more. It is just a

matter of investment and A

Research Questi@‘ee: Which is the most adopted principal supervision of
instructional @

x‘z’@

public secondary schools in Southwest Nigeria?
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Table 4.7a: Most Adopted Principal Supervision of Instructional Style in Public

Secondary Schools in Southwest Nigeria

S/n Item: My School AL S R N M SD
Principal: (%) (%) (%) (%)
Directive Supervision
1 provides specific 930 546 174 123 329  0.904
instructions and guidelines
on how to improve my (52.5) (30.8) (9.8) (6.9)
teaching methods *
2 closely  monitors my 865 522 213 1 Q 3.17  0.984
classroom activities and 6
provide feedback on (48.8) (29.4) (12.0) )
specific teaching ’\
techniques 0
3 makes decisions about 781 § 290 1.108
curriculum and
instructional methods with  (44.0) (14. 9)Q (28.1) (12.9)
significant  input from
teachers 6’6
Total 859 444 295 175 3.12
(48.éh\® (25.0) (16.6) (10.0)
Collaborative . *
Supervision \c;\\'
4 engages me in d1scus 515 406 536 316 2.63 1.082
about r?
strategies an@ dent (29.0) (22.9) (30.2) (17.8)
learning ou&&s
5 enc in open 543 438 511 281 2.70  1.068
di% and seek input
% me when making (30.6) (24.7) (28.8) (15.8)
V 1sions related to
curriculum and instruction
6  works alongside teachers to 641 393 450 289 2.78  1.105
plan and implement new
teaching approaches or (36.2) (22.2) (25.4) (16.3)
initiatives
Total 566 412 499 295 2.70
(31.9) (23.2) (28.1) (16.8)
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Transformational

Supervision

7 inspires and motivates me 847 252 470 204 298  1.097
to strive for higher levels (47.8) (14.2) (26.5) (11.5)
of teaching excellence

8 encourages me to innovate 643 407 441 282 2.80  1.098

and experiment with new  (36.3) (23.0) (24.9) (15.9)
instructional methods

9 emphasizes the broader 636 349 503 285 2.75  1.107
vision and goals of (35.9) (19.7) (28.4) (16.1)
education
Total 709 336 47 257 4&84

(40.0) (19.0) (26.5) a
Supportive Supervision

10 provides emotional and 842 583 202 14 320 0938
professional support to (47.5) (32.9) (11.4 ’\ (8.2)
help me overcome

challenges in my teaching %
role

11 creates an atmosphere 699 547 QS2 275 2.94 1.074
where [ feel comfortable (39.4) (30.9)Q 14.2) (15.5)

seeking  guidance  and

assistance
12 recognizes and 876 148 244 3.14  1.054
acknowledges teachers (49.4 8.5) (8.3) (13.8)
efforts and achievements \
Total 0 545 201 222 3.09
'@ (30.7) (11.3) (12.5)
Developmental \
Supervision QJ
13 provides opportunitfeﬁr 685 499 325 264 291  1.076
th  (38.6) (28.1) (18.3) (14.9)

my professiona ?
and skill develob%l
14 provides onstructive 796 537 161 279 3.04 1.081
feedbac 'R\sﬁ:ggestions (44.9) (30.3) 9.1 (15.7)
for itg? ement  that
1t

alig my long-term

ca oals

Qy me identify areas of 742 546 285 200 3.03  1.015
1Qie‘ﬂ'engths and areas that (41.8) (30.8) (16.1) (11.3)

need further development

in my teaching practices

Total 741 527 257 248 2.99
(41.8) (29.7) (14.5) (14.0)

Source: Researcher’s Field Survey, 2024

KEY: AL=Always (4), S=Seldom (3), R=Rarely (2), N=Never (1), M=Mean, and SD =
Standard Deviation
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Decision Rule: Mean value of 0.00 - 1.49 = Very Low; 1.50 - 2.49 = Low; 2.50 - 3.49 =
High; 3.50 - 4.00 = Very High

Table 4.7b: Summary of Most Adopted Principal Supervision of Instructional Style

in Public Secondary Schools in Southwest Nigeria

S/ Principals’ Supervision AL S R N M Rank
N of Instructional Style (%) (%) (%) (%)
Indices
1.  Directive Supervision 859 444 295 175 3.12 st
|
(48.4) (25.0) (16.6) (10.0}\\\
2. Collaborative Supervision 566 412 499 29 Y 2.70  5th
(31.9) (23.2) (28.1) (1 c@
3. Transformational 709 336 471 957 284 4
Supervision (40.0) (19.0) (26.%"\\(14.5)
4. Supportive Supervision 806 545 %\J 222 3.09 2nd
45.5 30.7 1 12.5
@ss) - eon (12.5)
5. Developmental 741 741 257 248 299  3d
Supervision 41.8)  41.8)\) (145) (140
Source: Researcher’s Field Survey, 2024 ’b\\

KEY: AL=Always (4), S=Seldom (3), R=Rar 6 N=Never (1), and M=Mean,
Decision Rule: Mean value of 0.00 - 1.4‘3{@@' Low; 1.50-2.49 =Low; 2.50-3.49 =

High; 3.50 - 4.00 = Very High - %
S

Table 4.7a revealed @irective supervision was the most commonly adopted
style among princip%ﬁ}ublic secondary schools in Southwest Nigeria. It ranked
highest, with 48.4@ teachers reporting that it is “always” practiced. Teachers affirmed
that principals \uently provide specific instructions and guidelines to improve teaching
(meanq:b§) and closely monitor classroom activities while offering feedback on
inSMional techniques (mean = 3.17). However, the relatively lower rating for teacher
involvement in curriculum and instructional decision-making (mean = 2.90) suggests that
more inclusive approaches could enhance this style further.

Supportive supervision ranks second, with 45.5% of respondents indicating it is

“always” practiced. Teachers report receiving emotional and professional support (mean

= 3.20), being recognized for their efforts (mean = 3.14) and feeling comfortable seeking
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guidance (mean = 2.94). This reflects a healthy principal-teacher relationship, although
there is room to deepen professional rapport and mentoring.

Developmental supervision is ranked third, with 41.8% of teachers stating it is
“always” practiced. Teachers appreciate receiving constructive feedback aligned with
their long-term goals (mean = 3.04) and assistance in identifying teaching strengths and
areas for improvement (mean = 3.03). However, the provision of professiona&)wth
opportunities (mean = 2.91) is less frequent, indicating the need for more @support
in career development. Q/

Transformational supervision ranks fourth, with 40.0% o s reporting it as
“always” practiced. While some principals are perceived@ tivate teachers toward
excellence (mean = 2.98) and encourage innovation n = 2.80), there is a lower

emphasis on articulating broader educational gois@isions (mean = 2.75), pointing to

a need for stronger visionary leadership. \Q

0

Collaborative supervision is s\L&le st adopted, with only 31.9% of teachers
indicating it is ‘“always” prac@ Engagement in discussions about instructional
strategies (mean = 2.63), ih@emen‘[ in curriculum decision-making (mean = 2.70), and

working collaborativé&bn teaching approaches (mean = 2.78) are rated relatively low.

This suggest(t;@ﬁncipals rarely involve teachers in shared decision-making and

instructio@lanning.

\/Q;ge 4.7b revealed the summary of the most adopted principals’ supervision of
instructional styles in public secondary schools in Southwest Nigerian. The principals
predominantly adopt directive supervision (48.4%), follow by supportive (45.5%),
developmental (41.8%), transformational (40.0%) and collaborative supervision (31.9%)

is the least practiced.
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Content Analysis of Principals’ Responses on the Most Adopted Principal

Supervision of Instruction Style in Public Secondary Schools in Southwest Nigeria

The data collected from principals in public secondary schools in Southwest
Nigeria indicates that collaborative supervision is the most commonly adopted
instructional supervision style. The principals consistently highlighted the importance of
engaging teachers in regular discussions about instructional strategies, cla&oom
challenges, and overall school improvement. This collaborative approach@gn as an

essential element in fostering a supportive environment where teach%gd valued and

empowered in their roles. %Q

The principals emphasized the importance of ation in their leadership
style, often holding meetings with teachers to discuss@son plans, teaching methods, and
ways to address student difficulties. One prj noted, “We create a space where
teachers can freely share ideas and disc@at works in their classrooms. It’s not just
about directives from me; it’s a@& rming from one another.” Another principal
highlighted the collaborati.ve&@e of decision-making, stating, “Teachers are involved

in decisions about cu@ and teaching approaches, which makes them feel like active

contributors to s%ol's direction.”

In @tlon to engaging teachers in instructional discussions, principals reported
th t@%ster an environment that encourages open communication and input from
teachers. This collaborative style was noted to positively impact teacher morale and foster
a sense of community within the school. According to one principal, “We make sure that
every teacher feels heard. Their feedback on teaching methods is crucial, and we work

together to find solutions to any challenges they face.”
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Despite the benefits of collaborative supervision, principals acknowledged
challenges such as large class sizes and the constraints of time, which can sometimes
limit the frequency of these interactions. However, even with these limitations, they
consistently strive to integrate collaboration into staff meetings and professional
development days. One principal mentioned, “It’s hard to have one-on-one meetings with
everyone, but we try to make time during staff meetings and professional devel pment

sessions to encourage collaboration.”

While principals support teacher autonomy in instructional gﬁf{s they also
emphasize the role of collaboration in guiding these decisions @rs are allowed the
flexibility to experiment with teaching methods, but r@r check-ins with school
leadership provides the necessary support and feedl@@ ensure instructional quality.
One principal commented, “I give teachers the@%om to try new approaches, but we

always follow up to discuss how thm*fbgoing and what adjustments might be

needed.” *

Conclusively, the prﬁ@}s in Southwest Nigeria indicated that collaborative
supervision not only e @Qes instructional quality but also builds a sense of teamwork
and mutual sug_ps&nong staff. The shared approach to teaching and decision-making
helps tea erg\ﬁel more empowered, supported, and invested in their professional
devel@
coll\aBK

ration in creating a positive school culture and improving teaching practices were

While challenges such as time constraints exist, the benefits of

clear across the responses.
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4.3.2 Test of Hypotheses

Hol: There will be no significant combined influence of motivational factors and
principals’ supervision of instructional styles on job performance of teachers in public
secondary schools in Southwest Nigeria.

Table 4.8: Summary of Regression Analysis showing the Combined Influence of

Motivational Factors and Principals’ Supervision of Instructional Styles on Job
Performance of Teachers’ in Public Secondary Schools in Southwest Nigeria

Model Summary

Model R R Square Adjusted R Square Std. Error of the Estimate

1 935 875 874 7.007

a. Predictors: (Constant), Principal Style of Supervision of Instruction,

Motivational Factors

A\ v
ANOVA?
Model Sum of Squares df Mean Square F Sig.
1 Regression 605962.150 2 302981.075  6171.071  .000P
Residual 86901.708 1770 49.097
Total 692863.858 1772

a. Dependent Variable: Job Performance
b. Predictors: (Constant), I;riflcipal’s Style of Supervision of Instruction, Motivational Factors

Source: Researcher w Survey, 2024

régression analysis presented in Table 4.8 examined the combined influence
of motl %1 factors and principals’ supervision of instructional styles on the job
per%mance of teachers in public secondary schools in Southwest Nigeria. The Model
Summary indicates a high correlation (R = 0.935) between the predictors (motivational
factors and principal supervision styles) and teachers’ job performance. The R-Square
value of 0.875 signifies that 87.5 of the variance in teachers' job performance is
explained by these predictors. The Adjusted R-Square (0.874) suggests that even after

adjusting for potential overestimation, the model remains robust in explaining the
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relationship. The standard error of the estimate (7.007) indicates a relatively small
dispersion of residuals, reinforcing the model's predictive accuracy. The ANOVA
results further confirm the significance of the model. The F-statistic (6171.071) is highly
significant (p < 0.001), indicating that the combined effect of motivational factors and
principal supervision styles on teachers' job performance is statistically significant. This
implies that variations in teachers' job performance can be largely attributed to
differences in the motivational support they receive and the supervisory &nes
adopted by their principals. Overall, these findings suggest that motivational factors and

xance in public

principals' supervision styles significantly influence teachers' job

secondary schools in Southwest Nigeria leading to the rejec@ﬁe null hypothesis.

Hy2: There will be no significant relative influence ngational factors (supportive
work environment, professional development A@unities, and teachers’ autonomy)
and principals’ supervision of ins@mal styles (directive, collaborative,
transformational, supportive and d\ ental supervision) on job performance of

teachers in public secondary sc@k in Southwest, Nigeria.

Table 4.9a: Regres%?nalysis showing the Relative Influence of Motivational
Factors and Princ'&l upervision of Instructional Styles on Job Performance of
¢

Teachers’ in kubﬁ econdary Schools in Southwest Nigeria

Coefficients®

Unstandardized Standardized

Coefficients Coefficients
Model B Std. Error Beta t Sig.
1 v (Constant) 6.067 739 8.213 .000
Motivational 788 .023 572 34.924 .000

Factors
Principal Style of 754 .031 397 24.200 .000
Supervision of
Instruction

a. Dependent Variable: Job Performance
Source: Researcher’s Field Survey, 2024
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The regression analysis presented in Table 4.9a examined the relative influence
of motivational factors and principals’ supervision of instructional styles on the job
performance of teachers in public secondary schools in Southwest Nigeria. The results
indicated that both factors significantly contributed to teachers' job performance. The
unstandardized coefficients revealed that motivational factors have the highest influence
on job performance, with a B-value of 0.788 (p < 0.05). This suggests that for evmnit
increase in motivational factors, teachers’ job performance improves by units.
Similarly, principals’ supervision of instructional styles also plays a significant role,
with a B-value of 0.754 (p < 0.05), indicating that effective supe &ontributes toa
0.754-unit increase in job performance. Comparing the st rdized coefficients (Beta
values), motivational factors (f = 0.572) exert a strong uence on job performance

than principals’ supervision styles (B = 0.397). '&‘&gests that while both factors are

important, motivation has a more dominant j on enhancing teachers' performance.
The t-values further confirm the .sig\"%ce of these predictors, with motivational
factors showing a t-value of {@4 (p < 0.05) and principals’ supervision of
instructional styles showin@&%ue 0f'24.200 (p < 0.05).

The consistenﬂb& p-values indicated that both variables were strong and
reliable predi b@eachers’ job performance. Conclusively, the findings indicated
that moti@'onal support serves as the strongest determinant of teachers’ job
pes%\‘%fge, while effective supervision by school principals also plays a crucial role in
fostering an environment that enhances teaching effectiveness. This highlights the need
for school administrators and policymakers to prioritize teacher motivation alongside

strong instructional leadership to improve educational outcomes in public secondary

schools in Southwest Nigeria.
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Table 4.9b: Summary of Regression Analysis showing the Relative Influence of
Motivational Factors (Supportive Work Environment, Professional Development
Opportunities, and Teachers’ Autonomy) and Principals’ Supervision of
Instructional Styles (Directive, Collaborative, Transformational, Supportive and
Developmental Supervision) on Job Performance of Teachers’ in Public Secondary
Schools in Southwest Nigeria

Coefficients®
Unstandardized Standardized
Coefficients Coefficients
Model B Std. Error Beta t Sig.
1 (Constant) 7.217 408 17.691 .000
Supportive Work -.121 .093 -.030 -1.290 197
Environment
Professional -.852 .108 =212 -7.919 .000
Development
Opportunities
Teachers' Autonomy 2.514 .099 597 25.460 .000
Directive 2.435 124 313 19.644 .000
Collaborative 3.084 .099 417 31.022 .000
Transformational -.614 .100 -.087 -6.112 .000
Supportive 851 140 A11 6.095 .000
Developmental -.738 .095 -.113 -7.782 .000
Supervision

a. Dependent Variable: Job Performance
Source: Researcher’s Field Survey)2024

Table 4.9b presents the\results of a regression analysis examining the influence of
motivational factors\ and®™ principals’ instructional supervision styles on the job
performance of téachers in public secondary schools in Southwest Nigeria. The constant
term (B = 2217, p < 0.05) indicates that when all predictor variables are held constant,

the baggline job performance is significantly above zero.

Among the motivational factors, teachers’ autonomy exerts the strongest positive
influence on job performance (f = 0.597, t = 25.460, p < 0.05), suggesting that greater
autonomy significantly enhances teachers' performance. Professional development
opportunities, however, exhibit a significant negative influence on job performance (f = -

0.212, t = -7.919, p < 0.05), indicating that such opportunities may not be effectively

148



contributing to teachers’ effectiveness. Supportive work environment does not have a

statistically significant influence (B =-0.030, t =-1.290, p > 0.05).

In terms of principals’ supervision styles, collaborative supervision has the most
substantial positive effect (B = 0.417, t = 31.022, p < 0.05), followed by directive
supervision (f = 0.313, t = 19.644, p < 0.05) and supportive supervision (f = 0.111, t =
6.095, p < 0.05). These findings suggest that principals who engage teachers\kjoint

decision-making and provide clear direction can positively influence job pfr ce.

Conversely, transformational supervision (B = -0.087, t 6&2, p < 0.05) and

developmental supervision (B = -0.113, t = -7.782, p < 0.05)% significant negative
effects on job performance, implying that these le approaches may not be

effectively aligned with the practical needs or exsecﬁa@ns of teachers in this context.

In summary, the findings highli ‘%’ée importance of teacher autonomy and
collaborative leadership practices ir@oving teacher performance. While supportive
work environments appear to haﬁca\le effect, and professional development may even
be counterproductive, cert.a@xpervision styles, particularly collaborative and directive
play a crucial role thancing job performance. However, transformational and

development(si&&w ion styles are associated with reduced teacher effectiveness in this

setting. 6
O

How?ere will be no significant gender difference in job performance of teachers in

public secondary schools in Southwest, Nigeria.
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Table 4.10: One-Sample Statistics on Significant Gender Difference in Job
Performance of Teachers’ in Public Secondary Schools in Southwest, Nigeria
Group Statistics
Gender of Respondents N Mean Std. Deviation Std. Error Mean

Job Performance Male 847 73.98 12.933 444
Female 926 78.53 24211 .796

Levene's Test

for Equality of
Variances t-test for Equality of Means
95 Confidence
Interval of the
Sig. (2- Mean Std. Error Difference
F Sig. t df tailed) Difference Difference Lower  Upper
Job Equal 319.373 .000 -4.871 1771 .000 -4.550 934 -6.382 -2.718
Performance variances
assumed
Equal -4.993 1439.027 .000 -4.550 911 -6.338  -2.762
variances
not
assumed

Source: Researcher’s Field Survey, 2024 -

O
The one-sample statistics inalﬁg’;esented in Table 4.10 examined whether
there was a significant gender d@e in the job performance of teachers in public
secondary schools in Som& Nigeria. The group statistics indicated that male
teachers (N = 847) ha‘@%n job performance score of 73.98 with a standard deviation
of 12.933, whi é@e teachers (N = 926) had a higher mean job performance score of

78.53 wit%s andard deviation of 24.211. This suggests that, on average, female

tea@oﬂ higher job performance levels compared to their male counterparts.

The independent samples t-test was conducted to determine whether this
observed difference is statistically significant. The Levene’s test for equality of
variances yielded an F-value of 319.373 with a significance level of p < 0.001,
indicating that the assumption of equal variances is violated. Therefore, the t-test results

without assuming equal variances are considered. The t-test for equality of means shows
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a t-value of -4.993 with 1,439.027 degrees of freedom and a significance level of p <
0.001, confirming that the difference in job performance between male and female
teachers is statistically significant. The mean difference between the two groups is -
4.550, with a 95-confidence interval ranging from -6.338 to -2.762. These results
suggest that female teachers significantly outperformed their male counterparts in job
performance, as indicated by their higher mean scores. The findings highligh&he
potential influence of gender-related factors on teacher performance, whi Qxld be
further explored in relation to motivation, work environm/e{Q)r/ teaching

responsibilities.

Ho4: There will be no significant gender difference in styl ﬁwision of instruction

among public secondary school principals in Southwest@eria.

Table 4.11: One-Sample Statistics on Slgnlf@Gender Difference in Styles of
Supervision of Instruction among % econdary School Principals’ in
Southwest, Nigeria \

’\‘@\ Statistics
Gender of C) Std.

Respon g/N Mean Deviation  Std. Error Mean
Principal Style of Ma :Q; \ 847 43.33 8.173 281
926 45.12 12.024 395

Supervision of &
Instructi °
nstruction Q\'

Independent Samples Test

Levene's Test
for Equality of

Variances t-test for Equality of Means
95  Confidence
Interval of the
Sig. (2- Mean Std.  Error Difference
F Sig. 't df tailed) Difference  Difference  Lower Upper
Principal Style Equal 74.669 .000 -3.636 1771 .000 -1.792 493 -2.758 -.825
of Supervision variances
of Instruction assumed
Equal -3.696 1638.397  .000 -1.792 485 -2.743  -.841
variances
not
assumed

Source: Researcher’s Field Survey, 2024
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Table 4.11 presents an analysis of the significant gender difference in the styles
of supervision of instruction among public secondary school principals in Southwest
Nigeria. The group statistics show that male principals (N = 847) have a mean
supervision style score of 43.33 with a standard deviation of 8.173, whereas female
principals (N = 926) have a higher mean score of 45.12 with a standard deviation of
12.024. The independent samples t-test was conducted to assess whether this difference
is statistically significant. The Levene’s test for equality of variances yielde %ue
of 74.669 with a significance level of p < 0.001. Thus, the t-tes @s without
assuming equal variances are considered. The t-test for equ ’gns shows a t-
value of -3.696 with 1,638.397 degrees of freedom and a si §we level of p <0.001,
confirming that the difference in supervision styles bet@ male and female principals
is statistically significant. The mean difference t@, with a 95-confidence interval
ranging from -2.743 to -0.841, further, indiCated that female principals exhibited

significantly different supervisory stylg@pared to their male counterparts.

4.4 Discussion of Fmdnp&%

The quantlta%‘®1ngs from teachers revealed that the level of teachers job
performance in @west Nigeria is high. The qualitative response from principals
recognise agtfjchers are dedicated and committed to their work. This suggested that
teache@’ée effectively carrying out their responsibilities, which can have a positive
imp%(on students' learning outcomes. When teachers perform well, students are more
likely to receive quality education, which enhances their academic achievement and
overall development. This also indicated that educational policies and programmes aimed
at improving teaching standards may be yielding positive results. Additionally, it
reflected teachers' dedication and commitment to their profession, even in the face of

potential challenges as pointed out by the principals.
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Several factors could be contributing to this high level of job performance.
Support from school leadership, particularly principals who provide good supervision,
and motivational factors, that teachers in this study claimed to be enjoying could be
playing a key role. For example, access to supportive work environment and professional
development opportunities, such as training, workshops, and capacity-building
programmes, may be equipping teachers with the necessary skills to excel in the'&oles.
Furthermore, as noted by the principals in the interview with them, when ers feel
motivated through means like financial incentives, recognition, or 2&@ work-life

environment; they are more likely to be engaged and prod c
%

he presence of

experienced and well-qualified teachers within the system d by the demographic

characteristics of the sampled teachers may further ex why performance levels are
high. ber

This finding aligns with some pas\ ies, for instance, a study observed that both
public and private secondary schooh&ers in southwest Nigeria demonstrated a high
level of job performance in ad@?@r\aﬁve and instructional responsibilities!. Similarly,
another study conducted @lic Universities in Southwest, Nigeria found a high level
of job performance, amehg the academic staff. The author suggested, that favorable
institutional @ight be responsible for the high job performance®. This is
corrobor;tbéy other studies that were conducted independently in secondary schools in
Ug&q/gdnd in Kaduna state, Nigeria. The Ugandan study found that effective supervision
by head teachers directly improved teacher performance in classroom management and
student engagement while that of Kaduna state. revealed that teachers who integrate
technology into their teaching for example, the use of internet technologies for lesson

planning and collaboration showed enhanced level of job performance™*.
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Despite these positive findings, other studies present contrasting perspectives,
highlighting challenges that may hinder sustained high job performance. One major issue
is the inconsistency in teachers' remuneration, as delays in salary payments and
inadequate financial rewards have been found to reduce motivation and overall
performance in Southwest Nigeria®. Another study in Sokoto State found that some
teachers struggle with classroom management and the effective use of instructional
materials, which can affect their overall performance®. In Ebonyi State, welfare
conditions also remain a significant challenge, as teachers in public schools often face

inadequate facilities and a lack of support systems, which lead @d rate level of job

performance’. 0

The second research question was raised to ev@e the extent to which public
secondary school teachers in Southwest Niger ’@ motivated with supportive work
environment, professional development @es and autonomy. Quantitative analysis
of teachers’ responses revealed thg@lic secondary school teachers in Southwest
Nigeria were motivated to a hi@j{{%ﬁ across the measured indices. This observed high
motivation implies that y *ers are likely to be more engaged, committed, and

enthusiastic about Q\rork, which could contribute positively to their overall job
performance.( ’\\'

Ob% other hand, the qualitative responses from principals unanimously agree
that Mpetivation is undermined by systemic challenges and that sustained motivation
requires deliberate investment in support structures, meaningful training, empowerment,

and better workload.

The findings from research question two are supported by several studies. For
instance, a study conducted in Ogun State, found that factors such as principals-teachers’

interpersonal relations, staff participation in decision-making, and delegation of
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responsibilities triggered a positive level of motivation among teachers®. A scholar also
found out that well-motivated teachers perform better, leading to improved student
outcomes, reflecting a high level of teacher motivation in senior secondary schools in
Osun State’. Moreover, a different study carried out in secondary schools in Anambra

state found that motivated teachers exhibited higher productivity levels, indicating

elevated motivation'?. *

Nevertheless, several studies do not support this finding. For exa esearch
conducted across public secondary schools in Southwest Nigeria, rev&&eﬁr in-service
training, heavy workloads, inadequate school facilities, an % ient incentives!'!.
These factors contributed to a low level of teacher com nt suggesting diminished
motivation among teachers in the region'!. Also, a stu(@med out in Ondo State found
that a lack of motivation led to low levels of jo% vement, loyalty, and identification
among secondary school teachers!?. The\‘s@%oncluded that inadequate motivational

strategies were linked to decreased j 'p%formancelz

Research question thre%&as raised to determine the most adopted principal
supervision of instruct n@byle in public secondary schools in Southwest Nigeria. The
results of the quan ifativ study with the teachers showed that directive supervision is the
most adopted\fol % by supportive, developmental, transformational and collaborative

supervisiom~However, responses of the principals, through the qualitative analysis

shch&lat the collaborative supervision is the most adopted.

Other supervision styles: supportive, developmental, transformational, and
collaborative provides further insight into how school leadership operates. Supportive
supervision, which focuses on encouraging and assisting teachers rather than strictly
directing them, being the second most adopted style suggests that while principals enforce

standards, they also offer guidance and motivation to enhance teachers' effectiveness. The
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presence of developmental and transformational supervision in the hierarchy indicates
that some schools emphasize teacher growth, continuous learning, and long-term
improvement. However, the relatively lower ranking of collaborative supervision
suggests that principals may not frequently engage teachers in shared decision-making

regarding instructional matters.

Interestingly, while the data collected from the teachers indicated that %:tive
supervision is the most adopted, principals perceive collaborative supervisk@Qhe most
commonly used approach. This discrepancy raises questions about tl& supervision
practices in schools versus how they are perceived by adminis It is possible that
principals believe they are fostering a more inclusive, d supervision style,
whereas teachers and other stakeholders may experien more directive approach in

practice. This difference in perception could s om a gap in communication or a

misunderstanding of what true collaborat\\’tégvision entails.

The finding highlighted thtt’\ﬁeg for a balanced supervision approach. While
directive supervision ensur.es a@&?ability and adherence to standards, integrating more
collaborative and dev o@tal supervision styles could enhance teacher engagement,
autonomy, and professional growth. Encouraging participatory decision-making, peer

mentoring ar@ red instructional planning can create a more inclusive and supportive

p

school Qment.
&

\/Multiple studies highlighted the prevalence of directive supervision in Nigerian
schools. For example, research in Enugu State found that principals frequently rely on
directive methods due to time constraints and the need for immediate corrective action,
particularly in underperforming schools's. Additionally, research in Makurdi Education
Zone found that classroom visitations (a key directive tactic) were the most frequent

supervisory activity, as they allowed principals to quickly identify and address teaching
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deficiencies'*. Moreover, a study conducted in Zamfara State revealed that direct
assistance supervision strategies was mostly used, suggesting that directive approaches
can effectively enhance teaching outcomes!'>. Similarly, research in Delta State indicated
that principals' classroom visitation and curriculum implementation strategies, which are

directive in nature, was mostly used'¢.

The first hypothesis was tested to examine the combined influence of mo%onal
factors and principals’ supervision of instructional styles on job performaneachers
in public secondary schools in Southwest Nigeria. Analysis sugges‘w&&#motivaﬁonal
factors and principals' supervision of instructional styles signifi influence teachers'
job performance in public secondary schools in Southwest @ria leading to the rejection
of the null hypothesis. This result reinforced the idea@teachers’ job performance is
influenced by both internal motivation and e%%l support systems. Schools where
principals adopt effective supervision s%@ch as collaborative and developmental
supervision, tend to foster a more mg@g and productive teaching environment. On the
other hand, directive supervisi%{%}ot balanced with supportive elements, may lead to
compliance rather than g&.&gprofessional growth. Given this significant influence, it is
important for educ ® policymakers and school administrators to prioritize both
teacher moti@d effective instructional supervision. Creating a system where
teachers % e regular professional development, constructive feedback, and necessary

reshKr/gd will not only enhance job performance but also improve the overall quality of

education in public secondary schools.

The findings are strongly supported by several studies. For instance, research
found a strong positive correlation between principals' motivational strategies and
teachers' job performance in junior secondary schools in Abuja, Nigeria!’. Also, research

on business teachers in Nigerian public schools revealed that both training and
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supervision positively influence job performance'®. Another study demonstrated that
principal supervision and teacher motivation collectively contribute to 37 of teacher
performance, highlighting the significance of these factors'®. A study on private school
teachers in Jos Metropolis found that motivation is closely linked to performance,
particularly when factors like training, job security, and recognition are present®’.
Furthermore, a study conducted in Zamfara State identified a strong positive cc@tion

between the direct assistance supervision strategy and teachers' job performa@

However, contrasting evidence exists. For instance, research&gddnawa State
indicated that while motivational factors are important, their im job performance
can be limited if not tailored to specific teacher expectati@n school environments??,
Similarly, a study in Kogi State found that genericgpervisory strategies without

consideration of the school's unique context m%%& yield the desired improvement in

teacher performance??. @%

The second hypothesis wa\ ulated to examine the relative influence of
motivational factors and prlncqéksupervision of instructional styles on job performance
of teachers in public e@ary schools in Southwest Nigeria. Findings showed that
motivational factors §r1nc1pals supervision of instructional styles relatively influence
teachers' job Qrf)\mance in public secondary schools in Southwest Nigeria leading to the
rejectio e null hypothesis. This result implies that school management should not
sole\%us on one factor—either motivation or supervision—at the expense of the other.

Both elements need to be integrated effectively to create a thriving educational

environment where teachers can perform to the best of their abilities.

This outcome is supported by several empirical evidences. For instance, a study
revealed that principals’ motivation in training to a high extent influence job performance

in Wukari Education Zone Taraba State, Nigeria?*. Similarly, a study conducted in
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Tanzania demonstrated that an incentive which is a form of motivation significantly
influences teachers’ job performance®. In addition, research carried out in Cross River
State demonstrated a positive influence between principals' instructional supervision

strategies and teachers' job performance in public secondary schools?®.

However, not all scholars agree on the direct influence of motivation and
supervision. For instance, a study conducted in Ghana suggested that suwsion
practices alone have a limited influence on teacher performance®’. A sch@dicated
that the level of instructional supervision was moderate and did no@gﬁ!antly affect
students' academic performance, suggesting limited impact o @er performance?®.
Another study conducted in Government Aided Seconda(@%ﬁs in Western Uganda
concluded that while supervision behaviors and m@'t positively influenced job
performance, supervision communication did B%indicating that not all aspects of

supervision are equally effective®”. @

Hypothesis three was tested‘@m‘ine the gender difference in job performance

of teachers in public seconda &()ols in Southwest, Nigeria. Results suggest that there
[ ]

is a significant gender d@ence in job performance of teachers in public secondary

schools in Southv’v& igeria with female teachers significantly outperforming their male

counterparts. @result suggests that female teachers may bring certain qualities or

approackﬁ their roles that contribute more effectively to their job performance.

\/There might be several reasons why female teachers sometimes appear to perform
better than their male counterparts. It is possible that qualities often associated with
female educators, such as empathy and nurturing tendencies, contribute to stronger
relationships with students and more supportive classroom environments. These traits
might help in meeting a wide range of student needs, both emotional and academic.

Female teachers may also be more likely to dedicate additional time and energy to their
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work, which could reflect in higher levels of engagement and commitment. Societal roles
and expectations could play a part as well; in some cases, the responsibility of balancing
professional and domestic duties may lead women to develop stronger time-management

skills and adaptability, which might benefit their teaching performance.

Male teachers, on the other hand, could encounter a different set of challenges.
Traditional gender expectations may sometimes discourage more flexible or %mal
teaching styles, which could limit their ability to connect with students in e way.
In addition, there may be less societal support or encouragement K&J teachers to

engage emotionally in their roles, which could influence h perform in the

classroom setting. 0

Supporting this finding, a study carried 0§9Edo State found significant
differences in effectiveness, with female teac@% public schools exhibiting higher
performance levels compared to their m@unterparts”. Also, research indicated that
78.3 of female teachers were ei‘f@ with primary school teachers at 81.4 and
secondary school teacher.s atésl. The study highlighted a statistically significant
difference in effecti e@ favoring female teachers, suggesting their superior
performance in so%&
State noted t@

ale teachers were generally more productive, indicating that gender

Nigeria®°. Contrasting this finding, a study conducted in Delta

may not% ecisive factor in job performance?'.

\;!LJastly, hypothesis four was tested to determine the gender difference in styles of
supervision of instruction among public secondary school principals in Southwest,
Nigeria. It was revealed that there is a significant gender difference in styles of
supervision of instruction among public secondary school principals in Southwest,
Nigeria with female principals engaging more actively in instructional supervision than

male principals. This result suggests that gender may play a role in the way principals
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approach their supervisory responsibilities and engage with teachers to enhance

instructional quality.

Female principals might adopt a more participatory approach to supervision,
possibly due to the collaborative and nurturing leadership styles often attributed to
women in leadership positions. Female principals may place greater emphasis on building
relationships with teachers, providing guidance, and fostering a supportive l8arning
environment. This approach may reflect their tendency to focus on the @mental

needs of their staff, as well as a desire to be more involved in the (&gd&rities of the

school. @

One possible explanation for this difference coul g related to the leadership
style traditionally associated with men and women. h& ncipals may be more inclined
to take a more directive or administrative roleé%pervision, focusing on overseeing
processes and ensuring that standards are\@n contrast, female principals might engage
more directly with teachers to proV. ntorship, feedback, and professional support.
This difference in superv1s1on @s could be influenced by broader societal expectations
about gender roles in , where women are often expected to be more emotionally

N

intelligent and han n their leadership approach.

Thé@wr engagement of female principals in instructional supervision could

alsg@

more“ctive role in supervision, female principals may be more attuned to the needs of

eir desire to address specific challenges faced by their staff. By taking a

their teachers, offering tailored support and fostering an environment of continuous

improvement. This approach can have significant positive effects on teacher motivation

and job performance, as teachers feel supported and valued by their leadership.
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Supporting this finding, evidence from research shows that female school heads
are more actively involved in guiding and supervising instruction than their male
counterparts®?. Likewise, a study conducted in Ebonyi State revealed a gender differences
in the administration of curriculum and instructional programme?3. Additionally, a study
in southwest, Nigeria suggested that female principals often exhibit stronger instructional

leadership behaviors, such as frequent classroom visits and mentoring of teachers*

However, contrary findings exist. For example, research in Ar@% State,
Nigeria, revealed that there was no significant difference in the supeg@ogd instruction

of principals®. Additionally, a study in Akwa Ibom State, Nig%@wed no significant

difference between male and female principals' supervision@np tencies, indicating that

gender may not play a crucial role in instructional super@n effectiveness?®.
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Chapter Five

Conclusion

This chapter focuses on the summary of findings, conclusions, recommendations (based

on the findings of the study), contribution to knowledge and the areas of further research.

5.1 Summary of Findings

This section presents a concise summary of the key findings derived @tbe

data analysis, addressing the research questions and hypotheses posed in Ch ne.
Regarding Research Question One, the quantitative analysis oj&hegnﬂy indicated
that public secondary school teachers in Southwest Nigeria dem: ed an overall high
level of job performance with a weighted mean of 3.06. Qgialitative data from principals'
interviews also indicated themes of high teacher perfor&. Out of the five indices used
to measure teachers’ job performance in this@%, classroom management ranked

highest (54.6%), followed by instructio@:tiveness (48.4%), student support and

guidance (47.5%), technology integsation (47.1%), and student assessment (30.8%) in

that order. Q’J&c)\

In relation to @Question Two, the analysis indicated that public secondary
school teachers in_ Southwest Nigeria were motivated to a high extent, with a weighted

mean of .1®zong the indicators used to measure motivation, teacher autonomy

ranked st (50.5%), followed by supportive work environment (45.2%), and

pro}bvional development opportunities (45.1%) was the least.

For Research Question Three, the findings showed a divergence in perceptions
regarding the most commonly adopted instructional style. From teachers’ perception,
directive supervision was most commonly adopted among principals in public secondary

schools in Southwest Nigeria, with 48.4% of teachers reporting it as 'always' practiced.
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On the other hand, principals reported that collaborative supervision was the most

commonly adopted instructional supervision style by them.

The analysis of Hypotheses One and Two revealed both a significant combined
and relative influence of motivational factors and principals’ supervision of instructional
styles on teachers’ job performance in public secondary schools in Southwest Nigeria
(Adj. R2 = 0.874; F(2, 1770) = 6171.071; p< 0.05), leading to the rejection 0%null

hypothesis. Motivation was found to have the strongest individual inﬂuenc@jn, t

— 34.924, p< 0.05). ,\Q/

The analysis also revealed a significant gender differenge in“the job performance
of public secondary school teachers in Southwest Ni emale teachers (N=926)
significantly outperformed their male counterparts (W=847), with mean job performance

scores of 78.53 (SD =24.211) and 73.98 (SD = &) respectively.

Finally, regarding the gender d'éence in styles of supervision of instruction
among public secondary school @h@als in Southwest, Nigeria, the findings revealed a

significant difference in do style mean scores between genders. Male principals

(N=847) demonstrata@m score of 43.33 (SD = 8.173), whereas female principals
) shov@@‘uer mean score of 45.12 (SD = 12.024).
5.2 (;obéusion

\/Q‘Jlis study has provided valuable insights into the influence of motivation and

(N=926

principals’ supervision styles on the job performance of public secondary school teachers
in Southwest Nigeria. The findings have shown that teachers’ job performance is
significantly shaped by the level of motivation they experience and the type of
supervision they receive from their principals. The study revealed that teachers feel

reasonably motivated, even though, challenges such as heavy workloads, limited
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professional development opportunities, and inadequate administrative support persist.
From the quantitative study, the teachers established that directive supervision was the
most commonly adopted supervision style by the principals while from the interviews
with the principals, they believed that supervision style adopted by them is mostly
collaborative approach. Furthermore, the findings confirmed that motivation and
principals supervision styles have a significant combined and relative inﬂue&ce on
teachers’ job performance. This emphasised the importance of creating a su@e work
environment, ensuring effective leadership, and providing opportunities\foy continuous
professional growth. The quantitative study also revealed notable ’gﬁfferences, with
female teachers outperforming their male counterparts a ﬁ principals engaging
more actively in instructional supervision than their colleagues. In light of these
findings, it is clear that improving teachers' job e@nce in public secondary schools
requires a holistic approach. School admini rs and policymakers should prioritize
strategies that enhance teacher m.oti ation, encourage professional development, and
promote a more collaborative s@sion model. By fostering a supportive and well-
supervised teaching envird@%the quality of education in public secondary schools in

Southwest Nigeria c@ significantly improved, ultimately leading to better learning

outcomes for C@
5.3 l}&bumendations

NQB'ased on the findings of this study, the following recommendations were made:

1. To sustain and improve high teacher job performance in Southwest Nigeria,
provide regular professional development, a supportive work environment, and
teacher autonomy that fosters modern teaching strategies and instructional

effectiveness.
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5.4

Given that motivational factors most strongly influence teacher job performance,
educational planners and school administrators should prioritise sustaining and
enhancing teacher motivation by promoting autonomy, cultivating a supportive
work environment, and investing in relevant professional development

opportunities.

Since motivational factors and supervision styles significantly impac%cher
performance, policymakers should develop frameworks that integrat@factors,

ensuring that teachers receive adequate support and that priw&e trained in

effective supervision techniques. @

Since female teachers significantly outperform ale counterparts, targeted
mentorship and professional development @ra mes should be designed to
support male teachers, helping them de&tronger engagement strategies and

teaching effectiveness.

As female principals are @@nvely involved in instructional effectiveness,
male principals sth@ncouraged to adopt a more hands-on approach through

regular work %d leadership training, emphasizing the benefits of active

supervisi@mproving teaching and learning outcomes.

Co@bution to Knowledge

@}ns study makes significant contributions to knowledge by deepening the

understanding of how motivation and principals’ supervision of instructional styles

influence teachers’ job performance in public secondary schools in Southwest Nigeria.

The study clarifies key concepts such as job performance, motivation, and

instructional supervision, offering insights into how different supervision styles; directive,

collaborative, transformational, supportive, and developmental affect teachers’ job
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performance and teaching effectiveness. By identifying the most commonly used
supervision style and its perceived effectiveness, this study enhances existing literature on

educational leadership.

Grounded in Expectancy Theory and Contingency Theory, the study strengthens
theoretical perspectives on motivation and leadership in school management. Expectancy
Theory, which suggests that individuals perform better when they believe the%forts
will lead to desirable outcomes, is supported by the finding that teachers' j oance
improves when they receive recognition, professional developmen@gspﬂmities, and
administrative support. The study highlights that motivation is ly linked to how
teachers perceive rewards and their potential career growtforcing the importance of
clear expectations and incentives in driving high perfognce. Similarly, Contingency
Theory, which posits that leadership effectiv%&pends on situational factors, is
validated by the study’s findings. W@tive supervision is the most adopted
approach, principals perceive collab@@f supervision as more effective, suggesting that
the best leadership style depenc%qc?\peciﬁc school environments, teacher characteristics,
and administrative capac% is aligns with the idea that school leadership should be

flexible and adaptiv @r than rigidly applying a single supervision style.

Erg@, this study provides valuable data on the realities of teacher

perform% and supervision practices in public schools in Southwest Nigeria. It reveals
thwile teachers generally exhibit high job performance, they still face challenges
related to instructional delivery, classroom management, and assessment. It also shows
that teachers are highly motivated, but their motivation is shaped by factors such as
administrative support, access to training opportunities, and workload balance. The study
further establishes that motivation and supervision styles significantly impact teacher

performance, reinforcing the need for effective leadership strategies that combine
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motivation with the right supervisory approach. Additionally, the findings highlight
gender differences, with female teachers outperforming their male counterparts and
female principals being more engaged in instructional supervision. These insights provide
a basis for targeted interventions, such as policies that promote gender equity in
leadership roles and strategies that support teacher motivation through professional

development and improved working conditions. *

By shedding light on these critical issues, this study serves as a prac@ ide for
policymakers, school administrators, and educators. It offers &st empirical
foundation for developing policies that enhance teacher motivat prove supervision

practices, and ultimately raise the quality of education i lic secondary schools in

Southwest Nigeria. QQ
5.5 Suggestion for Further Studies fbbrb

Future research should explore a@al dimensions of teacher motivation and

principal supervision styles that we&o@overed in this study. Investigating these factors

could provide a more con&@lsive picture of what drives teacher performance.
Additionally, replicati%@s\esearch in private secondary schools, primary schools, or
higher educaticzrs&tutions would offer valuable insights into how motivation and
supervisio f@n across different educational settings. Expanding the study to other
geopoli ones in Nigeria or conducting a nationwide analysis would deepen an
unMnding of regional variations in supervision practices, teacher motivation, and job
performance, shedding light on contextual differences that influence educational
outcomes. Further research is also recommended to investigate the reasons behind
observed gender disparities in teacher job performance and to explore the effective
supervisory approaches of female principals. Integrating these insights into leadership
development programmes will be of benefit to all teachers and school administrators.
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Questionnaire on Secondary Schools Teachers’ Job Performance
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Department of Arts and Social Science Education,
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Faculty of Education,
Lead City University,
Ibadan

Dear Respondents,

Request to Participate in a Research

I am a doctoral research student at the above-mentioned institution. I am currently
conducting research to gain insight into the factors that are responsible for publi&:nior
secondary school teachers' job performance. Please respond appropriately t tems in

this questionnaire. As respondents, you are not required to write Qy name; all

information provided will be treated as anonymous and will be ely for research

purposes. Q
Sincerely, Q

OKE, Sunday Mayowa fbb’b
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SECTION A: Demographic Details of Teachers

1. Gender: Male { } Female { }

2. Age: 20 years or Less { } 21-30 years { } 31-40 years { } 41-50 years { }
50 years and above { }

3. Years of Teaching Experience: 1-10 years { } 11-20 years { }

21-30 years { } 31 years and above { } *

4. Highest Educational Qualification: TCIU/TCI/NCE { } @ }HND

{ }Bachelor's Degree { } Master's Degree { } MPhil / De€torate’Degree { }

SECTION B %

This section is designed to solicit informatior@ el of job performance of
public secondary school teachers in your school P%{Q\ick the option that best describes
your response to the statements given in the td%~ elow. Note that no option is correct or

O

wrong.

I: Always Seldom Rarely Never

Q)
\-)

U\

communicate complex ~Jentepts in a clear and

understandable man%

use varied instructionalStrategies to cater for different
learning styles.wﬁtjhe classroom

encourage cgﬁ:} king and problem-solving skills
through my t ing methods

connec@sson content to real-life examples, making

it rel nd engaging for students
m%%to maintain a pace that ensures all students

grasp” the material without feeling rushed or
overwhelmed

establish and communicate clear classroom rules and
expectations to the students

handle disruptions and behavior issues in a fair,
respectful, and effective manner

create a positive and inclusive classroom environment
that encourages active participation and mutual respect
among students

manage transitions between activities, maximizing
instructional time and minimizing disruptions
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10

11

12

13

14

15

16

17

18

19

20

21

22

23

24

25

ensure balance between maintaining a structured
classroom and allowing for flexibility to accommodate
students' individual needs

design assessments that align with the learning
objectives and adequately measure  students'
understanding of the material

provide timely and constructive feedback on
assignments and assessments to help students improve
use a variety of assessment methods to assess different
skills and knowledge areas

involve students in self-assessment and reflection,
promoting meta-cognition and ownership of their
learning

adjust my teaching based on assessment results to
address areas where students may be struggling

make myself available for one-on-one discussions or
assistance outside of class time when students have
questions or concerns

show empathy and understanding towards students'

provide academic and personal guidance, helpi
students set goals and develop strategies to achi

individual needs, backgrounds, and challenges
i)

them fQ
communicate with parents/guardians to k em
informed about students' progress an s any
concerns

foster a sense of belonging and e well-being
among students, creating a s %e classroom
atmosphere \

incorporate technology tools esources to enhance
instructional content and e'@e students in the learning
process

ensure that technology 1§ used purposefully and aligns
with the learmn ctives of the lesson

address %& sues that may arise during
technolo e actlvmes without causing significant
disruptio

promot gital literacy and responsible use of
technelogy among students

ada y teaching methods when technology-related

challenges arise, ensuring that the learning experience
remains effective

\\
S
/\
O
N
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SECTION C

This section contains items carefully structured to gather information on the level
of motivational factors in public secondary school in Southwest, Nigeria. Please tick the
option that best describes your response to the statements given in the table below. Note

that no option is correct or wrong.

S/N Very TruQ bartially Not
True

My school: (\\ True True

among colleagues

NS
1 enjoys overall sense of collaboration and friendship /\b

2 administration values and recognizes my contributions a
a teacher

3 peers and superiors gives constructive feedback
encouragement to me as a teacher 9

4 provides and am satisfied with the availabi of
resources and facilities that support effectiye ﬁng

5 leadership approach to addresses conce create an
atmosphere of open communication es me as a

teacher ﬁ

6 participate in and enjoy workshops ahd seminars that are
offered by my school to enhan(\‘ teaching skills

7 am encouraged by my scho ugh financial support to
participate in external pr ional development events

8 provides varieties an nt professional development
opportunities that s '\ﬁﬁs me as a teacher

9 aligns professi@elopment with individual teacher’s
needs and the broader goals of the institution

10  sees the n% and knowledge gained from professional
develo@ at improving my teaching practices

11 givessthe*ffeedom to and adapt my teaching methods and
C m

12 rted me in experimenting with innovative teaching

roaches and trying new instructional strategies

13 welcomes input in decisions related to curriculum design,
classroom policies, and school initiatives

14  administration involve teachers in the decision-making
processes that affect the teaching and learning
environment

15 empowered me to make meaningful contributions to the
educational direction of the school

SECTION D
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This section contains items to determine the most adopted principal supervision of

instruction style in public secondary schools in Southwest Nigeria. Please tick the option

that best describes your response to the statements given in the table below. Note that no

option is correct or wrong.

S/N My school principal: Always Seldom Rarely Never
1 provides specific instructions and guidelines on how to
improve my teaching methods *
2 closely monitors my classroom activities and provide Q
feedback on specific teaching techniques 0
3 makes decisions about curriculum and instructional Q/
methods with significant input from teachers /\
4 engages me in discussions about instructional strategies Q
and student learning outcomes
5 encourages me in open dialogue and seek input from_me

when making decisions related to curriculum

mstruction Q

6 works alongside teachers to plan and implepagnt¥hew
teaching approaches or initiatives @

7 inspires and motivates me to strive for h@levels of
teaching excellence

8 encourages me to innovate and ment with new
instructional methods

9 emphasizes the broader V1s10h\3§]oals of education

10 provides emotional and pr nal support to help me
overcome challenges in achmg role

11 creates an atmospha&e I feel comfortable seeking
guidance and

12 recognizes hﬁ cknowledges my efforts and

sa

achlevement eacher
13 provides® mtles for my professional growth and
skill deyelopment
14  provides constructive feedback and suggestions for
i ement that aligns with my long-term career goals
15 me identify areas of strengths and areas that need
rther development in my teaching practices
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Appendix 11
Principals’ Interview Guide (PIG)
SECTION A: Demographic Details of Principals
1. Gender: Male { } Female { }
2. Age: 20 years or Less { } 21-30 years { } 31-40 years { } 41-50 years { } 50

years and above { }

3. Years of Teaching Experience: 1-10 years { } 11-20 years { } 21-@rs { }

C

31 years and above { }
4. Highest Educational Qualification: TCI/TCI/NCE {%&{ } HND { }
t

Bachelor's degree { } Master's Degree { } MP% orate Degree { }

SECTION B: Q

What is the level of job performance (instructi é@ﬁveness, classroom management,

assessment and evaluation, student suppo@uidance and technology integration) of
teachers in your school. 5&

a. Instructional Effective@s:
1. In your opinion §ectively do teachers in your school deliver their lessons to
engage students afid facilitate understanding of the subject matter?

2. How do yeu assess the alignment of teachers’ instructional methods with the

@lum objectives and standards?
b. &lassroom Management:

3. From your perspective, how well do teachers establish and maintain a conducive
and disciplined classroom environment for effective learning?
4. In your view, how do teachers handle disruptions or challenges in the classroom to

ensure minimal disruption to the learning process?
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10.

a.

Student Assessment:

How do you evaluate the effectiveness of teachers’ assessment strategies in
measuring students understanding and progress?

Can you provide examples of innovative assessment methods or practices that you
believe have positively influenced students learning and growth?

Student Support and Guidance: *
How do you perceive the level of personalized academic and emoﬂ@support

What mechanisms do you have in place to ensure teache orate with other

that teachers offer to students within your school?

staff members to identify and address students’ unia@

Technology Integration: Q

In your estimation, to what extent do tea M@ectively integrate technology into
their teaching methods to enhance Ing experience?

How do you facilitate the pro kal development of teachers to enhance their
technological skills and k@ with advancements in educational technology?
What is the 1€Vél$ motivational factors (supportive work environment,
professional d%gnent opportunities, autonomy and empowerment, and work-
life balat %public secondary schools in Southwest Nigeria?

Su@rtlve Work Environment:

1. \;&/ would you describe the overall atmosphere and relationships among staff

2.

members within your school?
Can you provide examples of initiatives or practices that have been implemented

to foster a supportive and collaborative work environment for teachers and staft?
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Professional Development Opportunities:

What types of professional development opportunities are available for teachers
within your school to enhance their teaching skills and expertise?

How do you identify the specific professional development needs of teachers and
tailor opportunities to address those needs?

Teachers Autonomy:

How do you ensure that teachers have the autonomy to make @ns and
implement innovative teaching methods in their classroom? (/

Can you provide examples of instances where teachers hal empowered to
take leadership roles or initiate positive changes withi $h001 environment?
Which is the most adopted principal supervis@f Instruction style (directive,
collaborative, transformational, support'vf@ developmental supervision) in
public secondary schools in South\(eé eria?

N

How would you describe@evel of teacher autonomy in your school when it

Directive Supervision:

comes to instructioh&msions and methods?

In your experience, how do teachers typically respond to directive feedback and
guida 'e@ ir teaching methods?

Co@oraﬁve Supervision:

. \/& often do you engage in collaborative discussions with teachers about their
instructional strategies and lesson plans?

How do you foster an environment where teachers feel comfortable sharing their

ideas and seeking inputs on their teaching methods?
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10.

Transformational Supervision:

How do you inspire and motivate teachers to go beyond traditional instructional
approaches and embrace innovative teaching methods?

In what ways do you provide support and resources to help teachers implement
transformative teaching practices?

Supportive Supervision:

How do you ensure that teachers receive the necessary guidance an Qance to

improve instructional skills and classroom management technk&jﬁj

Can you provide examples of instances where you’ve ac;iu ported teachers

in addressing challenges they’ve faced in their ClaSS@

Developmental Supervision: Q

How do you promote the continuous péo@nal growth and development of

teachers within your school? ’b
In your experience, how has d %‘mental supervision contributed to enhancing

the overall quality (.)f z@&g}l your school?
N
S

x‘g’b
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